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1.0 Critically evaluate a literature review of a social enterprise providing health and wellbeing services. 
[bookmark: Intro1]Introduction 
It is not only passion to help others that it takes to start and actively lead a charity into a social enterprise. A social entrepreneur will have to face barriers before and during the journey, such as creating a profitable business and getting paid but do not personally bank the profit.  
Before starting a social business, we need to ask a few questions to ourselves; do I have the passion needed for this? What kind of mission our social enterprise will have? Are my values, attitudes and beliefs aligned with it? How can I develop good relationships with stakeholders? Can I form the right team to lead the projects? Is my business idea profitable? Then we must research the market and create a business plan in accordance with the mission and vision of the organisation. The author critically evaluates the plan of a health and wellbeing social enterprise through a literature review and its methodology.  
The author chose that analysis because he works for The Centre for African Entrepreneurship (CAE), a charity based in Swansea that is changing to become a Community Interest Company (CIC) social enterprise, and the main business idea would be to support participants via health and wellbeing, as part of the holistic service of the organisation. The author does not necessarily agree with that proposal, which is why he critically analyses a literature review about how stakeholders would adapt to that change. Under the umbrella of social care, will it be a good idea to focus on health and wellbeing only? Exploring his own knowledge management and leadership styles, and after meeting the directors of the social enterprise Choose2Reuse in Llanelli, the author explores and propose another business idea to his organisation (Appendix A). The author proposes a social enterprise business idea, using his leadership techniques such as emotional intelligence, and change management to The CAE, working to produce a Repair, Share and Swap project across Swansea and Cardiff. Aiming to support communities typically disengaged with the subject of climate change, increasing awareness but, most importantly, equipping them with the necessary tools to actively work to combat the global emergency. To ensure that this project reflects what the community needs, the CAE will provide evidence by undertaking community engagement activities, placing the people who will benefit from the project at the heart and forefront of our project development. 
In order to find out if the business proposition made by the CAE is viable, the author explores the elements needed for a social enterprise and health and social care support for participants.  

[bookmark: Purpose]Purpose of this Review  
This is not intended to be a comprehensive review of all academic research on social entrepreneurship organisations. This literature study may be of interest to the CAE, which is changing from being a charity to a social enterprise and is the author's duty as a leader to support and embrace the change, and as commissioner of a holistic service, health and wellbeing of vulnerable participants comes under the organisation's umbrella. 
Social business organisations occupy a particular niche between services sponsored by the public sector and those primarily focused on profit generation. As a result, social business organisations can exhibit both private and public traits. Consequently, it is necessary to investigate the definitions of social enterprises. This study will begin with an overview of research focusing on definitions, specifically on organisations in the health and wellbeing industry. In order to glean important ideas from organisations already operating in the sector, a more comprehensive examination of social entrepreneurs offering these services is also presented. A literature study on how social entrepreneurship might be formed is included, focusing on the barriers and incentives that would encourage their growth. Finally, a literature analysis on the consequences and prospects for organisations operating in the social care field is conducted. 
  
[bookmark: Method]Methodology  
The literature from peer-reviewed academic journals, official policy pronouncements, laws across the UK governments, and studies from independent organisations from 2008 was used.  A qualitative research technique was done by the author, with open ended questions to collect elicit data about the subject of social enterprise to Choose2reuse. 
Initial searches uncovered national and international studies that led to the discovery of further research fields. For instance, articles on third-sector organisations functioning in the health and social care sector led to research articles on the integration of services across Health and social care partners or local governments.  
The review focuses on the questions listed below.  
How to start a healthy social enterprise?
How do social enterprises assist in comprehending their contribution to their services in Wales?
In what capacity do social businesses currently participate in their services to participants?  
What incentives and obstacles do social enterprise organisations operating in the health and social care sector face?  

[bookmark: Viability]1.1 Viability of a social enterprise  
"A business with primarily social objectives whose surpluses are principally reinvested for that purpose in the business or in the community, rather than being driven by the need to maximise profit for shareholders and owners" Pearce (2003). In this definition, the author finds the main social enterprise features. Social Enterprises should: have a social purpose; achieve that social purpose to some extent through trading; not distribute profits to individuals; hold assets for community benefit; involve members in governance; and, while remaining independent, be accountable to both a defined constituency and the larger community.  
According to Chell (2006), social entrepreneurship is frequently unsustainable due to the prevalence of grant-dependent projects led by individuals without entrepreneurial abilities. In some regions, the corporate sector's opinion is that the social business sector is unprofessional, incompetent, and dependent on grants. The author believes and agrees with this statement because a social enterprise should not only be grant-dependent but also generate profit, and for that, it will need entrepreneurial heads and experienced business leaders; otherwise, it will fail.  
Business Wales (2020) proposed that the first objective is to establish whether or not the idea for a social business is a feasible proposition; it is to ask yourself if there is a market for the service or product. Are there customers who can afford to pay for the service or product? Social enterprise leaders must be confident that the idea is feasible before they start thinking about a company or charitable structures. The leaders must understand that a social company primarily pursue a social goal while participating in commercial activities to maintain their operations through product or service sales. 
As a primary source, the author interviewed Igic, T. (2022), Chief Executive and co-founder of Choose2reuse, a social enterprise based in Carmarthenshire, with a social mission of reducing waste and helping those who are marginalised and away from the labour market. The author believes in the "Great Man" theory, Carlyle (1840), whereby a good leader is born with leadership traits, and without them, they cannot lead effectively. This theory connects with the co-founders of Choose2reuse because they are straightforward, supportive and inspirational to others, as they are of 'living' the organisation's mission statement on a hands-on leadership. The co-founders were present on an announced visit to their office, and they were willing to spend all the necessary time to talk about their passion for their business and how to lead it. Igic, T. (2022) mentioned: "We live the passion for helping others because that is what moves us, also making profit is very important, as we have the responsibility to pay ourselves and fourteen employees. Choose2reuse receive second-hand clothes and ships them around the world, making profit and reducing the carbon footprint". Holmes, T. (2022), co-founder of Choose2reuse, indicates that "the organisation is growing and soon will look to employ over fifty staff". The author agrees that leaders are perceived with traits that emphasise their personal attributes. For Kouzes and Posner (1987) there are ten leadership traits: honesty, forward-thinking, inspiration, competence, fair-minded, supportive, broad-minded, intelligence, straightforwardness, and dependability.  
In an interview with Banza, F. (2022), CEO of The CAE, the author perceives that he is also living the mission of his charity, which is to tackle inequality and poverty by enabling ethnically diverse individuals through enterprise employment and with a special focus on social care, health and wellbeing. But the organisation is changing, transforming it into a social enterprise and a charity. The author's challenge is to be part of CAE's leadership team and help the organisationn succeed.  
 
[bookmark: soc]1.2 Social enterprise definitions  
Articulating clearly what social enterprises are, is the source of significant academic and professional discussion and analysis, Dato-on (2016). The majority of analysts view social enterprises as working at the intersection of the public and private sectors of the economy, being tightly related to nongovernmental organisations, Hogg (2011).  
A uniform message from researchers across multiple disciplines of social sciences is the necessity for clarity about the nature of social enterprises, Teesdale (2012). This has been determined to be essential for social companies seeking public funding. Strengthening the triple line of social enterprise: social, economic, and environmental values; identifies them as an alternative service provider that does not necessarily should adhere to the private or public service model provision, Hunter (2009). It may be unclear what a social enterprise is and what it does. It is easier to comprehend within the context in which they work and their connection to other industries. 

[bookmark: fund]Funding  
Social business organisations functioning in the social care sector are impacted by the same problems as all other social entrepreneurs. Nevertheless, contracts with the public sector are an essential source of finance for social entrepreneurs, without which they may not be able to function, Needham and Carr, (2015).   
The commissioning relationship between statutory authorities, private and Third sector providers has been impacted by the ongoing decline in public-sector financing, Hall et al. (2012)  
Due to their size and resources, social enterprise organisations may be at a disadvantage in the commissioning process compared to larger, private-sector enterprises that frequently have a national infrastructure to back them, Jones and Cowie (2017). 
The author can conclude that social enterprises are restricted from providing health and wellbeing services due to a lack of public funding. 
  
[bookmark: varie]Varieties of Social Enterprises 
In addition to having corporate and social values, social companies exhibit a range of organisational structures and forms. Significant variety existed in the extent to which social businesses were owned and controlled by workers or service consumers. Some were indistinguishable from typical, hierarchical organisational structures with directors, trustees, managers, and frontline personnel, Addicott (2011). 
 
[bookmark: conc]Conclusion 
This literature review of social business and health and wellbeing in Wales has yielded an overview of significant concerns. Despite a more permissive legal framework that recognises social businesses, there is hardly any evidence to support an increase in health and wellbeing services provided by social enterprises. Despite their distinct concepts, social enterprises can create new types of health and wellbeing services, Lewis (2006). 
 
[bookmark: soci]
1.3 Social Enterprise and health and wellbeing  
The legislation in Wales mandates that local governments commission social enterprises to provide health and wellbeing services. There is a growing awareness of these organisations' undiscovered potential in providing these services. It would be interesting to know the dimension of social businesses to provide social care services and, if so, what variables can facilitate their growth and impact. 
In order to enrich this discussion, the Wales School for Social Care Research undertook an analysis of social enterprise in that sector: 
Between February and July 2017, an examination of published material in academic publications, surveys, and statutory policy and advice was conducted. The goal of the analysis was to determine to what extent are social enterprise organisations currently providing health and wellbeing. This review investigated many questions about the optimal means of boosting the capacity of social enterprise services to provide social care, and the fundamental discoveries include the following: what unique obstacles do social entrepreneurs confront while providing social care services, and how do they overcome them? Furthermore, what knowledge is needed to assist policymakers, practitioners, and citizens create social enterprises with a good impact?  
According to Cowie and Jones (2017), there is limited evidence of social enterprises operating as social care providers in the United Kingdom and Wales after the Social Services and Wellbeing (Wales) Act 2014 was enacted.  
A map of social enterprise services in the United Kingdom was revealed by the Social Enterprise Coalition (2011). In the health and social care industry, just 9% of those organisations were officially registered as social enterprises. Wolk (2007) indicated that these services provide a positive impact and inventive potential, as well as their ability to create excellent job possibilities for local communities.  
There is a variety of evidence about the influence of social enterprises. Hopkins (2007) acknowledges the excellent impact of social enterprise services in employment services but finds less convincing evidence in care homes and social housing. Buckingham (2010) asserts that generalisations on social enterprise's overall impact and unique potential cannot be established.  
The author relates to Hopkins (2007), as the CAE deliver support for health and wellbeing such as nature walks, Zumba classes, football and a cycling programme. With these, the CAE generates a positive impact on the community; nevertheless, it is only a contribution to health and wellbeing, just a part of a system where it is not easy to measure the impact.   
In the United Kingdom, there has been a growing interest in the economic and social contributions social business organisations can make during the past few years. The 80,000 organisations registered as social enterprises in the UK contributed over £27 billion to the economy and employed roughly 1.000.000 people (Villeneuve-Smith & Temple, 2017). 
A major finding from the survey was that over a fifth of social enterprises was especially active in economically and socially deprived areas, hiring more than half of their staff from the local area. Social Enterprise UK also identified government sector support as the primary source of revenue for twenty per cent of social enterprise groups older than five years, establishing a direct link between the public and non-profit sectors of the economy. However, only 10% of registered social business organisations in the UK operate in the health and social care area, Villeneuve-Smith and Temple (2017). 
In recent years, there have been a growing interest in the Third Sector, particularly social enterprise organisations, as service providers, as opposed to those directly offered by government agencies or for-profit businesses.  
 
[bookmark: socient]1.4 Social Entrepreneurship in Wales  
Section 16 of the Social Services and Well-being (Wales) Act 2014 requires local authorities to actively collaborate with the Third Sector to support and grow social enterprise organisations as alternatives to the existing private and public service providers. The Welsh government is establishing a statutory framework for adult health and wellbeing, supporting the fundamental economy as a model and strengthening the sector's involvement. According to Cowie and Jones (2017), social businesses are a major contributor to the creation of Alternative Business Models, which may counterbalance the present public and private dichotomy of health and social care services. 
  
[bookmark: coci] 1.5 Social enterprise definitions and models  
Before addressing the specific questions for the critical literature evaluation, it is necessary to define social enterprises. 
The rising interest in social business has occurred in the context of a larger discourse on the cost, capacity, and quality of the services, Alcock (2010), together with the growing assumption that social business organisations may provide services at lower prices and with greater creativity than governmental or commercial companies, Cowie & Jones (2017).  
A social enterprise should show its capacity to act as an engine of innovation, job creation, and economic progress, Wolk (2016).  
The official government definition states that social enterprise organisations have mainly social objectives, and the profit is mostly reinvested in the organisation or the society, Department of Trade and Industry (2002). Social companies address various social and environmental challenges and operate throughout the economy. The government thinks that social enterprises play a particular and valuable role in contributing to the development of a robust, sustainable, and socially inclusive economy through the use of commercial solutions, Department of Trade and Industry (2002) 
In conclusion, from the preceding definitions of social enterprise, their social objectives and contributions to their local communities are defining traits. This emphasis is evident in the Department of Health's description, which notes that social entrepreneurship organisations are basically about employing private strategies to achieve the public benefit, Health Department (2011)  
Social enterprises are defined as organisations that engage in activities that benefit society and that generate the majority of their income through business or trade, reinvest their profits in their social activities and are completely independent of the government.  
 

[bookmark: coce]1.6 Social enterprises are defined by their organisational structure.  
Addicott (2017) describes the various organisational structures within the third sector and classifies them based on direct and indirect employee participation. This is a potentially useful distinguishing quality relevant to the development of services provided by social enterprises, notably in the health and wellbeing sector.  
According to Lewis et al. (2006), one method that may be useful is to differentiate between what social enterprises do – the specific activities they engage in – and what they are within their operating setting. There may be disagreements on the specific form of social enterprises. However, there is consensus that they operate outside the public and private sectors and that their primary objective is to use any revenues to further social and environmental goals. Relationships with the economy's public and private sectors are therefore crucial to their continued existence.  
Pearce (2003) identifies the following characteristics of social companies: a primary social objective to help the community or a particular recipient group; participation in commerce, the profit is not for personal financial gain or personal purposes; and administered as democratically as possible. The author does not necessarily agree with the last statement; leadership styles in social enterprises do not need to be democratic. The author explores the leadership styles further in this research. 
According to Adicott (2017), the social business sector employs over 40,000 individuals and provides £2 billion to the Welsh economy. Evidence suggests that between 2011 and 2013, grant aid to the third sector decreased by £115 million, Welsh Government (2014). The impact of diminishing funding has been significant and presented enormous challenges the organisations. 
  
[bookmark: mot]1.7 Motives and Obstacles  
Social enterprise models, with their perceived potential to engage citizens and the third sector in the design and delivery of services based on local needs and resources, are considered, in ideal terms, to promote social inclusion, help restore or maintain the vitality of communities, Aigner et al., (2001) 
Frith (2014) identified four essential components of ethical capital relevant for social enterprise organisations seeking to contribute value and have a transformative effect on the communities in which they operate. The author noted that it is beneficial for social enterprise organisations to consider and clarify: their goals and objectives and their stakeholders; how the organisation's culture work with staff, its users, and the larger community; and the organisation's reputation.  
What is the organisation's organisational leadership style, such as whether it is managed hierarchically or has a democratic structure? How are decisions made? How will it generate profits, and what business model will be implemented? 
  
[bookmark: theg]1.8 The growth of social enterprises.  
Needham and Carr (2015) also emphasise the challenges social business organisations face in attracting sufficient start-up capital and sustaining themselves in the early years before establishing a stable functioning financial base. Relationships with commission bodies are crucial to receiving funding for these organisations. However, they also represent major dangers due to the attitudes and understanding of commissioners, as well as the contractual restrictions that these organisations can enforce.  
Different studies have found substantial obstacles for social enterprises, especially newly formed or emerging organisations, to overcome. Baines et al. (2010) note that the bureaucracy of the commissioning process is detrimental to the Third Sector and that commissioners are unaware of the full scope of Third Sector services and potential. In addition, the Third Sector is viewed as lacking an entrepreneurial attitude or entrepreneurial qualities, Addicott (2017).  
 
[bookmark: conci]Evaluation
From the critical literature review the author was able to evaluate the social enterprise, he can recommend a sustainable business, and health and social care organisations have proven that they are government grant dependant, mainly. If the organisation continues with the prevalence of grant-dependent projects led by individuals without entrepreneurial abilities, then the destiny is insecure. Social enterprises must work professionally and independently of grants. That is why alongside the business proposal of the CAE, it will be put forward the author's evidence-based Community Engagement for Sustainable Steps business proposal (Appendix A). 
 

[bookmark: setd]2.0 Set direction, motivate, delegate, and empower others to bring about a workplace change 
Suggesting a new proposal to the CAE's initial idea using change theories and leadership styles.  
We might be able to motivate, delegate, and empower employees and the organisation's environment by utilising autocratic and democratic leadership approaches.  
To introduce a new business proposition, the author will lead the organisation using a mix of leadership styles, because after adopting both democratic and authoritarian leadership styles, he advocates for using emotional intelligence, coaching and direction-setting abilities.  
Goleman (2000) distinguished the following leadership philosophies: authoritarian, democratic, affiliative, and coercive. Each style is the outcome of a unique mix of emotional intelligence skills. Coercive leaders who set the pace are ready to take action, are proactive and are under pressure to raise performance levels to satisfy exacting standards of excellence. While pacesetting leaders are highly conscientious, coercive leaders control their emotions and impulses (practise self-control). These leaders have self-management skills but don't have the social skills of the other four types.  
Among other traits, authoritative leaders are self-assured, empathic, observant of others' viewpoints and feelings, and capable of inspiring, managing, and creatively directing others (they are change catalysts). Like initiating leaders, coaching leaders develop others' talents through feedback and guidance (emphasising developing others).  
Affiliative leaders develop and nurture relationships and are emotionally perceptive (empathetic) (through building bonds). Their capacity for communicating is on par with that of democratic leaders. This type also emphasises teamwork and collaborative abilities.  
Employees evaluated their immediate supervisors using Goleman's (2006) taxonomy of six leadership philosophies: authoritarian, democratic, affiliative, coaching, coercive, and pacesetting leadership. The Organisational Restrictions Scale (Spector & Jex, 1998) was used by participants to rate their exposure to organisational constraints at work. Employees evaluated their immediate supervisors based on the traits of six different leadership philosophies—authoritarian, democratic, affiliative, coaching, coercive, and pacesetting. The Organisational Restrictions Scale (Spector & Jex, 1998) was used by participants to rate their exposure to organisational constraints at work.  
A leader's actions within a company have various effects on the employees. Managers are knowledgeable employees who also offer practical and emotional support, so they can assist in achieving social enterprise goals. On the other hand, leaders can make the work environment more stressful by amplifying stressors, such as by raising the uncertainty of employees' responsibilities and their burden or cap. Raising stress could happen if the organisation depends on grants only, and if the government decides not to fund, it would be very stressful for all employees.  
Organisational constraints, in the words of Spector and Jex, "block workers from translating ability and effort into good job performance" (1998). They are a significant cause of work-related stress since they make it harder for people to achieve their goals and organisational constraints have adverse effects, such as health issues (1988).  
Leaders can influence their subordinates' performance by developing, minimising, or enhancing the level of organisational limits that they experience. The views of subordinates regarding the leadership styles of their superiors may have an impact on these outcomes.  
"To maximise a team's effectiveness, its members, especially its leaders, must pay attention to its emotional health and needs" Goleman (2002). By highlighting certain combinations of EI skills, Goleman (2000) expanded on the idea of leadership styles (authoritative, affiliative, democratic, coaching, pacesetting, and coercive). These qualities may help leaders create an environment that supports employee growth, removes potential barriers in advance, and offers assistance for overcoming setbacks by allowing them to see the workplace from the perspective of their employees.  
Four competencies make up emotional intelligence: two personal (self-awareness and self-management) and two social (social awareness and relationship management) (Boyatzis et al., 2000; Goleman et al., 2013).  
Each talent itself is made up of a specific set of complementary abilities. A significant amount of research suggests a link between emotional intelligence and effective leadership, at least in terms of the transformational approach, even though it is still debatable whether emotional intelligence affects leadership. A study found that those with higher emotional intelligence can be better workers and leaders than those with lower emotional intelligence (Dulewicz & Higgs, 2003). (Dulewicz & Higgs, 2003).  
 
[bookmark: sion]Conclusion 
The different leadership styles would support the author in introducing the project (Appendix A) within the CAE organisation alongside the health and wellbeing project. The key element would be using EI every step of the way, as the business will provide a holistic service.  
  
[bookmark: org]2.1 Organisations change 
The author believes that various organisational leaders will react to changes in their organisations in various ways, regardless of the system employed to achieve change.  
According to Kotter (1995), effective leadership results in action. He claims that the management of their team's orientation should have benefited from leadership exercises. Leadership actions can also inspire and help the team get through hurdles. Management and leadership, therefore, cannot be the same. As a result, some outstanding managers have extraordinary characteristics of leadership. As a result, change management restructures organisations and prepares staff members for changes.  
For the introduction of the new project at the CAE (Appendix A), the author will have to introduce change, and he will have to adapt his project to it. The most frequent types of change inside an organisation are budgets, salaries and compensation, tasks, and processes. When making adjustments, time, communication channels, and the effects of the changes on the parties concerned (Prosci, 2012).  
A manager plays a critical role in the change process once they have been convinced that a certain change is necessary. Therefore, he or she needs to fill five different roles before subordinates are motivated to take the same course of action (Prosci, 2012). These five positions are liaison, coach, manager of resistance, change agent, and effective communicator.  
The transition process is made more effective by the leadership position. The role of managers and leaders is to act as notable change agents (Manikandan, 2010).  
Several skills are required for change management, including good communication, morality, tenacity, and determination (Sartori, R. 2018). 
Influential change agents will therefore encourage these traits in their staff members while weeding out those that are problematic.  
 
[bookmark: lead]Leaders and managers differ in their ability to communicate.  
A manager will put this knowledge into a language that operational teams can easily understand and use once a leader has explained why the change is important (Hackman & Johnson, 2009).  
This is the first step in the change process; if it is done well, subordinates will understand why change is necessary.  
A combination of successful marketing and promotion skills is required for the role of advocate or agent, but in this instance, the promotion of a change-related idea. A coach will first pinpoint a person's weak point before concentrating on resolving the issue and conquering challenges. He or she must first acknowledge the necessity for change before outlining how the approaching adjustment would benefit the teams.  
  
[bookmark: acap]A capable manager must confront and solve these issues.  
The need for change is often reactive, discontinuous, ad hoc, and frequently sparked by an organisational crisis since it is frequently unanticipated. A failure rate of roughly 70% for all change efforts made, according to Todnem, R. (2005). Given that academics and practitioners presently have access to a number of contradictory and confusing theories and methodologies, this low success rate may indicate a fundamental lack of a sufficient framework for implementing and managing organisational transformation.  
 
[bookmark: thea]2.2 The author examines PwC's top change principles (2004).  
It is clear from these principles that most of them—if not all—spring from the internal organisation of a company.  
1) The people: Human resources are essential for an organisation to achieve its goal. Unhappiness is a given for organisations that make changes without consulting their staff. It is believed that human resources can resist changes that conflict with their interests. An organisation must use all four processes—information gathering, inspection, planning, and implementation. 
2) Change demands leadership: When something goes wrong in an organisation, the top management is held accountable and is expected to explain. Leadership needs to acknowledge and encourage other people's abilities in order to produce better results. A positive change in leadership inspires the followers, which moves the trajectory in the same direction.  
3) Change happens from the bottom up: Even the top manager of an organisation won't be able to solve every issue. The executives must follow the chosen line of leadership. These are skilled leaders with knowledge across several industries who have been singled out as perhaps being able to carry out the company's vision. Their accountability must not be mixed up with other organisational roles and duties.  
4) Face the reality: People tend to be in denial of the truth on a regular basis. This implies that in order for things to work, they must accept the necessity for change. However, this must be done while displaying reliability and faithfulness and being upbeat about the company's future.  
5) Create a sense of ownership: Leaders must put the company's needs ahead of their own for a transformation process to succeed. Every employee in the company is expected to treat the business as if it were their own, investing their time, knowledge, and resources in it. This trait needs to be widely spread for the firm to produce results, and the only way to achieve that is by holding executives accountable.  
6) Appropriate communication: Teams must get business ideas through appropriately structured channels. Communication should be effective, and each piece of information should be given equal weight, whether it is done from top to bottom or the other way around. Additionally, communication must convey a sense of commitment and consistency on the part of the speaker.  
7) Cultural awareness: The company's leadership must thoroughly analyse its vision to ascertain the kind of behaviours, ideologies, and cultures necessary to achieve its objective. Ethics are influenced by a company's culture, which can be understood. Motivating factors and rewards have an impact on positive behaviour.  
8) Early cultural landscape assessment: This planning method provides the benefit of predicting a company's change readiness and locating those factors that are likely to obstruct the implementation of change. Organisations must constantly assess, change, and adapt to new occurrences to avoid catastrophic results.  
9) Communication on a personal and institutional level is essential for carrying out the change agenda. It comprises delegating tasks to the workforce and outlining the potential consequences of failure. Any information communicated in personal communication provokes a reaction.  
  
[bookmark: strat]2.3 Strategies for Change  
Early methods and theories of organisational change management claimed that always changing organisations could not be more effective or perform better, Rieley & Clarkson (2001). It was claimed that routines are necessary for people to be productive and capable of improving performance (Luecke, 2003).  
However, it is now thought that an organisation's ability to adapt to change continuously depends on an individual's ability to do so (Burnes, 2004). It is advised that organisations and their members continuously monitor, detect, and react to the internal and external environment in small, ongoing increments as a better strategy for change (Luecke, 2003). On the other hand, continual change is defined by Burnes (2004) as the ability to alter things fundamentally and continuously to keep up with the high rate of change.  
Lewin (1947) Indicates that change is inevitable. He developed the phases of change, their execution, and the potential efficacy of management, public administration, and organisations. Change in an administration frequently permeates all societal levels, from the highest to the lowest, in accordance with the Kurt Lewin model for change, also referred to as Lewin's theory of change. Today, since its inception, this model has been recognised as an important phenomenon and as one of the foundations of organisational change. Firms have a well-established understanding of change management. However, for organisations to manage change effectively, their staff members must be aware of the transition period. recognised organisational  
An analogy known as the Unfreeze, Change, and Refreeze was used to demonstrate this.  
The change model is best illustrated by changing the shape of a block of ice. He said that we can shatter an ice cube into smaller pieces if we have a huge cube but require small ice cubes. Lewin used the analogy of an ice block to represent this three-stage change process. In his change management model, he suggests that the organisation's resistance to change must first be removed (unfreeze stage).  
The second critical phase will begin moulding the iced water into the required shape (change).  The process's last stage, known as the shape, entails implementing the newly created culture and improving communication, strategies, and procedures (refreeze stage).  
Dawson (1994) claimed that Lewin's approach to change was too simplistic to be implemented in a society where changes inside organisations are perpetual and continuing, notwithstanding the important contributions and efforts made to further this theory.  
Dawson added that Lewin's strategy highlighted the size of change while ignoring its direction. Quinn (1982) asserts that large transformations are typically only a question of time after small changes become substantial.  
As a result, radical processes are not affected by the rate of change.  
  
[bookmark: ei]2.4 Emotional intelligence and managing change  
People are prone to experience emotional reactions due to worry or a fear of the unknown when the change affects topics that are important to individuals affected.  
According to Foltin and Keller (2012), creating a climate that encourages communication is necessary for implementing change within an organisation. The authors claim that organisation members typically show resistance and scepticism when presented with the need for change. The change recipients may also find it difficult to accept the suggested status if the change significantly changes their assumptions, values, and beliefs.  
It is the responsibility of leaders to remove barriers and bring about change inside the organisation. For instance, efforts to change firms over the years have been unproductive, and one reason for this is because CEOs often struggle to get beyond emotional barriers to change.  
The combination of emotional and social skills known as emotional intelligence affects how we perceive and communicate with others, establish and sustain social connections, overcome challenges, and use emotional information in productive and meaningful ways.  
(2004) Mayer, Caruso, and Salovey  
Good leaders have an exceptional level of emotional intelligence since it is a critical leadership competence (Goleman, 2004). A leader must also possess emotional intelligence skills to reflect on experiences, read environmental cues, interact with followers, and forge connections. In organisations where technical skills are less important, great leaders are differentiated by their emotional intelligence (Goleman, 2004).  
The strongest external force working in The CAE's favour is political, as Wales has been a Nation of Sanctuary since 2010, and Swansea is the first City of Sanctuary in Wales, ensuring that these people get the support they need to rebuild their lives and actively participate in Welsh society.  
A strong resettlement programme, as well as a related community sponsorship initiative.  
This political element is reflected in the financial aid packages.  

[bookmark: id]Internal drive  
According to the CAE Swot analysis (Appendix B), has a strong team, and we are communicating the decisions to the staff. However, even when major changes, like the construction of a new building or the launch of a social enterprise, are imminent, there is insufficient preparation. Therefore the CAE must work towards introducing change. 
 
[bookmark: of]Outside forces  
When analysing the risk related to the effect of external factors on a charity, a PESTLE study is quite helpful.  
The following essential outside variables are suggested by the Charity Commission for England and Wales to understand the climate for the third sector:  
Politics may be impacted by how a government affects a nation's infrastructure. Third-sector organisations may need to safeguard when a government does not want services or goods given. Among them are fiscal guidelines, labour laws, environmental standards, trade limitations, tariffs, reform, and political stability.  
Economic expansion, interest rates, currency rates, inflation, pay rates, working hours, and cost of living are a few examples of economic factors. Social elements include cultural aspects, health and safety awareness, population growth rate, and various demography.  
These challenges might greatly impact how the third sector operates and makes choices, especially if they rely on grants.  
Ecological, environmental, and readily available goods and services are examples of technological factors.  
After evaluating the compatibility of their technology and whether it is transportable worldwide, charities may need to innovate.  
Legal Factors include any type of law that might impact a charity's operations, including international NGO regulations and national laws governing crime and terrorism. 
A social enterprise that is not highly dependent on grants, and is generating income through commercial activity, would suffer less impact when external elements change. As opposed to organisations that rely on grants, and if there is an external element that changes, it would then affect the organisation. That is the reason why the CAE should have a sustainable business model. 
 
[bookmark: ls]
3.0 Leadership styles and social enterprise 
We accept that flexibility is essential for effective leadership; however, depending on where we work, this statement can be challenged. In order to adapt to the constantly shifting needs of organisations and people, leaders must be flexible and be able to transition between different leadership philosophies with ease, according to Kloefkorn S. (2017). Situational leadership is something you do with people rather than something you do to them, as the saying goes. K. Blanchard (2000).  
According to Blanchard, K. (2000), the traditional leader is no longer needed. Today's leaders must modify their leadership philosophies in response to organisational and employee demands rather than only asserting their power. 
  
[bookmark: dm]3.1 Democratic management in a non-profit organisation  
Working for a non-profit organisation and having a moderate democratic leadership style is a good fit because the management has the necessary skills to lead to job satisfaction. Non-profit strategic leaders are said to take the following tactics into consideration, as per Taliento and Silverman (2005): Lowered level of power, a broader spectrum of stakeholders, the requirement for performance metrics, increased focus on communications, limited capabilities and resources.  
A non-profit organisation's vision and purpose must be evaluated internally and outside for it to be effective. The internal evaluation focuses on how the organisation's members view it. It is advantageous to conduct an external evaluation that includes all stakeholders since it offers a distinctive viewpoint (Dimitrios et al., 2013).  
According to Drucker (1990), managing people and relationships is where businesses and non-profit organisations differ most. We concur with Chambers and Edwards (2007) about the list of traits for effective leaders in the social business sector, including integrative and speculative thinking, drive and tenacity, a solid sense of moral principles, concentration, and networking. Cormack and Stanton (2003) propose a significantly longer list of qualities. These qualities include strategic vision, networking and influencing, personal humility, team motivation, resilience, self-confidence, being a visionary and being an inspiring communicator.   
  
[bookmark: ca]Characteristics, advantages, and disadvantages of democratic leadership 
According to Indeed (2022), democratic leaders encourage group members to share their ideas: the leader seeks out and assesses employee feedback.  
Engage group members: The leader engages participants and motivates them to engage others. The manager wants the team to believe in their ability to perform tasks without supervision. The team's original thinking is encouraged and rewarded by the leader.  
The advantages of democratic leaders increase commitment and job satisfaction; Employees are more appreciative of their employer when they feel like they have a voice in decision-making. This sense of importance can enhance productivity and customer loyalty, decreasing employee turnover.  
Higher inventiveness; Open communication encourages innovation and creativity. More established practices may be improved and modernised when more recent ideas are presented.  
Promotes various solutions; More potential options are explored when decision-making requires participation and a range of viewpoints. The group can evaluate new project components and develop solutions that better suit the organisation's requirements.  
Decreased absences; More contented workers are more inclined to be absent from the office. When workers feel appreciated, they are more inclined to stick to deadlines, put in extra effort, and support the success of their teams and organisations.  
More cohesion; Being a part of the decision-making process helps the business achieve its objective. It helps foster stronger group cohesiveness. Everyone shares in the group's decision and understands its justification. They are aware that they are striving toward the same goal.   
Relationships built on trust; Their degree of trust increases when management and staff share the same information and decision-making power. Each group member understands the justification for their leader's choice and does not feel the need to disagree with them.  
  
[bookmark: dd]Drawbacks of democratic leadership  
Slow decision-making; When everyone contributes to the decision-making process, reaching timely judgments could be more challenging. When quick choices or stringent deadlines are necessary, the time needed to prepare for meetings and dialogues can be detrimental to a company.  
Reduced effectiveness; Many employees find democratic management less productive because they detest making decisions. They can also think they work more diligently than the leader.  
The author trust that even when a democratic style is recommended for the third sector organisations when leading a social enterprise, leaders and managers must take decisions quickly and efficiently for the business to succeed. So, they must adopt autocratic leadership when needed. 
Generally speaking, the autocratic style has a negative undertone if it is overused or used for the wrong people or situations. However, autocratic leadership may be useful in other situations, such as when decisions must be made quickly without consulting a large group of people.  
For some projects to be completed effectively and quickly, outstanding leadership is needed. An autocratic leadership style can promote quick and efficient decision-making when the leader is the most knowledgeable person in the group.  
Provides guidance; Autocratic leadership can be effective in small groups if there is a lack of strong leadership. In these situations, a strong, autocratic leader might take charge of the team, assign tasks to specific team members, and establish strict timelines for project completion. An authoritarian style of leadership may be advantageous:  
These kinds of group projects often function better when a single person is responsible for serving as the leader or when the activity is carried out autonomously.  
The chances of finishing the project on time and with equal contributions from everyone are increased by clearly defining roles, assigning tasks, and setting deadlines.  
Pressure Release; High-pressure settings can also benefit from using this leadership style. Group members may opt for authoritarian leadership in highly stressful circumstances, such as military combat. As a result, group members can concentrate on finishing particular tasks without making difficult choices. Additionally, this enables individuals in the team to develop exceptional skills at performing particular jobs, which ultimately helps the team succeed. But it is definitely not the case for a social enterprise. 
Establishes Structure; The autocratic style can be advantageous for the construction and manufacturing industries. Everyone in these situations must have a task, a due date, and rules to follow.  
  
[bookmark: do]Downsides of the autocratic style 
Even though this leadership style can occasionally be beneficial, there are many situations in which it can be harmful.  
Abusing an autocratic leadership style is generally seen as being dictatorial, domineering, and authoritarian. Sometimes, this can lead to resentment among group members.  
It can be especially problematic when competent and skilled team members feel their expertise and contributions are minimised. This can lead to group members feeling as though they have no voice or say in how things are carried out.  
Group members may dislike not being able to give suggestions because authoritarian leaders make decisions without consulting the group. Researchers have also found that authoritarian leadership frequently results in a lack of innovative problem-solving, which may ultimately hurt the group's performance.  
Autocratic leaders frequently ignore the knowledge and insight that group members may bring to a situation. In these situations, failure to consult with other team members prevents the group from succeeding.  
Affects morale; Rarely, autocratic leadership can also have a demoralising effect on the group. When people feel like they are positively impacting the group's future, they tend to be happier and perform better.  
Because authoritarian leaders frequently discourage team member participation, followers start to feel uncomfortable and restricted. 
 
[bookmark: tf]Techniques for Leadership  
According to Lewin's (1939) taxonomy of leadership philosophies, coercive and pacesetting leadership are analogous to authoritarian leadership. The authoritative, democratic, coaching and affiliative styles are related to people-oriented leadership, whereas these two styles are typically connected with transactional or task-oriented leadership. A visionary leader who can successfully manage both change and vision may also be characterised as practising transformational leadership.  
Some good leaders possess the ability to use numerous unique leadership styles at the right time and in the correct amounts (Goleman (2000). He takes a different approach from Fiedler's (1967) contingency model of leadership, which presupposes that leaders have a steadfast task- or relationship-oriented perspective.  
Goleman (2000) states that once a supervisor is aware of the EI skills underlying a style in which he is weak, he can try to improve his aptitude for those skills. This can be especially useful for managers who have to deal with people, teams, and continually changing situations.  
The most effective styles have a favourable impact on the group environment, claims Goleman (2000). The least popular and well-liked leaders are those who are directive and coercive. But authoritative, democratic, coaching, and affiliative leaders all positively impact an organisation's culture, with authoritative leaders making the biggest difference (Goleman, 2000).  
 
[bookmark: to]The organisational context and leadership  
The organisational environment correlates with results, even though it may not directly impact performance. According to Kozlowski and Doherty (1989), the effectiveness of the leader-subordinate relationship was directly correlated with the subordinate's happiness with the work environment.  
Employees prefer less coercive CEOs than those that use other leadership philosophies. They are specifically looking for leaders with significant and lucrative power. According to Blake & Mouton (1964), a leader's concern for others is just as important as their concern for performance, so it's crucial to teach them how to improve their methods and move toward democratic or team management strategies (Blake & Mouton, 1964).  
Group members often prefer a climate of trust, even though in times of crisis, the swiftness and correctness of a leader's decisions may be more crucial than their connections with group members (Covey & Merrill, 2008). Goleman (2000) asserts that leaders who are self-aware, empathic, and emotionally intelligent—i.e., leaders who either take an authoritarian or coaching approach—create this environment.  
A leader's self-awareness and integrity are a good mediator between subordinates' dedication to the organisation and their faith in their superiors. Increased levels of authenticity improve communication between managers and staff.
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Appendix A 
 
Community Engagement for Sustainable Steps Funding Bid 
  
Purpose: 
 
The CAE in partnership is working to co-produce a Repair, Share and Swap project, 
across Swansea and Cardiff. Our aim is to support communities who are typically disengaged 
with the subject of climate change, increasing awareness but most importantly equipping them 
with necessary tools for them to actively work to combat the global emergency. 
To ensure that our project reflects what the community needs, we will be undertaking 
community engagement activities; placing the people who will benefit from the project at the 
heart and forefront of our project development. 
How: 
We will adopt 3 forms of engagement to ensure we reach out to as many people as possible 
and that their views are reflected in our project design. 
1. Online - this will be through an online survey and through social media polls launched 
on Instagram and Twitter. 
2. Extensive - this will be through focus groups and one-to-one interviews with both 
organisation’s existing networks. 
3. Public engagement - through working with other organisations to engage with their 
beneficiaries as well as speaking to the local community. 
When: 
This Community engagement plan will be delivered between Monday the 22nd of August and 
Thursday the 1st of September, with final data collated for Friday the 2nd of September (10 
days). 
Target audience: 
Our primary beneficiaries for this project will be refugee and asylum seeking communities from 
ethnically diverse backgrounds. Through this, we will also engage with young people, women, 
wider local community, community leaders and politicians. 
Outcomes: 
The Community Engagement exercise will be instrumental in us understanding what the needs 
of our potential beneficiaries are and developing a community-led project which places them at 
the heart of it. 
  
Secondary outcomes: 
- Understand why individuals are not engaged with climate change i.e the barriers they 
face 
- Understand how they would like to engage with/what projects like ours could do for 
them 
- Field interest in the activities under the following fields: food, fashion, transport and 
waste and if anyone would like to be involved. 
Practical Details: 
We will engage with at least 500 people across both organisations, 250 in the respective cities. 
We would anticipate the following numbers of engagement through the different methods: 
1. Online - 100 through surveys and polls on social media. There will be a draw of £50 
which participants will be entered into if they provide their contact details. The winner 
will be announced on Monday the 19th of September. 
2. Extensive - 50 participants through a blend of focus groups of up to 10 people per group 
and 1-1 interviews. These would ideally be in person at the organisation’s offices. We 
will provide refreshments and reimbursement for travel. 
3. Public - 100 participants through engagement with other organisations and populated 
areas of the city centre. 
  
ONLINE SURVEY 
Engagement with climate change 
In this section we would like to understand what barriers exist in communities engaged with 
climate change and how they would like to be supported. 
● How would you rate your understanding and engagement with the subject of climate 
change? (on a scale of 1-10) 
● If you have stated an engagement lower than 6, please tell us why: 
- I am just not interested in it 
- I do not believe in it 
- I do not think I should be doing anything about it 
- I do not have control over it 
- It is boring 
- It feels hopeless 
- Other 
● What could organisations like us do to remove barriers and to help you engage better? 
(open ended) 
Proposed activities 
We would like to create a Repair, Share and Swap Cafe which will bring together various 
communities in skills sharing activities to help reduce waste and emissions. This will be under 
the subjects of food, transport, waste and fashion. This section will help us understand what 
kind of activities you would like to see our project deliver. 
Food 
● What best describes your diet currently? 
- I eat meat more often than not 
- I eat meat sometimes 
- I rarely eat meat 
- I am pescaterian 
- I am a flexitarian 
- I am a vegetarian 
- I am a vegan 
● Would you be interested in learning any of the following: how to shop and cook on a 
budget/ new cuisines/cooking seasonal vegetables/ reduce your food waste/growing 
your own food/adopting a more plant based diet? 
● What additional support would you need to attend such sessions? E.g transport, 
childcare. 
 
  
Transport 
● What is your day-to-day mode of transport? i.e driving/public 
transport/cycling/walking/other 
● Would you be interested in taking up more active travel? e.g cycling and walking 
● What are the barriers in you taking up active travel right now? E.g you don't own a bike 
and cannot afford one, you live very far from local amenities 
● Would you be interested in learning more about bike maintenance and repair support 
through workshops? 
Fashion 
● What influences decisions of how you shop for clothes? 
● How beneficial do you think it is to learn about sustainable clothing practices? 
● If you had the opportunity to, would you like to learn how to sew and mend your own 
clothes? 
● Would you be interested in joining a clothing swap club? 
● If your answer was no to the 2 previous questions, can you tell us why? 
Waste 
● On a scale of 1-10, how intentional are you about reducing your own waste and 
recycling in your own household? 
● If you are not, could you please tell us the reason - list phrases e.g I don't understand the 
materials/ I don’t see the use of it/It takes too long. 
● Would you be interested in an initiative where you can reduce your waste and save 
money through sharing household equipment and appliances with others? E.g a lawn 
mowers 
● 
Other 
● Do you understand the link between climate change and food/fashion/transport and 
waste? 
● If you have any expertise in any of the above mentioned areas, would you be interested 
in sharing this with others? E.g if you’re a chef or skilled at bike repairs or a seamstress. 
● Is there anything else you would like to share 
● Your email 
Demographics 
We would just like to gain a better understanding of who we are speaking to. 
● Where do you live? - Swansea, Cardiff or other 
● Age - below 18, 18-24, 25-29, 30-39, 40-49, 50-59, 60+ 
● Residence status - UK Citizen, EU Settlement, Resident/Visa, Refugee, Asylum Seeker, 
Other 
● Ethnicity - Black, Asian, Mixed, Other, White //Self identify 
● Employment Status 
  
ONLINE POLLS 
Respective Comms teams to create a series of short polls focusing on the engagement of 
climate change and proposed activities only. 
  
FOCUS GROUPS 
The aim of these focus groups is to gain an understanding of people’s perceptions towards the 
proposed activities, as well as to be better prepared to address barriers that might arise. This 
should be a discussion amongst the group. 
The staff/volunteers leading these focus groups should firstly introduce the idea of the project, 
to give beneficiaries context before getting started. 
Demographic information as above 
Food 
● What best describes your diet currently? E.g meat eater, vegetarian, pescatarian. 
● For those that aren’t already vegetarian or vegan, ask questions to understand if they 
have ever considered it and why or why not? 
● What would help them adopt a more sustainable diet? 
● Would you be interested in learning any of the following: how to shop and cook on a 
budget/ new cuisines/cooking seasonal vegetables/ reduce your food waste/growing 
your own food/adopting a more plant based diet? Get details 
● What additional support would you need to attend such sessions? E.g transport, 
childcare. 
Transport 
● What are the barriers in you taking up active travel right now? E.g you don’t own a bike 
and cannot afford one, you live very far from local amenities 
● Would you be interested in learning more about bike maintenance and repair support 
through workshops? 
● What else would help take up more sustainable travel? 
Fashion 
● What influences decisions of how you shop for clothes? E.g money, fashion trends? 
● If you had the opportunity to, would you like to learn how to sew and mend your own 
clothes? 
● Would you be interested in joining a clothing swap club? 
● If your answer was no to the 2 previous questions, can you tell us why? 
Waste 
● For those that recycle and are intentional about reduction of waste, can you tell us how 
you got onto that path? 
● For those that do not, could you please tell us the reason - list phrases e.g I don't 
understand the materials/ I don’t see the use of it/It takes too long. 
● Would you be interested in an initiative where you can reduce your waste and save 
money through sharing household equipment and appliances with others? E.g a lawn 
mowers 
● What other things would you like to share with your neighbours? 
Other 
● Gain a feel of expertise within the room 
  
1-1 INTERVIEWS 
Adopt the questions of the focus groups to fit 1-1 discussions. 
  
PUBLIC CONSULTATIONS 
These will typically be with individuals we have not previously met with before or engaged with. 
The aim is to gain an overall feel of public perceptions of climate change and the project idea. 
Climate Change 
● How confident are you about your understanding and engagement with the subject of 
climate change? Very, confident, somewhat, not so confident. 
● If a not very confident response is given, why? 
- I am just not interested in it 
- I do not believe in it 
- I do not think I should be doing anything about it 
- I do not have control over it 
- It is boring 
- It feels hopeless 
- Other 
● Ask if there’s anything anyone can do to improve this confidence? 
Activities 
● Would you be interested in learning any of the following: how to shop and cook on a 
budget/ new cuisines/cooking seasonal vegetables/ reduce your food waste/growing 
your own food/adopting a more plant based diet? Get details 
● What are the barriers in you taking up active travel right now? E.g you don’t own a bike 
and cannot afford one, you live very far from local amenities 
● Would you be interested in learning more about bike maintenance and repair support 
through workshops? 
● If you had the opportunity to, would you like to learn how to sew and mend your own 
clothes? 
● Would you be interested in joining a clothing swap club? 
● Would you be interested in an initiative where you can reduce your waste and save 
money through sharing household equipment and appliances with others? E.g a lawn 
mowers 
● Anything else you would like to share about climate change? 
● Demographics as above 
 





Appendix B 

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. 
 


 



 
 


	
	
	
1



image1.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David





