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Q1 – AC 1.1: In Wales, there is an accelerating need for social care, and we are seeing the people who require long term care having more complex needs. According to Lloyd (2022) this increase in demand is largely due to the fact that ‘the number of people living in Wales has risen by nearly 20 per cent since the 1950s, and one in five of our 3.1 million population are now aged 65 or over’ .The biggest challenge The EH Group is currently facing is with supply vs demand, with staff shortages at an all-time high and a huge number of competitors operating within the area, there is a real push within the organisation for mass recruitment, however, we have found from speaking with candidates at interview and current employees during appraisals that external influences have a huge impact on our recruitment initiatives. In this information sheet, we will look at the PESTLE analysis which ‘studies the key external factors that influence an organisation’ (CIPD, 2023). For the purposes of this guide, we will focus on the three key factors which influence The EH Group: Social, Economic and Political. 
[bookmark: _Hlk149676004]The Social influence: The EH Group has seen a significant increase in size since 2018 with 100% growth (The EH Group, 2023), this is due to us taking on more contracts to support an increased number of individuals and therefore the need for staff has also increased exponentially. Since Covid, more applicants are expressing that they want that work life balance with the opportunity to work from home and according to Fennell (2023) ‘Over half of all UK employers are offering remote work in 2023’. In Care it’s difficult to offer this benefit as the hours are long, including weekend and holiday working hours and the individuals we support require face to face interaction. For some applicants however, being able to work longer hours presents the opportunity to earn more money than they could in other sectors.  A trend we have observed when recruiting is the volume of applicants applying who don’t hold a driver’s licence, this can make getting to work difficult for our employees due to the lack of public transport operating within Pembrokeshire. This has resulted in The EH Group looking at the possibility of purchasing buses and mopeds to provide staff with transport to and from work. In a tight labour market, it is vital that organisations adapt to recruit but also to retain staff. According to Boys (2022), ‘The official statistics reflect the CIPD’s latest Labour Market Outlook which suggests that retention is becoming as important as recruitment in maintaining a steady workforce’. As a Group we need to reduce staff turnover and encourage our employees to want to stay working for us and not go to a competitor. 

The Economic influence: According to Mayne (2022) ‘Four in five jobseekers say they are less likely to apply for a job if the advert doesn’t specify a salary’, with the cost-of-living crisis, applicants are searching for higher salaries, at the EH Group we are guided by the real living wage and our rate is line with the announcement in September 2022 and we currently pay our Support Workers £11 per hour. However, as of the 24th October 2023, this has now increased to £12 an hour and we have already had employees requesting we increase pay to reflect this. With so many competitors in the local area now offering higher salaries and different benefits, this is an area that we as a company are having to look at. According to an article published by Unison (2023), ‘At least four in five UK jobs pay more than those in social care’. There is no requirement for specific qualifications to apply for a position of Carer or Support Worker at The EH Group, which opens the gates to a greater number of people and should therefore mean a greater number of applicants, but unfortunately statistics such as these are driving applicants who would have previously considered applying for jobs within the sector, towards other careers. The EH Group is currently reviewing its benefits package and looking at implementing further incentives to apply.  

The Political influence: Within this Industry, we are governed by Social Care Wales, this means that as an employer we are ‘expected to promote the use of the Code and take account of it in making any decisions about the conduct and practice’ of our staff (Social Care Wales, 2017). This has an impact on our internal recruitment processes as there are stipulations that we must adhere to such as obtaining all references from any previous care related job that an applicant has ever had. This policy has an impact on the amount of time the onboarding process takes and has in some cases resulted in the applicant withdrawing to accept a job in another sector. As a Group, we are currently looking at ways we can reduce the time it takes from application to start date for an applicant. 

Q2-AC 1.2: The EH Group currently has two main business goals which are: 

1. To become fully staffed in each area of the business.
As previously discussed, the EH Group like many other care providing companies are struggling with staff shortages, leading to current staff having to pick up additional hours causing them to feel tired and frustrated. Currently, across our Residential, Supported Living and Community areas, we have 708.5 hours which we are unable to cover (The EH Group, 2023). Mass recruitment is therefore a primary objective, and we are planning for this by introducing pay rises, social media promotion, reviewing employee benefits, introducing flexible working patterns such as the shift-based pay system and expanding the HR team to reduce the time taken between application to start date. We are also re-writing our job descriptions and advertisements to make them more appealing to applicants and looking to amalgamate our websites into one with clearer descriptions of what each of our roles entail and to clearly explain to applicants what the differences are between the different areas of care. We track our progress and performance statistics via Teams where we have an ‘EH Group strategy, OKRs & KPIs Team. 
2. To be West Wales’s most trusted Health & Social Care provider. 
As an organisation we adhere to Social Care Wales policies and ensure that we are vigorous in respect to things like clearances with referencing and enhanced DBS checks on every candidate, we provide a thorough induction to each new starter and ensure employees are registered with SCW within their 6-month probationary period. We are currently reviewing our training programmes to deliver regular in-house sessions to staff, this will improve our employee’s knowledge and productivity but also save the organisation time and money sourcing training providers. We are also developing our own version of the All-Wales Induction Framework as this training is no longer necessary to register with SCW, however, we feel it is important for our staff to complete to pass their probation and be competent in their field. 
Planning the implementation of the changes required to achieve the above goals is crucial, as stated by Waite et al. (2021, p.12) ‘fail to plan, plan to fail’. Market research is vital when it comes to recruitment and implementing pay rises to know what competitors are paying, it also helps inform us when looking at our employee benefits and advertising. An action plan, with clear direction and objectives ‘encourages management and employee commitment to the organisation’s key purpose’ (Waite et al. 2021, p.12).  

Q3-AC 1.3: As a member of the People Team, it’s essential to understand our employees and the clients we support and to do this, we must first understand the business. The EH Group is a ‘provider of essential services to individuals, businesses, local government and the NHS in the West Wales region’ (The EH Group, 2022). The organisation was originally established as Elliots Hill and has since expanded to include Pembrokeshire Care, Ashdale Care Home, Coastal Cleaning and Catalyst Training. The Group supports roughly 200 individuals through both Supported Living and Residential schemes and via community outreach. Our customers include elderly people and adults with brain injuries and adults with learning and physical disabilities. Our customers can be vulnerable and so, it is important that we as an organisation ensure that we have the right employees in place to support them and that in turn we as a business support our employees throughout their employment to ensure the key services can be delivered. 

Q4-AC 1.4 Within HR, we use a wide range of technology. Platforms such as PeopleHR allow the organisation to ‘automate tasks, track your HR data and manage the workforce at every stage of the employee lifecycle’ (People HR, 2023).  Communication with employees and applicants is made easier and quicker using email, PDF signature, work phones, social media platforms such as Viva Engage, where employees can share updates, and most recently with MS Teams, used for messaging, meetings, collaborating and organising. MS Teams became vital during the Covid-19 pandemic for employees working from home and has stayed with us ever since. ‘Teams now enables hybrid work, where employees can continue to work and collaborate, no matter where they’re working from and 88% of businesses believe Teams improves the efficiency and effectiveness of their meetings’. Teams has enabled us to carry out interviews where candidates are unable to attend the office, work from home when needed, and it recently enabled us to have an interpreter from London present at a disciplinary meeting. Technology has also really benefitted the sector with learning and development as a lot of training is delivered through e-learning platforms such as Access where people professionals can assign training and monitor employees progress. The ability to assign training online has improved the experience for the employee as they feel trusted and enabled to complete their learning from home, offering them more flexibility. Furthermore, it saves us money as an organisation as we’re not having to pay trainers to deliver training in-person. We also use online clearance systems such as Care Check for DBS checks and Insight for online health, this benefits us an organisation as we can process clearances quicker as we’re not having to wait for a convenient time to meet the candidate in-person. Overall, technological advances have facilitated a faster, smarter, and more flexible way of working and as a result ‘our means of communication and the way we organise our lives have been irreversibly transformed’ (Waite et al. 2021, p.20).  

Q5-AC 2.1 According to Woffindin (2022) Workplace culture is ‘Essentially, a collection of practices, expectations and values that inform and guide team members. Some people think of it in terms of the company’s personality and character that makes the workplace what it is’. Workplace culture guides employees on how they should behave and relate to each other. It is therefore vital to establish an appropriate and effective workplace culture as this will encourage collaboration, increase productivity, and ultimately aid employee retention. According to the CIPD, a positive workplace culture helps employees ‘to understand their organisation and feel that their voice matters in driving the business towards a common purpose’ (2023). As people professionals, we play a vital role in creating an inclusive and diverse workforce through recruitment and selection, ensuring we have fair and non-discriminatory application and onboarding processes in place. We also promote this by providing training to employees such as equality, diversity, and inclusion training. HR are essentially the role models for workplace values and behaviours within an organisation. 

Q6-AC 2.2 Traditionally, hierarchical structures dominated the workforce, usually seen as a pyramid shape representing the different levels of command. Businesses are however adopting less hierarchical systems, thus allowing more collaborative and flexible ways of working. Organisations are made up of different teams & functions, and even in some cases, like at The EH Group, of different businesses like Pembrokeshire Care, Elliots Hill & Ashdale Care Home. It’s therefore, imperative that we recognise organisations as whole systems and take a holistic approach as the different divisions of the business interact and affect each other, ultimately ‘an organisation’s mission will affect its values, it’s purpose will affect its structure, and it’s process will affect the employee experience and in turn the reputation of the organisation’ (Waite et al. 2021, p.34). The McKinsey model states that there are 7 key elements of an organisation which are dependent on each other, these are the structure, systems, style, staff, skills, strategy and shared values of the business. Mckinsey suggests that by ensuring these aspects are aligned, it will make for one of the ‘best companies to work for’ (Waite et al. 2021, p.34). As People Professionals, we play a key role in ensuring the organisation as a whole system through recruiting the right people with the right skills and capabilities, investment in staff by providing employees with effective training to develop skills, carrying out promotions and performance reviews and with the policies and procedures that we write and implement into the organisation. 

[bookmark: _Hlk148892028]Q7-AC 3.1 ‘Change is not an option. It’s a fact of life’ (Waite et al. 2021, p.37). Change is imperative to grow, particularly in competitive markets and it can be brought about by external factors such as economic downturns, technological advances and government legislation. The key aspect to introducing successful change is planning and effective management, there are different models to help with this such as the Kotters 8-step Change Model which provides a step-by-step guide to businesses to effectively implement change. People are at the heart of the changes in the workplace and without effective communication and management, it can lead to employees being resistant and disruptive to change and to the process through fear of the new, lack of clarity and competency fears which can result in undesired consequences such as strikes and resignations. Where possible, gradual implementation and delegation of tasks depending on skill set is best, and although important to have a deadline, rushing to achieve that can have dire consequences so it’s important to complete each step of the plan effectively. In the end, it’s important to reflect on what went well and what didn’t go so well to learn for the future and to be open to making changes if something in the plan hasn’t worked. 

Q8-AC 3.2 As People professionals, we play a key part in supporting change and ensuring that it’s affectively ‘communicated, understood and accepted’ (Waite et al. 2021, p.37). The wellbeing of our employees should be a key focus when implementing change and to understand that individuals will react differently depending on their personal circumstances and different personality types. It’s important from the outset to carry out consultations and clearly explain the reasoning for the proposed changes, identify any concerns, provide reassurance, and address the issues as quicky as possible to avoid rumours spreading or negative feelings occurring within teams. People professionals have been described as ‘stage directors of change’ (CIPD, 2023), we support the business’s initiative by removing obstacles, communicating the vision, record and monitor progress and by having an open-door policy where employees feel comfortable to come and speak with us. 

Q9-AC 3.3 Organisational change within a business can negatively impact an employee, the way in which someone responds to change can be because of their ‘upbringing, their view on life, their view on changes and features of their personality’. Kubler-Ross recognises key emotional responses in their popular theory ‘The Change Curve’. (Waite et al. 2021, p.39). Emotional responses are understandable when you consider that changes implemented within an organisation could mean less flexibility or longer working hours, lower pay, demotion in status and therefore potentially a loss of face, the changes may not be in line with an employee’s career aspirations or may affect their working relationships and friendships within a team. The change could also affect their mental or physical wellbeing and could ultimately mean an individual losing their job if they’re unable to perform or their role is made redundant. 

All these consequences highlight the importance of the role that HR play in implementing and effectively managing organisational change whether it be incremental or transformational change. Ultimately, organisations need to implement change to achieve organisational objectives and stay ahead of the game, but the key to whether they succeed in this endeavour is to ensure along the way that this change is managed effectively and that the people at the heart of it are properly supported. 
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