


Executive Summary
This report presents a critical PESTLE analysis of three external factors that shape the people management practice at Sofidel UK (Baglan), in relation to the Labour Government’s Make Work Pay’ reforms. 
The Labour Government’s ‘Make Work Pay’ reforms have introduced new enhanced employment rights from the start of the employee-employer relationship, strengthened the expectations of employers to operate fairly and transparently, and increased the expectation of employers to communicate and provide high-quality jobs. In addition, the increasing pressure from government regulations and competition within the labour market are likely to affect the way Sofidel will manage, develop and sustain their workforce.
The PESTLE analysis examines three key external factors:
· Legal- Examining the strengthen protection from unfair dismissal and the requirement for employers to operate consistent and evidentially based probationary practices. 
· Political- Assessing the growing political pressure placed on employers to increase digital inclusion and the potential risks associated with the two-tier digital accessibility system being implemented by Sofidel.
· Environmental- Evaluating the impact of The Baglan Biomass investment on workforce on the workplace capabilities, workplace safety, employee communication and employees’ ability to access green-skills.
Across all three factors, the analysis shows that Sofidel faces increased expectations top modernise the capabilities of managers, to implement fair and consistent processes, to develop digital accessibility for all employees and to assist employees through environmental and operational change. There are also current gaps such as informal probationary practices, unequal digital accessibility and unstructured skills development which create legal and compliance risk, reputational rick and operational risk. 
In order to address these issues, three strategic recommendations were developed, including: 
· Implementing a standardised probation process that include manager training.
· Developing a digital quality programme for shop floor employees.
· Developing a comprehensive green skills workforce transition plan to biomass operations.
Together, these measures will enable Sofidel to meet the changing demands of compliance, to develop their competitive advantage, and to contribute to long-term organisational sustainability. 

Introduction 
The ‘Make Work Pay’ plan introduced by the current labour government represents a significant change in labour-market policy in the UK. It has a number of legislative elements as well as policy guidance to enhance fairness, productivity and employment security (UK Government, 2025a). 
According to the CIPD (2025), the reforms outlines in the “Make Work Pay” will fundamentally alter how employers source, develop and retain their staff, through the creation of enhanced day one rights, better procedural fairness and increased expectations on employers to communicate effectively and ensure the quality of jobs. 
For organisations like Sofidel UK who operate in both a regulated manufacturing environment and in competitive labour market, the need for modernisation of workforce practice is created by the changes to the labour law framework brought about by ‘Make Work Pay’. Therefore, to enable organisations to assess how external drivers shape their internal decision-making process; identify the capability requirements needed to achieve long-term sustainability; and therefore, to plan strategically for the future, an analytical framework is required to evaluate the impact of external influences on their organisations. One of the most used analytical frameworks to assist in environmental scanning and identify potential risks and opportunities arising from macro-environment developments is the PESTLE analysis (Barrington, 2023).
PESTLE provides a systematic approach to identifying risks and opportunities associated with developments at a macro level and therefore can provide value during times of political and legal instability when changes to policies affect how organisations manage their workforce; maintain their organisational culture and prepare for operational planning (Johnson, Whittington &Scholes, 2020). However, academics have also criticised PESTLE for being potentially descriptive rather than analytical if organisation do not interrogate the inter-relationships between different factors. For instance, the political goals of the MWP, may result in legal implications (e.g., day one rights), and interact with technological expectations around digital inclusion. As such, to inform strategic planning at Sofidel UK, PESTLE needs to be utilised critically, and therefore identify casual relationships, examine the capability gaps of the organisations; and determine how the external pressure will influence the competitive position of the organisation. In this case, using a critically applies PESTLE analysis will provide a strong basis for understanding the external forces that transforming Sofidel’s strategic environment and to determining the decisions that are necessary to implement fair, compliant, and sustainable people management practices. 



Legal Factor 
A major shift in U.K employment law has taken place with the implementation of the day one rights. However, as of November 2025, it has been announced by ministers that the new right to claim unfair dismissal will be applicable after six months as opposed to immediately upon commencing employment with a business group concerned about an immediate entitlement to prevent them from employing people; the UK government stated that the alteration had been made to help speed up the bill through the house of lords (Zeffman &Sedon, 2025). As stated by CIPD (2025), the legislative developments of the make work pay agenda notion that employers need to demonstrate that they have implemented clear, fair and documented processes throughout the entire process of employing people. Hence, the formal HR polices and the managerial cultures that influence daily HR functions of Sofidel, must be taken into account.
At present, managers at Sofidel, most of whom have long service in a manufacturing setting and considerable experience which traditionally rely upon the two-year qualifying period for unfair dismissal. This has created an administration role that terminating someone prior to completing their qualifying period is a viable way to handle poor performance especially during their probationary period or prior to the completion of their two-year service agreement. Although this was historically a legal way to terminate employees, it is becoming less relevant in today’s changing work environment (McGaughey, 2025).
The total turnover rate for employees at Sofdel went up from 15.7% in 2023, to 26.8% in 2024. Furthermore, it was reported that approximately 50% of all new hires terminated their employment with Sofidel within one year after hire date, there were four capability-based termination during this period (between 2023 and 2024), as well as a greater number of employees terminations because of failure to meet requirements during the probationary period (Sofidel, 2024). 
Organisational change: 
In a day-one-rights environment, managerial decisions must be based on evidence, consistent and clearly documented from the onset of employment. Therefore, the shift from a managerial style that is informal and authority-oriented to a managerial style that is focused on fairness, emotional intelligence and transparency may seem difficult for some managers to accomplish. 
Schein (2004) emphasises that employees are much more likely to accept cultural change when they are treated fairly and when the values of the organisation are clear and consistent. 
Smollen (2009) notes that emotional reactions are a normal part of change and it can be reduced through adequate communication and involvement in the change process.
Comparative Benchmarking of Fair Practice and Probation Models:
Many public sector and private sector organisations view probation as a structured process with defined expectations, early support and formal review points. Examples include the National Health Service where they use scheduled reviews during an employee’s probationary period to review employee’s performance and address any issues before they become major problems (NHS Employers, 2025). 
Many large retailers and services have similar methods of addressing performance issues early in an employee’s career to improve retention and reduce potential conflicts (Chapman, 2024).
These models are useful references for Sofidel as it develops strategic to comply with the new employment rights bill and the additional statutory framework it establishes. ACAS (2025) has noted that the new statute will establish clarity in terms of capability management, probationary reviews and procedural fairness. 
Sofidel’s decision-making processes must evolve based on its internal HR data, the changes in the law and the cultural expectations. Sofidel analysis above indicates that inconsistent or unsupported decision-making at the beginning stages of employment is unlikely to survive the scrutiny that will exist in the day-one-rights environment.
The transition to a culture of fairness, transparency and evidence-based practice is not only a legal necessity, but it is a significant change in culture. These reforms directly reshape Sofidel’s organisational decision-making by requiring managers to justify every action with clear, consistent and documented evidence from the first day of employment. Implementing formalised probationary periods that are clearly defined and communicated will enhance Sofidel’s competitiveness through increased early retention rates and fewer disputes while demonstrating its commitment to being a fair and well managed employer. Furthermore, developing evidence-based management capabilities will help ensure that Sofidel remains sustainable in the long-term by implementing legally compliant, consistent and defensible people management practices as laws continue to change.
Political Factor
Digital Inclusion, Political expectations and the make work pay agenda:
Digital inclusion and the “make work pay” agenda are now major aspects of the U.K labour market and employment policies and the way the government views them. Parliament defines the digital divide as the difference between people who have full use of digital technologies, skills and confidence, and those who do not, a divide largely determined by income, education and occupation (UK Government, 2025b). To address this divide, the U.K government has stated its commitment to using digital inclusion is primarily viewed as a critical component of providing workers with  the ability to perform at their best level, regardless of the type of work they do, to access training, communication with managers and coworkers. Therefore, digital inclusion is not merely about providing workers with access to digital technologies, but it is also about making sure that there is an even playing field among all workers (Willmott, 2024). This is supported by the U.K’s digital and technological sector plan, which states that digital capability is a national priority, and the government will act as an active partner with employers to support digital skills development, increase digital access and close the digital capability gap across the entire workforce (UK Government, 2025b). As a major manufacturer operating in a highly digitalised manufacturing industry, Sofidel is among those employers who are expected to make contributions to this national agenda through the support and digital capabilities and confidence for all workers. By strengthening digital access and capability for all employees, Sofidel enhances its competitive advantage through improved communication, greater workforce capability and stronger employee engagement.
Sofidel’s Two-Tier Digital system -  A political and operational challenge: 


Against this political backdrop, Sofidel UK’s two-tier digital environment becomes problematic. Office staff have access to computerised tools whereas shop floor staff do not have access to these types of digital tools. This creates the same type of systemic barriers to acquiring digital tools, employment rights knowledge, and developing digital skills as those outlines in the U.K government’s digital inclusion strategy, which identifies specific groups that are afforded significantly fewer opportunities to gain access to digital tools, employment rights knowledge and develop their digital skills (Zervas & Stiakakis, 2025). The ramifications of Sofidel’s two-tiered system will be particularly pertinent for neurodiverse employees whose needs often include predictable, reliable and structured methods of communication (Fleming & Chate, 2024). Therefore, the creation of fragmented communication systems presents a political and moral risk to the make work pay principle of equal treatment and inclusive workplaces since it makes it more difficult for all employees to gain access to the same information and opportunities. Additionally, the new employment rights bill (ERB) increases these concerns, the ERB provides unfair dismissal protection from day one and employers must be able to demonstrate fair, consistent and timely communication and documentation to employees from the first day of employment (Leckey & Taylor, 2025; CIPD, 2025). Although the ERB does not require sophisticated technology, it presumes that employees will have easy access to information regarding company policies, employee rights and procedures. Therefore even though technology provides access to communication, the variation in access creates the opportunity for disparate practices or delayed dissemination of information creating both political and compliance risk (Gillan, 2025). It is imperative that Sofidel addresses these disparities to achieve long-term sustainability as consistent and inclusive access to reliable digital communication systems is required to support workforce capability, compliance and performance. The primary focus of current political pressure on digital inclusion is whether all employees can reasonably, equally and consistently access information, communicate and achieve opportunities as opposed to how technologically developed their employer is (Ward et al., 2024). 
The potential for two-tiered systems in digital technology, such as the one that exists at Sofidel, creates significant risks politically, reputationally and operationally. Additionally, if Sofidel does not address the issue of varying levels of digital access, it is likely that Sofidel would be seen as out of alignment with the UK government’s “make work pay” agenda for digital inclusion and the principle of fairness outlined in the employment rights bill (House of Lords, 2023). As such, political expectations related to digital inclusion play a significant role in shaping Sofidel’s strategic decision-making , including investments in digital communication platforms, training and access to fair employment practices across all job roles. 
Environmental Factor – Sofidel UK (Baglan) Biomass Investment 
The biomass investment at Sofidel Baglan is assisting the UK to meet its national decarbonisation objectives by significantly reducing lifecycle gas emissions, providing enhanced energy resilience and contributing to emerging environmental (Sofidel group, 2023; Sofidel, 2024). The transition aligns with the UK’s just transition principles, protecting workers from negative impacts of technological or environmental changes resulting in disadvantages to workers by affecting industrial processes (UK Government, 2025a). Thus, environmentally- driven decisions are now dependent upon the ability of companies to measures their carbon footprint along with their ability to protect workers and allow them to fairly contribute to the transition (IEA, 2024; HM Government, 2021). 
In addition, demonstrating strong environmental performance enhances Sofidel’s competitive advantage by increasing trust within the local communities where it operates, by facilitating regulatory compliance and by establishing itself as a responsible and forward-thinking manufacturer.
A Key link To the ‘Make Work Pay’ (MWP) Agenda 
The ‘make work pay’ agenda advocates for secure, fair and future-proof work and places responsibility on employers to ensure employees have the opportunity effectively participate in evolving workplace conditions. The Biomass project therefore represents a practical test for Sofidel’s ability to deliver transparent communication, equitable access to learning and continued support as job requirements evolve. 
Investments in the environment are increasingly used as indicators of whether employers uphold the principles of the MWP Agenda particularly in relation to fairness, skills development and access to opportunities (CIPD, 2023).
Risks/Opportunities 
Biomass production and biomass supply chain risks#
Biomass production is dependent on biomass supply chain feedstocks, which are locally based and may create some level or risk for supply chain disruption or fluctuations in biomass availability that could impact the operational output of the biomass production facility (IEA Bioenergy, 2023). Although these local biomass supply chains  may offer an opportunity for developing the local economy and jobs, there is also a potential for disturbing the operation of the biomass production facility and thereby causing uncertainty for employees in their job security, through the stability of operations and open communication with respect to identified and/or potential risks associated with the biomass production and distribution process (IEA Bioenergy, 2024).
Community and air quality impact
Potential reputational and workforce trust issues as a result of communications made by Neath Port-Talbot council regarding concerns over emissions and air quality made negatively impact perceptions of organisational transparency as there will be uncertainty with regard to environmental compliance to the MWP agenda as it relates to the expectations of clear communications; fair treatment and meaningful worker voice all of which are relevant when environmental changes impact both safety and community perception. 
Operational complexity and Managerial capability
Biomass systems require enhanced technical competences in fuel handling, emissions monitoring, fire safety and supply chain verification (Climate change committee, 2025).
Existing gaps in managerial capability including inconsistent documentation, limited coaching skills and variable application of procedural guidance. CIPD (2023) become more significant in this context. Without strengthened capability frameworks, the workforce may experience unequal access to training and unclear expectations both of which contradict MWP principles of fair process and day-one clarity regarding job requirements. 
People impacts and skills transition 
The biomass transition increases the expectation of equitable green-skills development. MWP positions access to skills as a foundation of secure work, progression and fairness, If training is focused upon engineers/technical staff while shop-floor colleague receive limited training opportunities existing inequalities could widen. Therefore, structured and inclusive learning pathways need to be developed to ensure that the environmental transition provides support rather than undermines the principles of good work (CIPD, 2023). Employee engagement, understanding and ownership of the new processes are also important for reliable operation and safe working practice. Managing these environmental and operational risks effectively supports Sofidel’s long-term sustainability by ensuring energy resilience, reliable plant operation and continued workforce confidence throughout the transition. The shift to Biomass therefore requires structured, evidence-based operational decision-making to ensure safe working practices, equitable green-skills development and transparent communication about environmental risks and expectations. 
Conclusions 
The legal, political and environmental analysis indicates that Sofidel UK has to be proactive in changing how they are managing their workforce if they want to meet the national expectations. 
The employment right bill introduces “day one” rights which is a move away from the requirements to wait for two years before you can qualify for your rights. However, ministers have now confirm that the protection will apply after six months and not from day one (Zeffman & Seddon, 2025). Employers have to demonstrate fairness, support and consistency from the moment you start working (CIPD, 2025; UK Government, 2025a). With the increase in Sofidel’s turnover rate and a significant number of the employees that leave Sofidel do so after one year of service (Sofidel, 2024).  The use of informal and non-standardised documentation of probationary processes will not be sufficient to meet the new expectations of the law. Therefore, a formal evidence based model for probationary period is required. 
National priorities regarding digital inclusion place further pressure on all employers to ensure that all employees have access to digital tools, communication channels and learning opportunities. The UK governments’ digital and technologies sector plan states that digital capability is fundamental to both economic participation and fairness (UK Government, 2025b). Whilst research by parliament highlights the risk to employees of digital divides in the workplace (House of Lords, 2023). Sofidel’s two tier system (Full digital access for office staff, no access for 269 shop floor employees) creates an inequality that contradicts these expectations and also potentially creates non-compliance with the employment rights bill, which assumes employees can access timely communication and rights information (Leckey & Taylor, 2025). 
Although Sofidel’s biomass investment supports the UK’s decarbonisation strategy it brings about many issues around skills, safety and communications (IEA, 2024; HM Government, 2021).  As part of the make work pay agenda, access to training and equal participation in organisational change is seen as a key to secure and future-proof work (CIPD,2023; UK Government, 2025a).
Ensuring equitable green-skills development is therefore vital to prevent widening internal inequalities. These demands require Sofidel to take a holistic approach to comply with the law, close digital capability gaps and manage environmental transition by means of transparent communication and inclusive skills development. 

Recommendations
Legal factor
· Implement a standardised probation process with relevant training for line managers
To comply with the employment rights bill as well as to better manage employees at an early stage, implementing a standardised probation process, including line manger training is recommended for Sofidel UK (Baglan). According to ACAS (2024) any dismissals made during the probationary period must be “reasonable” and based on “objective evidence”. The CIPD stated that early employee-manager meetings help retain employees and prevent unneeded turnover (CIPD, 2024). As the employment rights bill news updates (November) 2025, to extend the time period prior to receiving unfair dismissal protection from one day to six months, it is even more important to document and establish support through established procedures in order to ensure that all employment decisions can be justified legally (Zeffman &Sedon, 2025. Annual delivery of this training should occur with additional “top-ups” being provided when an unfair dismissal case occurs or when there is a legislative change that demonstrates a gap in the training. 
Cost
	· Manager training 
	·  £450 per manager = 
· £5400 for 12 managers (Torquelaw, 2025).

	· Updating HRIS/documentation 
	· £2,000- £4,000 (Wai,2025).



Benefits: 
Improved compliance, clearer documentation, improved fairness and reduced turnover.
Risks:
Resistance from long-service managers and administrative burdens. 
Political Factor
Introduce a digital equality program to close the two-tier digital system:
The digital divide is a major issue at Sofidel UK, office-based employees have complete access to digital systems, while 269 blue collar employees have no access at all. This two tier digital system creates political, compliance and equity challenges in relation to the UK government’s digital and technology sector plan (department for business and technology, 2025). It also presents potential risk under the employment rights bill, which assumes employees have timely access to policies, rights information and documentation (the house of lords’ findings on digital exclusion, 2023). Sofidel UK should therefore implement a digital equality program to provide digital access on the shop floor so employees can view communication, training and HR documentation.
Ina addition, the organisation should provide baseline digital skills training to its employees aligned with the essential digital skills framework (Department for education, 2019).
Costs:
	· Ten digital kiosks =                   £25,900-31,483 (Interpretationshop,n.d) 

	· Digital skills training for employees who need support (budgeted at £169 per person, based on external essential digital skills course fees) (CITYLIT, 2025).



Benefits:
Alignment with national policy, improved consistent communication, increased accessibility for neurodiverse employees and greater equity in development opportunities. 
Risks:
Low adoption or misuse of technology- these can be minimised through short induction sessions, digital campions and devices placed in visible monitored locations. 
Environmental Factor
Develop green skills workforce transition plans for biomass operations:
The biomass operation at Sofidel UK enhances the company’s environmental standing. However, it presents new technical and safety challenges. IEA Bioenergy (2023) notes that biomass systems require higher competency in fuel management, emission monitoring and safe working practices, combined with previous evidence of poor management capability. The risk exists that skills development will be uneven and conflict with just transition principles and the make work pay expectations of fair access to future work (UK Government, 2025). A green skills workforce transition plan should therefore be developed. It should include: awareness/safety training for all 269 blue collar employees, technical skills training for engineers and supervisors, training on pathways to biomass jobs, communication regarding emissions and operational risks to employees and local community (Neath Port Talbot Council, 2024).
Costs: 
· Awareness/ Safety training (£45-£70 per employee)  =  £12,105 - £18,830 (healthandsafetygroup, n.d).
· Technical training (£350-£600 per specialist) = £3,500-£7200 (aspininteractive, n.d).
· Communication + £3,000- £4,000 (Kent,2025).
Benefits:
More safe working conditions, higher employee morale, lowered operational risks and compliance with “just transition” and “make work pay”.
Risk:
Temporary disruption in production and can be prevented: training in off-hours, blended online and classroom delivery. 

























References:
ACAS (2024) Acas Guide to discipline and grievances at work, Acas. Available at: https://www.acas.org.uk/acas-guide-to-discipline-and-grievances-at-work (Accessed: 25 November 2025). 
ACAS (2025) Employment rights bill, ACAS Employment Rights Bill. Available at: https://www.acas.org.uk/employment-rights-bill (Accessed: 14 November 2025). 
aspininteractive.com, A.I. (no date) H005 Biomass Service & Maintenance, Specflue. Available at: https://www.specflue.com/training/hetas/h005-biomass-service-and-maintenance (Accessed: 29 November 2025). 
Barrington, R. (2023) What is a pestel analysis?, Oxford College of Marketing Blog. Available at: https://blog.oxfordcollegeofmarketing.com/2016/06/30/pestel-analysis/ (Accessed: 28 November 2025). 
Cadle, J., Paul, D. and Turner, P. (2010) Business analysis techniques: 72 Essential Tools for Success. London: British Computer Society. 
Chapman, R. (2024) Insights into the new employment rights bill: Making unfair dismissal a day one right, Insights into the new Employment Rights Bill: Making unfair dismissal a day one right - DLA Piper GENIE. Available at: https://knowledge.dlapiper.com/dlapiperknowledge/globalemploymentlatestdevelopments/2024/Insights-into-the-new-Employment-Rights-Bill-Making-unfair-dismissal-a-day-one-right (Accessed: 14 November 2025). 
CIPD (2023a) Putting people professionals on the road to net zero. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/putting-people-professionals-road-net-zero_tcm18-114454.pdf (Accessed: 17 November 2025). 
CIPD (2023b) Report October 2023 people profession 2023 UK and Ireland Survey Report. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-people-profession-report-uk-ireland-2.pdf (Accessed: 17 November 2025). 
CIPD (2024) Survey report June 2024 CIPD good work index 2024, CIPD Good  Work Index 2024. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2024-pdfs/8625-good-work-index-2024-survey-report-1-web.pdf (Accessed: 25 November 2025). 
CIPD (2025a) Employment rights bill and make work pay plan changes, CIPD. Available at: https://www.cipd.org/uk/knowledge/employment-law/proposed-changes-under-labour-government/ (Accessed: 17 November 2025). 
CIPD (2025b) Employment rights bill and make work pay plan changes, CIPD. Available at: https://www.cipd.org/uk/knowledge/employment-law/proposed-changes-under-labour-government/ (Accessed: 16 November 2025). 
CITYLIT (2025) Essential Digital Skills for the workplace: Word, Excel and powerpoint (foundation-level 1), City Lit. Available at: https://www.citylit.ac.uk/courses/essential-digital-skills-for-the-workplace-word-excel-and-powerpoint-foundation-level-1 (Accessed: 29 November 2025). 
Clark, A., Tyler-Todd, J.T.-T. and Sutherland, N. (2024) 1 digital exclusion in the UK 2 1.1 what is Digital Exclusion? 2 1.2. Available at: https://researchbriefings.files.parliament.uk/documents/CDP-2024-0041/CDP-2024-0041.pdf (Accessed: 16 November 2025). 
Climate Change Committee (2025) Progress in reducing emissions - 2025 report to Parliament, Climate Change Committee. Available at: https://www.theccc.org.uk/publication/progress-in-reducing-emissions-2025-report-to-parliament/ (Accessed: 17 November 2025). 
Department for business and Technology (2025) Digital and Technologies Sector Plan, GOV.UK. Available at: https://www.gov.uk/government/publications/digital-and-technologies-sector-plan (Accessed: 29 November 2025). 
Department for Education, D. for (2019) Essential Digital Skills Framework, GOV.UK. Available at: https://www.gov.uk/government/publications/essential-digital-skills-framework (Accessed: 29 November 2025). 
Fleming, P. and Chate, H. (2024) Closing the Workplace Digital Skills Gap: Analysis of 2023 Essential Digital skills for work data, FutureDotNow. Available at: https://futuredotnow.uk/closing-the-workplace-digital-skills-gap-analysis-of-2023-eds-work-data/ (Accessed: 16 November 2025). 
Gillan, D. (2025) An exploration of the UK Government’s Digital Inclusion Action Plan through the include+ lens , INCLUDE+. Available at: https://includeplus.org/an-exploration-of-the-uk-governments-digital-inclusion-action-plan-through-the-include-lens/#:~:text=The%20UK%20Government’s%20newly%20launched%20Digital%20Inclusion,digital%20services%2C%20and%20encouraging%20safe%20digital%20engagement. (Accessed: 16 November 2025). 
healthandsafetygroup (no date) ‘all in one day’ mandatory training, – The Health & Safety Group. Available at: https://www.healthandsafetygroup.com/p/all-in-one-mandatory?srsltid=AfmBOoqGnbrDzWyHdezpLKmBINR_WNFDRhdg87-43rlFM0PR8Qs7QJkF&utm (Accessed: 29 November 2025). 
HM Government (2021) Industrial Decarbonisation Strategy March 2021together for our planet CP 399. Available at: https://assets.publishing.service.gov.uk/media/6051cd04e90e07527f645f1e/Industrial_Decarbonisation_Strategy_March_2021.pdf (Accessed: 17 November 2025). 
HOUSE OF LORDS (2023) Ordered to be printed 20 June 2023 and published 29 June 2023, Digital exclusion. Available at: https://committees.parliament.uk/publications/40662/documents/198365/default/ (Accessed: 16 November 2025). 
Interpretationshop (2025) Modern 32" free-standing kiosk, InterpretationShop. Available at: https://www.interpretationshop.co.uk/product/modern-32-free-standing-kiosk/ (Accessed: 29 November 2025). 
Johnson, G., Whittington, R. and Scholes, K. (2020) Exploring strategy: Text and cases Gerry Johnson, Richard Whittington, Kevan Scholes. 12th edn. Harlow,England: Pearson. 
Kent, J. (2025) Why great pr isn’t cheap, but worth it, PR Superstar. Available at: https://prsuperstar.co.uk/why-great-pr-isnt-cheap-worth-it (Accessed: 29 November 2025). 
Kuhn, C. et al. (2023) Understanding digital inequality: A theoretical kaleidoscope - postdigital science and Education, SpringerLink. Available at: https://link.springer.com/article/10.1007/s42438-023-00395-8 (Accessed: 16 November 2025). 
Leckey, C. and Taylor, G. (2025) What’s happening with the Employment Rights Bill?, Lewis Silkin LLP - Homepage. Available at: https://www.lewissilkin.com/insights/2025/10/30/whats-happening-with-the-employment-rights-bill (Accessed: 16 November 2025). 
Loveday-Hill, E. (2025) How will the Employment Rights Bill Impact the retention of employment records for employers?, Keystone Law. Available at: https://www.keystonelaw.com/keynotes/how-will-the-employment-rights-bill-impact-the-retention-of-employment-records-for-employers#:~:text=Section%2039%20of%20the%20Bill,site%20audits%20by%20the%20FWA. (Accessed: 16 November 2025). 
Minier, Q. and Moorhouse, J. (2024) Bioenergy - IEA, Bioenergy. Available at: https://www.iea.org/energy-system/renewables/bioenergy (Accessed: 29 November 2025). 
Neath Port Talbot (2024) Neath Port Talbot Local Area Energy Plan 2024. Available at: https://media.npt.gov.uk/media/xg0gnuja/npt-laep-final-english-version.pdf? . 
NHS Employers (2025) People Performance Management Toolkit, NHS Employers. Available at: https://www.nhsemployers.org/toolkits/people-performance-management-toolkit (Accessed: 14 November 2025). 
Prime Minister’s Office, 10 Downing Street (2024) What does the Employment Rights Bill mean for you?, GOV.UK. Available at: https://www.gov.uk/government/news/what-does-the-employment-rights-bill-mean-for-you (Accessed: 14 November 2025). 
Rossi, A. and Bennett, P. (2022) IEA Bioenergy annual report 2022. Available at: https://www.biomassconnect.org/news/iea-bioenergy-annual-report-2022/ (Accessed: 17 November 2025). 
Sofidel (2018) Industry 4.0, the revolution is underway, Sofidel. Available at: https://www.sofidel.com/en/softandgreen/innovation/industry-4-0-the-revolution-is-underway/?_gl=1%2A1hsy923%2A_up%2AMQ..%2A_ga%2AMTcwMTQyNjU1Mi4xNzYzMzIyNzQ3%2A_ga_T6LB1601KH%2AczE3NjMzMjI3NDckbzEkZzAkdDE3NjMzMjI3NDckajYwJGwwJGgw (Accessed: 16 November 2025). 
Sofidel (2023) Integrated report 2023. Available at: https://www.sofidel.com/wp-content/uploads/2024/07/Sofidel_Report_Integrato_2023_inglese_web_vecchio-logo.pdf (Accessed: 17 November 2025). 
Sofidel (2024) Sofidel among CDP leaders for the fight against climate change and deforestation, Sofidel. Available at: https://www.sofidel.com/wp-content/uploads/2024/02/20240206_Sofidel-amongs-CDP-leaders-for-Climate-Change-and-Forests.pdf (Accessed: 17 November 2025). 
Torquelaw (2025) Managers’ essential employment law course 2026 - torque law, Torque Law. Available at: https://torquelaw.co.uk/events/managers-essential-employment-law-course-2026/ (Accessed: 28 November 2025). 
UK Government (2024a) Next steps to make work pay , GOV.UK. Available at: https://www.gov.uk/government/publications/next-steps-to-make-work-pay/next-steps-to-make-work-pay-web-accessible-version (Accessed: 17 November 2025). 
UK Government (2024b) What does the Employment Rights Bill mean for you?, GOV.UK. Available at: https://www.gov.uk/government/news/what-does-the-employment-rights-bill-mean-for-you#:~:text=Our%20Employment%20Rights%20Bill%20will,luxury%20for%20the%20privileged%20few. (Accessed: 16 November 2025). 
UK Government (2025a) Clean Energy Jobs Plan (HTML), GOV.UK. Available at: https://www.gov.uk/government/publications/clean-energy-jobs-plan/clean-energy-jobs-plan-html (Accessed: 17 November 2025). 
UK Government (2025b) Digital Inclusion Action Plan: First steps, GOV.UK. Available at: https://www.gov.uk/government/publications/digital-inclusion-action-plan-first-steps/digital-inclusion-action-plan-first-steps (Accessed: 16 November 2025). 
Wai, F. (2025) Hris pricing guide (updated for 2025), peoplemanagingpeople. Available at: https://peoplemanagingpeople.com/hr-operations/hris-pricing/ (Accessed: 28 November 2025). 
Ward, M. et al. (2024) Digital Skills and Careers - House of Commons Library, House of Commons Library. Available at: https://commonslibrary.parliament.uk/research-briefings/cdp-2024-0073/ (Accessed: 28 November 2025). 
Willmott, B. (2024) The People Profession’s insights will be crucial to ensuring the new deal for working people proposals Strike right balance, CIPD. Available at: https://www.cipd.org/en/about/news/new-deal-working-people/#:~:text=Insights%20from%20the%20people%20profession,People%20strike%20the%20right%20balance&text=We’re%20urging%20the%20government,employment%20rights%20and%20business%20flexibility.&text=The%20CIPD%20is%20working%20with,Sick%20pay. (Accessed: 16 November 2025). 
Zeffman, H. and Seddon, P. (2025) Labour ditches day-one protection from unfair dismissal in U-turn, BBC News. Available at: https://www.bbc.co.uk/news/articles/cx2d7j350q1o?at_medium=RSS&at_campaign=rss (Accessed: 28 November 2025). 
Zervas, I. and Stiakakis, E. (2025) HRM strategies for bridging the Digital Divide: Enhancing Digital Skills, employee performance, and inclusion in evolving workplaces, MDPI. Available at: https://www.mdpi.com/2076-3387/15/7/267 (Accessed: 16 November 2025). 

image2.png




image1.png




