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Executive Summary
The aim of this report is to explore the external factors that influence the organisational and people management strategy of Sancta Maria Hospital by looking at trends outside the organisations sphere of influence. Using the PESTLE analysis tool to review data from a number of external sources, the report identifies a number of external risks that could detrimentally affect Sancta Maria Hospital if not addressed. 
In reviewing economic factors, a cost-of-living crisis has led to staff within the healthcare sector leaving lower paid roles for higher salaries in other sectors highlighting a risk to increased staff turnover and difficulties in recruiting staff based on current salaries at Sancta Maria. 
Challenges to the recruitment and retention of staff within the hospital are further established in reviewing Social changes and a trend labelled the ‘Great Resignation’ which has seen a greater turnover of staff following the Covid pandemic. It is suggested that changes to people’s expectations at work has seen a rise in the requirement for hybrid/ remote working alongside higher pay and wellbeing factors.
A review of technological factors draws focus on evolving IT systems, especially within the healthcare sector where the implementation of electronic patient record systems has seen increased efficiencies and overall improved patient satisfaction in other organisations. Within Sancta Maria hospital the implementation of new technology could however lead to staff redundancies which could adversely affect their desire to create a positive workplace culture. 
In addressing these risks, enhancing staff recruitment and retention prospects should be a priority to Sancta Maria’s people strategy as the hospital’s revenue is reliant on a sufficiently skilled workforce to ultimately run their key services. It is recommended that Sancta Maria hospital implement the UK living wage at a cost of £221,000 alongside the promotion and support of remote working to address changing social expectations at a cost of £30,625. Whilst no immediate recommendations are made to implement a new electronic patient system, increased communication and buy-in should be incorporated to the HR strategy in readiness for future implementation. 
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[bookmark: _Toc119866661]Introduction
It is widely recognised that organisations of all sizes are susceptible to changes from both the internal and external environment. McKee (2022) recognises the importance of utilising a number of tools to identify and analyse these changes. It is further claimed that changes can be identified and managed with effective HR intervention (Marchington, 2020). 
One well-established tool abbreviated as ‘PESTLE’, reviews the Political, Economic, Social, Technological, Legal, and Environmental factors outside the organisations sphere of influence (Armstrong, 2016). Fletcher and Leatherbarrow (2019) propose the PESTLE tool is vital to an organisations strategic planning as a way of exploring future changes that can impact the organisation. Cadle, Paul, and Turner (2010) go as far as to suggest that a failure to identify such external changes could ultimately lead to the failure of the entire business. 
Taylor and Perkins (2021) acknowledge that whilst the PESTLE analysis tool has already evolved significantly, the emergence of globalisation and other factors has meant new factors also need to be considered to be effective. There is also the acknowledgement that various other analysis tools can be utilised to evaluate the business environment (McKee, 2022; Serrat, 2017). Whilst Kew and Stredwick (2016) suggest the PESTLE tool offers more relevant data by looking at future trends instead of just historical data, it is often recommended that the PESTLE tool is used in conjunction with additional tools to fully understand the external business environment to inform HRM strategy (Cadle, Paul, and Turner, 2010; McKee, 2022). 
CIPD (2021a) cautions the reliance of the PESTLE tool alone in determining an organisation’s strategy as focusing solely on the external environment may lead to an organisation missing internal opportunities and threats. Taylor and Woodhams (2022) also highlight that the pace of changes has made it increasingly difficult to anticipate external changes and the process would therefore need to be repeated regularly to be sufficient. Whilst it doesn’t necessarily make the PESTLE tool less effective, it does mean that HR practitioners need to regularly ensure sufficient and relevant data is used before using the information to influence their strategy (CIPD, 2021a).
In analysing the PESTLE factors, an organisation can examine possible courses of action to address the short to medium term opportunities and threats facing the organisation which will affect their corporate strategy (Taylor and Woodhams, 2022). This can therefore enable an organisation to make informed decisions that can make them more competitive or anticipate changes to lessen their detrimental effect (Battista, 2021). 
[bookmark: _Toc119866662]This report will use the PESTLE tool to evaluate some of the external factors that will affect Sancta Maria Hospital, and how this will impact their corporate and HR strategy. As a registered charity with approximately 180 contracted staff, their overall strategy is to ensure financial stability to support their charitable promotions, and is underpinned by a desire to provide high level patient care and innovative approach to people development and culture (Sancta Maria Hospital, no date). 
Main Findings
This report will undertake an analysis of Economic, Social, and Technological factors.
[bookmark: _Toc119866663]Economic Factors
In the twelve months to August 2022, it is estimated that the cost of living has risen by 13.1% in the UK, the highest rate since 2008 (ONS, 2022d). Rising inflation and general costs have contributed to a fall in disposable income and in real terms, means that the cost of everyday living essentials is rising faster than household income (Neal and Webster, 2022). 
It is reported by Clark et al. (2022) that 75% of adults in Great Britain ‘worry’ about the increased cost of living. There is an increased scrutiny in wages across most sectors within the UK as people are now likely to be affected by rising costs and pay has been recognised as being vital to the recruitment and retention of staff (Rafferty and Holloway, 2022). 
As an employer, it means Sancta Maria have to be considerate of the rising costs to staff. This has already been evidenced in the NHS where lower band staff are struggling with the rapid rising in costs, and are faced with leaving the NHS for better salaries (Torjesen, 2022b). Whilst this could provide an opportunity for Sancta Maria to recruit into some vacancies, 32% of their own staff are currently paid under the national living wage (Sancta Maria Hospital, 2022a). This could adversely affect their retention rates if their staff are forced to look at alternative opportunities to support themselves during this period.  
In considering the national living wage as a salary benchmark, Heery, Nash, and Hann (2017) promote the positive effects of implementing the UK living wage with 45% of employers reporting a reputational improvement alongside enhanced recruitment and retention when adopting this strategy. There is also an ethical argument for organisations to ensure staff receive a basic salary that exceeds the poverty threshold by paying at least the living wage as outlined by Enderle (2018). Its implementation may therefore be beneficial to Sancta Maria’s HR strategy in supporting recruitment and retention if higher wages improve staff satisfaction. 
This is further explored by Medina et al. (2020) who advocate paying at least a living wage to not only recognise worker value, but to encourage social wellbeing. This was explored following the 2008 recession in which there was a noticeable decline in mental health across the UK population during the recession (Katikireddi, Niedzwiedz, and Popham,2012). The same study does however conclude that there was predominantly a decline of male mental health linked to job uncertainty and declining job markers. Whilst only 17% of Sancta Maria staff are male (Sancta Maria Hospital, 2022b), the mental wellbeing of staff must also be considered during this time to ultimately reduce sickness absence and ensure a sufficient staffing provision within the hospital. 
Sancta Maria must also consider their own financial situation as rising costs won’t just affect staff, but will directly affect them as an organisation. It is reported that some NHS trusts are facing an increase of up to 200% in fuel costs (Torjesen, 2022a). In response to this the ONS (2022a) suggests that employee wages might be one area that will suffer as businesses themselves are under pressure to meet rising costs. Further to this, there is a risk that thousands of UK organisations could fail due to the costs faced by organisations (Weldon, 2022), and should provide a note of caution for Sancta Maria in reviewing staff salaries prior to assessing their own financial stability. 
In response to the rising cost of living, it is estimated that as many as 26 million people in the UK are spending less on non-essentials (ONS, 2022e). As a private healthcare provider, many of Sancta Maria’s patients self-fund their treatment which could be a commercial concern for Sancta Maria if people consider some elective and cosmetic treatment as ‘non-essential’ which could subsequently see a reduction in revenue. Zerihun, Cunado and Gupta (2017) have previously observed this trend in US healthcare expenditure which declined parallel with a reduction in disposable income. 
Reviewing the longer-term prospects of this crisis, the Bank of England (2022) expects inflation to decline during 2023, and there is an expectation that the cost of living will follow suit. Harari (2022) recognises that government policies have been introduced this year to support and estimated £37 billion support package for UK households. It could be reasonable for Sancta Maria to consider whether the temporary government support will sustain staff until costs start to decline, and depending on their own financial constraints, postpone a meaningful review of wages. There would however be an ethical consideration as existing staff paid below the living wage, could fall closer to poverty which should be considered unacceptable for a charitable organisation that claim that their people are their most valuable resource (Sancta Maria, no date). 
[bookmark: _Toc119866664]Social Factors
The UK is currently experiencing a period of considerable social change, which significantly impacts organisations who are having to adapt to a shift in social attitudes towards work (Taylor and Perkins, 2021). One prevalent trend, labelled the ‘Great Resignation’, has seen widespread uncertainty following the Covid-19 pandemic which has led to an increase in workers assessing their work and life priorities (Jiskrova, 2022). As a result, this has led to a decline in staff retention across multiple industries not just within the UK, but globally also.
As a healthcare provider, Sancta Maria’s service provision and source of revenue is reliant on skilled healthcare professionals. Palmer (2022) outlines an inherent operational risk to hospitals if they are unable to recruit and retain staff in an already challenging sector. 
The rise of remote working, better work life balance, and higher pay during a period of increased demand for staff are common factors attributed to the Great Resignation (Michael Page, 2022). Survey data following the pandemic reveals 77% of adults aged 50 – 59 have left their jobs sooner than expected for a range of factors including financial, health, and lifestyle choices (ONS, 2022b). Currently 27% of Sancta Maria Hospitals contracted staff fall into this age demographic (Sancta Maria Hospital, 2022), which would therefore be an area of concern if staff from this group were to leave. 
However, it is reported that 58% of people who left employment would consider returning to work, citing flexible working, good pay, and working from home amongst the most important factors (ONS, 2022d). This data supports a shift in attitudes towards work and the rise in the importance of flexible and hybrid working patterns alongside traditional benefits such as pay as supported by Whitehouse (2019). As a hospital, this could also provide an opportunity to attract staff leaving other organisations by reviewing and supporting more flexible working patterns. 
Historically within the culture at Sancta Maria it had been assumed by senior management that clinical roles were unable to be undertaken from home. Haves (2020) explores the rise in prevalence of clinical teams working remotely prior to the pandemic, and evidenced the practicality in which some clinical roles can indeed be conducted around a remote model. There is also evidence that remote working for some clinical services can actually increase in the number of appointments and a reduction of up to 7% of cancellations (Khanna et al. 2020). With this considered, it should not only provide an opportunity for increased patient turnover at Sancta Maria and support their revue figures which are a key strategic objective, but also a decrease in waiting time for patients which should contribute to a more positive patient experience as explored by Tsianakas et al. (2012). 
Wheatley (2022) supports the view that more workers are now looking for hybrid working patterns alongside a workplace culture that encourages flexibility. Considering this, it would be detrimental for Sancta Maria to retain their current stance of discouraging hybrid working as it is evidenced within the healthcare sector to lead to an increased turnover (Linzer, Griffiths, and Feldman, 2022).
Another factor reportedly contributing to an increase in staff turnover is an increased focus on individuals Health and Wellbeing within a role underpinned by data from the ONS (2022c). Kromydas et al (2022) reports that the pandemic had a significant impact on workers mental health across all sectors within the UK, and suggests that front line healthcare workers as a sector, were more likely to be affected. It is recommended by Suff (2022) that consideration should be given to wellbeing service and intervention programmes to support with stress and wellbeing at work. 
Overall challenges to clinical staffing are acknowledged by Palmer (2022) who estimates that there were up to 12,000 nurse vacancies in England alone as recently as May 2021. Despite this, approximately 13% of the UK workforce is employed in the healthcare sector (Anderson et al 2021), however there is a contradictory argument that there are always natural fluctuations in recruitment within such a large sector. The longevity of this trend can be called into question following a recent report whereby the ONS (2022a) published economic activity and social changes in the UK and indicated a 11% decline in online job vacancies across all UK job sectors compared to October 2021, which could suggest there is a reduction in turnover across the UK if vacancies are declining.  
The Great Resignation has also been recognised by the Boys (2022) who suggest that whilst there has been evidence of a rise in staff turnover following the pandemic, there is also contradictory evidence that this trend was to be expected as a result of prolonged furlough periods and the general reopening of the economy and therefore indicates that there is no significant long-term concern regarding staff turnover. 
Whilst there are questions over the long-term effect of the Great Resignation, there is sufficient evidence to recognise a social change underpinned by changing expectations of staff within the workforce, in particular the expectation of hybrid working and enhanced wellbeing support (Jackman, 2022). 
In addressing these changes, Sancta Maria therefore have an opportunity to not only improve staff retention, but also improve staff engagement and promote meaningful work and support a move to “the great reimagination”. (Nowell, 2022, p117). Improving the attraction and retention of staff should therefore form part of the HR departments strategy to ensure the organisational is able to remain financially stable and promoting a positive working environment for staff. 
[bookmark: _Toc119866665]Technological Factors
Following the completion of their new purpose-built Hospital in 2021, Sancta Maria is equipped with state-of-the-art medical equipment and infrastructure (Sancta Maria Hospital, 2021). However, the development of electronic patient record systems has been overlooked and existing systems are now considerably outdated. Within the healthcare sector, it has been proposed that old technology can lead to lost productivity and patient dissatisfaction (Hospital Access Management, 2013).
As a registered charity, patient experience is one key value for Sancta Maria and an important part of their strategy (Sancta Maria Hospital, no date). Almonmani and AlSarheed (2016) show how the implementation of electronic patient systems has been demonstrated to lead to improved patient satisfaction by improving the efficiency of patient flow and leading to reduced waiting times. It has been further evidenced that reduced waiting times enabled by quicker access to electronic records can directly improve a patient experience in healthcare services (Tsianakas et al. 2012).
Further to this, Menachemi and Collum (2011) propose that new electronic systems have other benefits within the healthcare sector as they can improve the accuracy of data, reduce medical errors, quality of care, and improve overall operational performance. The prominence of available electronic systems has even been recognised by NHS England in evolving their own patient safety strategy (NHS, 2019) and would therefore naturally demonstrate a benefit of such systems for Sancta Maria to implement. 
Despite this, Menachemi and Collum (2011) recognise benefits can be overshadowed by unintended consequences to these technologies including privacy and security concerns, workflow disruptions, and a resistance to adopting new systems. Similarly, as healthcare providers there is an ethical dilemma to consider more than the financial incentives and acknowledge dangers in ownership, control, and the overall security of medical information (McLoughlin, Garrety, and Wilson, 2017).
Whilst there are clear commercial benefits to be achieved from implementing new systems, consideration must be given to the cost associated with the implementation of these systems such as the acquisition, training, and staffing costs of operating such developments (Taylor and Perkins, 2021). 
Also, consideration must be given to staffing requirements as increased efficiencies could lead to redundancies and it is already anticipated that many future work tasks may be automated in some way (Spencer, 2018). There is already an inherent risk that roles across various sectors could be eliminated by electronic systems adopting routine jobs as supported by Taylor and Perkins (2021). This would likely be the case at Sancta Maria as a small team currently designated to processing patient files could see their roles replaced by more efficient services with the implementation of electronic patient record systems. Some research highlights that as many as 35% of UK jobs are at risk of automation within the next 20 years (CIPD, 2017). However, Arntz, Gregory and Zierahn (2016) consider that emerging technology will create new role opportunities for existing staff and therefore have less of an impact on staffing levels as staff will have the opportunity to train for new roles working parallel with new systems.
Whilst long-term cost savings could be achieved from a reduction in staffing, there is a significant risk that staff remaining within a team could experience an adverse effect to their morale following a redundancy process (Williams, 2009). This may therefore have an impact on the promotion of a positive work culture within Sancta Maria as low job security has been evidenced to lower motivation and morale (Whyman and Petrescu, 2015). There is however an argument that new systems may provide opportunities for staff to develop and learn new skills which has actually seen an increase in staff satisfaction as employees are able to focus on less mundane tasks and focus on more fulfilling duties (Howlett, 2019). 
Sancta Maria must therefore assess whether the benefits to patient satisfaction and cost efficiencies out-way the costs of implementing electronic patient systems. They must also consider the proposed adverse effect on staff morale during a redundancy process as demonstrated by Whyman and Petrescu (2015). Vreede (2009) examines the importance of caring and compassionate communication from Human Resources in ensuring that staff remain motivated during a redundancy process. It is proposed that staff who are clearly consulted with during the implementation of new technology are generally more positive about its implement and the impact on their role (Houghton and Baczor, 2020). This implies that if managed correctly, there is an overall opportunity to staff when implementing technology despite the potential risk to jobs. 
This is further supported by Baczor (2020) who in recognising the adverse risks when implementing new technology, advises that HR professionals can address these concerns during the implementation process. It is highlighted that training for existing staff, and engagement with people on how new electronic systems can benefit their roles, can reduce resistance and support its successful implementation (Mohdzaini, 2020).
[bookmark: _Toc119866666]Conclusion
In reviewing three PESTLE factors, there is clear evidence of a number of external opportunities, and risks, that will affect Sancta Maria Hospital in the immediate future. This demonstrates the importance of HR practitioners taking a proactive approach in identifying, justifying, and driving a people strategy that facilitates organisational change (Taylor and Perkins, 2021).
As recognised throughout, one of the biggest challenges faced by Sancta Maria in the healthcare sector is recruitment and retention (Palmer, 2022). Staff wages, remote working, and wellbeing services have all been identified as important factors to be considered in supporting this challenge (Jiskrova, 2022).  This has been heightened by both the cost-of-living crisis, and social changes affecting attitudes to work which will affect Sancta Maria’s ability to ensure adequate staffing levels to run their key services that provide revenue for the organisation. Fletcher and Leatherbarrow (2019) therefore recognise that recruitment and retention has become an integral part of an organisations HR strategy to ensure Sancta Maria remain competitive a challenging sector. 
Another theme to arise is the prevalence of new technologies which will not only affect Sancta Maria, but have a significant impact on future people strategies across many sectors (Houghton and Baczor, 2020). Whilst there are innate challenges and risks to implementing new systems, Mohdazaini (2021) suggests that HR intervention can have a significant impact on its success when involved in the planning and implementation stage. The implementation of new technology should however be aligned with an organisation’s needs, alongside ethical considerations to staffing which would need to be strongly considered in the current economic climate (Mohdzaini, 2020).  
[bookmark: _Toc119866667]Recommendations
As identified, staff are key to an organisation’s overall strategy. With this being considered, it would be beneficial for Sancta Maria’s HR department to implement the following recommendations, listed in order of importance.  
In addressing the cost of living crisis, CIPD (2022a) have challenged HR professionals to primarily consider financial incentives to support staff. Whilst a cost-of-living bonus could be offered, this only offers temporary respite and does not address longer term impacts of rising costs on staff and can also be detrimental for part-time staff in receipt of government benefits (CIPD, 2022b). Sancta Maria should therefore implement the UK living wage of £10.90ph (Living Wage Foundation, 2022). 
Whilst it is not financially viable to offer a 9.4% inflationary pay rise to all staff, an average 6% pay rise should be offered to other staff in line with NHS (Gov.uk, 2022). A wellbeing policy should also be implemented to support staff with wellbeing concerns and to signpost staff to wider support services as suggested by CIPD (2022c). These recommendations should also be considered in addressing the ‘Great Resignation’ as financial incentives have been identified as one factor associated with staff retention and recruitment. 
Costs:
Implementation of UK living Wage:			£95,000 per annum
6% pay rise to remaining staff: 				£125,000 per annum
Staffing costs to develop wellbeing policy: 		£1,000 fixed

Total Cost:						£221,000 

As recognised by Driscoll (2022) employees are also leaving work to seek roles that provide opportunities for remote working. The introduction of a remote working policy should be strongly considered to not only satisfy changing social needs of staff, but to also support staff with the cost-of-living crisis in reducing commuting costs (CIPD, 2022a).
CIPD (2020) advocates the benefits of remote working in increasing worker satisfaction across sectors, however they outline considerations that need to be given to the management of staff working remotely and ensuring overall patient satisfaction is still achieved. Adams-Prassl (2020) reports that an average of 25% of healthcare roles can be done remotely, so we would therefore anticipate 45 staff at Sancta Maria being able to work remotely.
Costs: 
	Additional investment in equipment:			£500 per person
	Home DSE Assessment and monitoring:			£125 per person
	Remote working Management training:			£2500			
	Cost of supporting 45 staff to work remotely:	£30,625 	
 
In addressing the technological risk, UKCES (2014) recognised that the integration of IT systems will be critical to an organisations competitiveness by 2030. Whilst there is evidence that implementing electronic patient record system will ultimately provide improved efficiencies in the long term, the initial implementation cost and disruption to staffing and concerns over jobs would be detrimental to Sancta Maria given the current recruitment and retention concerns raised.
With increased costs already incurred in implementing staff wages and remote working, it must be recognised that Sancta Maria may not have the ability to implement a £15,000 patient record system immediately. It would therefore be advisable to set a target to implement the new system by 2025, and in the meantime for the HR department to start an engagement strategy with staff ensure clear communication is achieved to support its successful implementation. There would be no additional cost to this, and would take a proactive approach to building buy-in from staff when implementing new technology in the future as supported by CIPD (2020a). 

Finally, it is recommended that Sancta Maria review the remaining PESTLE factors, as well as considering newer tools to review alternative factors such as Ethical, Demographic, and international that could influence their organisation and people strategy. 





















[bookmark: _Toc119866668]Reference List
Adams-Prassl, A. et al. (2020) Work that can be Done from Home: Evidence on Variation within and across Occupations and Industries. Institute of Labor Economics. 13374. Available at: https://www.iza.org/publications/dp/13374/work-that-can-be-done-from-home-evidence-on-variation-within-and-across-occupations-and-industries (Accessed: 21 November 2022) 
Almomani, I. and AlSarheed, A. (2016) ‘Enhancing outpatient clinics management software by reducing patients waiting time.’ Journal of infection and public health, 9(6), pp.734-743. Available at: https://doaj.org/article/04b02e452a6546bbb9bf16d2243dc8c8  (Accessed:30 October 2022)
Anderson, M. et al (2021). Securing a sustainable and fit-for-purpose UK health and care workforce. The Lancet, 397(10288), pp. 1992-2011. Available at: doi.org/10.1016/S0140-6736(21)00231-2 
Armstrong, M. (2016) Armstrong’s handbook of strategic human resource management. Sixth Edition. London: Kogan Page Ltd.
Arntz, M. and Gregory, T. and Zierahn, U. (2016), ‘The Risk of Automation for Jobs in OECD Countries: A Comparative Analysis’, OECD Social, Employment and Migration Working Papers, 189. Available at: https://doi.org/10.1787/5jlz9h56dvq7-en       
Baczor, L. (2020) Workplace tech: it can make or break the employee experience. Available at: https://peopleprofession.cipd.org/insights/articles/workplace-tech-employee-experience (Accessed: 30 October 2022) 
Bank of England (2022) When will inflation in the UK come down? Available at: https://www.bankofengland.co.uk/knowledgebank/will-inflation-in-the-uk-keep-rising (Accessed: 11 November 2022) 
Battista, M (2021) PESTLE Analysis. Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/pestle-analysis-factsheet (Accessed: 20 November 2022) 
Boys (2022) The Great Resignation - Fact or Fiction? Available at: https://www.cipd.co.uk/news-views/cipd-voice/Issue-33/great-resignation-fact-fiction#gref  (Accessed: 28 October 2022)
Cadle, J. Paul, D. and Turner, P. (2010) Business analysis techniques 72 essential tools for success. London: British Computer Society.
CIPD (2017) HR Tech revolution: friend of foe? [Podcast]. 2 May. Available at: https://www.cipd.co.uk/podcasts/hr-technology (Accessed 30 October 2022) 
CIPD (2020) Working from home: assessing the research evidence. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/flexible-working/working-from-home-evidence-after-lockdown (Accessed: 13 November 2022) 
CIPD (2022a) Cost-of-living crisis: How to help your employees. Available at: https://www.cipd.co.uk/knowledge/culture/well-being/cost-living-crisis (Accessed: 13 November 2022) 
CIPD (2022b) ‘One-off bonuses: are they the best way to support people through the cost-of-living crisis?’, CIPD Voice [blog]. Available at: https://community.cipd.co.uk/search?q=bonuses#serpcategory=blog (Accessed: 13 November 2022) 
CIPD (2022c) ‘Why paying the Living Wage isn’t enough to boost employee financial wellbeing in a cost-of-living crisis’, CIPD Voice [blog]. 22 September. Available at: https://community.cipd.co.uk/cipd-blogs/b/reward_blog/posts/why-paying-the-living-wage-isn-t-enough-to-boost-employee-financial-wellbeing-in-a-cost-of-living-crisis?_gl=1*1sifgac*_ga*NjQxNzE3MDA1LjE2NTU4OTk1MTI.*_ga_D9HN5GYHYY*MTY2ODMzNjA0NS4xNS4wLjE2NjgzMzYwNDUuMC4wLjA. (Accessed 13 November 2022) 
Clark, H. et al. (2022) Spending of the Department for Work and Pensions on the cost of living measures. House of Commons Library. Available at: https://commonslibrary.parliament.uk/research-briefings/cdp-2022-0130/ (Accessed:  11 November 2022)
Driscoll, K. (2022) ‘Employees changing jobs for sense of purposes, not just pay and benefits.’ Rochester Business Journal, 38(19), pp. 24-26. Available at: https://www.proquest.com/docview/2726500432/fulltext/9617E374D0F24C79PQ/1?accountid=130472  (Accessed:30 October 2022)
Enderle, G. (2018) ‘Corporate responsibility for less income inequality’, Review of social economy. 76(4), pp. 399–421. Available at: https://doi.org/10.1080/00346764.2018.1525761.
Gov.uk (2022) NHS staff to receive pay rise. Available at: https://www.gov.uk/government/news/nhs-staff-to-receive-pay-rise (Accessed: 13 November 2022) 
Harari, B. et al. (2022) Rising cost of living in the UK. House of Commons Library. Available at: http://library2.nics.gov.uk/pdf/dof/2022/PDF220089.pdf (Accessed: 11 November 2022) 
Haes, B. (2020) ‘Working from home in medicine during coronavirus: What equipment do you need to get started and what can you do to help from home?’, Future healthcare journal., 7(2), pp. 163–164. Available at: https://doi.org/10.7861/fhj.2020-0025. 
Heery, E. and Nash, D, and Hann, D. (2017) The Living Wage Employer Experience. Cardiff: Cardiff Business School. Available at: https://www.livingwage.org.uk/sites/default/files/Cardiff%20Business%20School%202017%20Report.pdf (Accessed: 11 November 2022) 
Hospital Access Management (2013) ‘Outdated technology costs hospital money.’ Hospital Access Management. 32(7), pp. 1. Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/1991757426?pq-origsite=primo&accountid=130472 (Accessed: 24 November 2022) 
Houghton, E. and Baczor, L. (2020) Workplace Technology, the Employee Experience. London: Chartered Institute of Personnel and Development. Available at: https://www.cipd.co.uk/Images/workplace-technology-2_tcm18-80853.pdf (Accessed 06 November 2022)
Howlett, E. (2019) Most workers feel automation has made work life better. Available at: https://www.peoplemanagement.co.uk/article/1746794/most-workers-feel-automation-has-made-work-life-better (Accessed: 06 November 2022) 
Jackman, S. (2022) Attracting and retaining staff in the time of the ‘Great Resignation’. Available at: https://www.peoplemanagement.co.uk/article/1798718/attracting-retaining-staff-time-great-resignation (Accessed: 25 November 2022) 
Jiskrova, G. (2022) ‘Impact of COVID-19 pandemic on the workforce: from psychological distress to the Great Resignation’, Epidemiology and Community Health, 76 (6), pp. 525 – 526. Available at: http://dx.doi.org/10.1136/jech-2022-218826 
Katikireddi, S.V. Niedzwiedz, C.L. and Popham, F. (2012) ‘Trends in population mental health before and after the 2008 recession: a repeat cross-sectional analysis of the 1991–2010 Health Surveys of England’, BMJ open, 2(5), pp. 1790. Available at: https://doi.org/10.1136/bmjopen-2012-001790.
Kew, J. and Stredwick, J. (2016) Human resource management in a business context. 3rd edition. London: Chartered Institute of Personnel and Development.
Khanna. R. et al. Making working from home work: reflections on adapting to change. Australasian Psychiatry. 2020; 28(5): pp. 504-507. Available at: doi:10.1177/1039856220953701
Kromydas, T. et al. (2022) ‘Comparing population-level mental health of UK workers before and during the COVID-19 pandemic: a longitudinal study using Understanding Society’, Journal of epidemiology and community health, 76(6), pp. 527–536. Available at: https://doi.org/10.1136/jech-2021-218561. 
Leatherbarrow, C. and Fletcher, J. (2019) Introduction to Human Resource Management: a guide to HR in practice. 4th edition. London: Kogan Page.
Linzer, M., Griffiths, E.P. and Feldman, M.D. (2022) ‘Responding to the Great Resignation: Detoxify and Rebuild the Culture’, Journal of general internal medicine: JGIM, 2022, pp. 1–2. Available at: https://link-springer-com.ezproxy.uwtsd.ac.uk/article/10.1007/s11606-022-07703-1 (Accessed: 25 November 2022) 
Living Wage Foundation (no date) What is the Real Living Wage? Available at: https://www.livingwage.org.uk/what-real-living-wage (Accessed:11 November 2022) 
McLoughlin, I.P. Garrety, K. and Wilson, R. (2017) The digitalization of healthcare: electronic records and the disruption of moral orders. First edition. Oxford: Oxford University Press.
Medina, C. et al. (2020) ‘Living wage in the framework of corporate social responsibility: Analyzing its impact on consumer response’, Corporate social-responsibility and environmental management, 27(5), pp. 2060–2070. Available at: https://web-s-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=cf5740d3-169f-4d5d-82fa-b25a5e3690bd%40redis (Accessed: 30 November 2022)
Menachemi, N. and Collum, T.H. (2011) ‘Benefits and drawbacks of electronic health record systems.’, Risk management and healthcare policy., 4, pp. 47–55. Available at: https://www.proquest.com/docview/2222569941?accountid=130472&parentSessionId=hU8NczaKmhfmWfd%2FN052rbMcACPTOc9NQgkdmO4wSrw%3D&pq-origsite=primo (Accessed: 30 November 2022)
Michael Page (2022) The Great Resignation: What’s really happening in the UK? Available at: https://www.michaelpage.co.uk/advice/management-advice/attraction-and-recruitment/great-resignation-whats-really-happening-uk  (Accessed: 28 October 2022) 
Mohdzaini, H. (2020) New Technology and Employee Resistance. [Newsletter] Available at: https://www.cipd.co.uk/news-views/nutshell/issue-100/technology-employee-resistance (Accessed 30 October 2022) 
Mohdzaini, H. (2021) Technology and the Future of Work. Available at: https://www.cipd.co.uk/knowledge/work/technology/emerging-future-work-factsheet (Accessed: 06 November 2022)
Neal, K. and Webster, P. (2022) ‘The “cost of living crisis”’, Journal of public health, 44(3), pp. 475–476. Available at: https://doi.org/10.1093/pubmed/fdac080. 
NHS (2019) The NHS Patient Safety Strategy. NHS England. Available at: https://www.england.nhs.uk/wp-content/uploads/2020/08/190708_Patient_Safety_Strategy_for_website_v4.pdf (Accessed 06 November 2022) 
Living Wage Foundation (2022) What is the Real Living Wage? Available at: https://www.livingwage.org.uk/what-real-living-wage (Accessed:11 November 2022) 
McKee, J. (2022) Critical analysis and architecture for strategic business planning. Pennsylvania: Business Science Reference.
Marchington, M. et al. (2020) Human Resource Management at Work: The Definitive Guide. London: Kogan Page.
Nowell, L. (2022) ‘Helping nurses shift from the great resignation to the great reimagination.’ BMJ: British Medical Journal, 78, p117. https://doi-org.ezproxy.uwtsd.ac.uk/10.1111/jan.15403
Office for National Statistics (2022a) Business energy spending: experimental measures from the Office for National Statistics’ business surveys. Available at: https://www.ons.gov.uk/businessindustryandtrade/business/activitysizeandlocation/articles/businessenergyspendingexperimentalmeasuresfromtheofficefornationalstatisticsbusinesssurveys/2022-09-07#comparison-with-the-june-2022-business-insights-and-conditions-survey (Accessed: 11 November 2022) 

Office for National Statistics (2022b) Economic Activity and Social Change in the UK, Real-time Indicators:13 October 2022. Available at: https://www.ons.gov.uk/economy/economicoutputandproductivity/output/bulletins/economicactivityandsocialchangeintheukrealtimeindicators/13october2022  (Accessed: 20 October 2022) 

Office for National Statistics (2022c) Reasons for Workers Aged Over 50 Years Leaving Employment Since the Start of the Coronavirus Pandemic: Wave 2. Available at: https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/reasonsforworkersagedover50yearsleavingemploymentsincethestartofthecoronaviruspandemic/wave2#job-appeal-as-a-factor (Accessed: 28 October 2022)
Office for National Statistics (2022d) The cost of living, current and upcoming work: September 2022. Available at: https://www.ons.gov.uk/economy/inflationandpriceindices/articles/thecostoflivingcurrentandupcomingwork/september2022 (Accessed: 06 November 2022) 
Office for National Statistics (2022e) What actions are people taking because of the rising cost of living? Available at: https://www.ons.gov.uk/peoplepopulationandcommunity/personalandhouseholdfinances/expenditure/articles/whatactionsarepeopletakingbecauseoftherisingcostofliving/2022-08-05 (Accessed: 11 November 2022) 
Palmer, B. (2022) Chart of the week: Staff vacancies and shortfalls in the NHS | The Nuffield Trust. Available at: https://www.nuffieldtrust.org.uk/resource/chart-of-the-week-staff-vacancies-and-shortfalls-in-the-nhs#:~:text=Using%20Nuffield%20Trust%20estimates%2C%20the,NHS%20Professionals%20from%20May%202021. (Accessed: 28 October 2022).
Rafferty, A.M. and Holloway, A. (2022) ‘A prescription for nursing: five measures to remedy the ills of the profession’, BMJ (Online), 376, pp. 357. Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/2627302171?pq-origsite=primo&accountid=130472 (Accessed: 11 November 2022) 
Serrat, O. (2017) Knowledge Solutions Tools, Methods, and Approaches to Drive Organizational Performance. 1st ed. 2017. Singapore: Springer Singapore. 
Sancta Maria Hospital (no date) Sancta Maria Hospital About Us. Available at: https://hmtsanctamaria.org/about-us/ (Accessed: 06 November 2022) 
Sancta Maria Hospital (2021) The new HMT Sancta Maria Hospital. Available at: https://hmtsanctamaria.org/new-hospital/ (Accessed: 24 November 2022) 
Sancta Maria Hospital (2022a) 2022 Salary Report. Internal Sancta Maria Hospital report. Unpublished. 
Sancta Maria Hospital (2022b) Staff Demographic Review. Internal Sancta Maria Hospital report. Unpublished. 
Spencer, D.A. (2018) ‘Fear and hope in an age of mass automation: debating the future of work’, New technology, work and employment., 33(1), pp. 1–12. Available at: https://web-s-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=9d493e87-b6f7-4c8f-9573-5e7b31d4f821%40redis (Accessed: 20 November 2022)
Suff, R (2022) Health and Wellbeing at Work. CIPD Available at: https://www.cipd.co.uk/knowledge/culture/well-being/health-well-being-work  (Accessed: 11 November 2022) 
Taylor, S. and Perkins, G. (2021) Work and Employment in a Changing Business Environment. 1st Edition. London: Kogan Page 
Taylor, S. and Woodhams, C. (2022) Human Resource Management: people and organisations. 3rd Edition. New York: Kogan Page
Torjesen, I. (2022a) ‘Exclusive: Hospitals will be hit with “eye watering” energy bills this winter’, British Medical Journal, 378, pp. 2088. Available at: https://doi.org/10.1136/bmj.o2088
Torjesen, I. (2022b) ‘Rising cost of living is worsening NHS workforce crisis and workload’, British Medical Journal, 378, pp. 2364–2364. Available at: https://doi.org/10.1136/bmj.o2364
Tsianakas, V. et al. (2012) ‘Implementing patient-centred cancer care: using experience-based co-design to improve patient experience in breast and lung cancer services’, Supportive care in cancer: official journal of the Multinational Association of Supportive Care in Cancer., 20(11), pp. 2639–2647. Available at: https://doi.org/10.1007/s00520-012-1470-3
UKCES (2014) The Future of Work: Jobs and Skills 2030. Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/303335/the_future_of_work_key_findings_edit.pdf (Accessed: 21 October 2022) 
Vreede, P. (2009) ‘How do I maintain morale while downsizing?’, Strategic HR review, 8(3), p. 44. Available at: https://doi.org/10.1108/shr.2009.37208cab.005
Weldon, D. (2022) ‘The coming storm: As rising energy and food costs push inflation to a 40-year high and Britain faces a punishing recession, Conservative leadership contenders have singularly failed to grasp the scale of the crisis’, New statesman, 151(5682), p. 18 -21. Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/2706879277?OpenUrlRefId=info:xri/sid:primo&accountid=130472 (Accessed: 11 November 2022) 
Wheatley, D. (2022) Is it possible to counter the ‘Great Resignation’? Available at: https://www.peoplemanagement.co.uk/article/1794858/possible-counter-great-resignation (Accessed: 24 November 2022) 
Whitehouse, E. (2019) There’s more to workforce wellbeing that free fruit Fridays, People Management. Available at: https://www.peoplemanagement.co.uk/article/1746440/more-wellbeing-than-free-fruit-fridays (Accessed 30 October 2022) 
Whyman, P.B. and Petrescu, A.I. (2015) ‘Workplace Flexibility Practices in SMEs: Relationship with Performance via Redundancies, Absenteeism, and Financial Turnover’, Journal of small business management, 53(4), pp. 1097–1126. Available at: https://www-tandfonline-com.ezproxy.uwtsd.ac.uk/doi/full/10.1111/jsbm.12092 (Accessed: 24 November 2022) 
Williams, N. (2009) ‘Staff morale in decline as redundancies soar’, Personnel Today, (216), pp. 43. Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/229905621/fulltext/F4B604BB55254211PQ/1?accountid=130472 (Accessed: 30 October 2022) 
Zerihun, M. Cunado, J. and Gupta, R. (2017) ‘Are Health Care Expenditures and Personal Disposable Income Characterised by Asymmetric Behaviour? Evidence from US State-Level Data’, Social indicators research, 131(2), pp. 527–542. Available at: https://doi.org/10.1007/s11205-016-1275-8. 

2 | Page

image22.png





 


 


 


The Major Environmental Factors Affecting 


Organisations


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


Grahame Chapman


 


 


Student No. 


0750314


 


 


 


 


 


 


 


 


Word Count: 384


6


 


 




      The Major Environmental Factors Affecting  Organisations                                  

  Grahame Chapman     Student No.  0750314                 Word Count: 384 6    

