


[bookmark: _Toc100069747]Executive Summary
This report will contain an analysis of the PESTLE tool and identify the advantages and disadvantages that organisation will face when implementing this tool. It will also identify the two external factors having the biggest impact on the organisation. 
To conclude a list of recommendations will identify what USE can put in place to minimise the effect of the technology and skill shortage external factors identified.  
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Unit Superheater Engineering Ltd (USE) is an engineering and manufacturing office and workshop based in Swansea. USE is part of a wider group company, UnitBirwelco Ltd (UB), who have a further 4 divisions who specialise in the same sector in the UK. USE has a total of 57 employees based across the office and workshop. 
This report will contain an analysis of the PESTLE tool that organisations can use as well as focusing on the two main factors that will have a major impact on USE. Part of UnitBirwelco organisation strategy is to use IT and digitalisation to streamline processes and maximise efficiency (Wilkinson, 2019) therefore the increased use of technology will be a given across the organisation. Another external factor that will be focused on during this report will be Skill Shortages, it is becoming apparent this is having a major impact on the manufacturing sector and something that USE will need to focus on. 
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As defined by the (CIPD, 2021) PESTLE is a study of the key external factors such as Political, Economic, Sociological, Technological, Legal and Environmental that will have an impact on an organisation allowing management to put in place strategic plans and decisions to help the organisation grow.
There are many advantages for organisations to carry out a PESTLE analysis, one the main advantages as identified by (Frue, 2016) is it being a cost-effective analysis to understand the external factors that would affect the organisation and how management can implement approaches to minimise the impact of these factors. Another advantage is that a PESTLE can also highlight the opportunities the organisation can take advantage of to improve and have a competitive market advantage. 
With the above being said PESTLE can also come at a disadvantage to the organisation. One of the main disadvantages written in (CIPD, 2021) factsheet is that if the PESTLE analysis is not carried out frequently it will not hold the most up-to-date information and data. With PESTLE focusing on the external factors impacting an organisation these can change rapidly with the ever-changing economy, technology and laws. Therefore, ensuring the analysis is updated frequently will guarantee the most up-to-date information is used to put in place strategic plans.  
Another disadvantage that organisations may see with a PESTLE is that it does not highlight the internal factors that would be affecting or influencing the organisation. To look carry out an analysis of the internal factors a SWOT analysis would be best suited, as found by (Nishadha, 2021) if a PESTLE is carried out without a SWOT there is no clear identification to the external factors and how the organisation is being affected.
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Skills shortages
Skills shortages are found to be an issue in the majority of organisation sectors and industries, as identified by (Charlie Bell, 2019/20) that just under 309,000 of vacancies were found across 169 of different occupations. With 33% of these vacancies being considered hard to fill, up from 6% in 2015 to 8% in 2019. Skill shortages account for 22% in the UK with 79,000 vacancies across 163 occupations. 
Identified by (Fractory_Inc, 2020) the manufactory industry has faced the greatest skill shortage in 30 years, with 81% of manufacturers reporting that in 2018 they are struggling to find employees with the right qualification and experience to fill roles and organisation are concerned that they will see worker shortages. 
Skills shortages are increasing becoming an issue for USE in the workshop as well as in the office, the main roles that are being affected are Engineers, Welders and Fabricators. It has been recently noted that within USE 12% of employees are reaching retirement age, this is confirming the fact stated by (Carter, 2020) that the largest group of employees within the manufacturing industry are aged over 40, and many of these people are reaching retirement age. Another study identified by (Makers, 2021) where the Government found that to fill the skills gap 186,000 Engineers will be required annually until 2024 with almost 20% of existing employees due to retire by 2026. 
Although the number of people reaching retirement age is a major factor impacting the skills shortage, another factor is the lack of knowledge and experience in the younger generation. The majority of workers that are reaching retirement age in USE are long serving employees who hold a vast amount of knowledge and experience of the company and its industry, this is also having an impact to the organisation as the experience is not something that can be brought to the company easily. As it stands USE has the approach to only hire / take on new employees when existing employees only have a few weeks left or have already left. 
Another reason a skill shortage is being seen in the manufacturing industry as identified by (Neil Sharp, 2020) is due to the advanced in technology being used, such as AI. A (Study, 2019) found that the technology skills for positions in this industry is increasing by 20% each year.
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Technology and the effects on generations
USE has recently started the process of Digitalisation, this is demonstrated in the organisation strategy which identifies one of the aims of the organisation is to improve the use of IT and digitalisation to streamline and maximise efficiency (Wilkinson, 2019). This has seen more of an impact over the COVID-19 pandemic, where organisations have had a push for an increase in technology as a result of hybrid and home working. Identified by (McKinsey, 2020) the Global average share of digital interactions are up from 36% in December 2019 to 58% in July 2020, meaning in seven months it has increased 22%, compared to June 2017 and May 2018 which didn’t see any increase.
However, it is argued that an increase in technology is not always beneficial to employees and the organisation. As identified by (Forbes, 2017) organisations must ensure that to increase productivity in the workforce the technology utilised must be correct, as well as ensuring the roll out of the appropriate training to employees is completed effectively. It is also stated by (CIPD, 2020) that 50% of employees who have reported a change in the use of technology feel they require more knowledge and skills to carry out their job role. As well as 40% of them feeling that their tasks are now more complex, and 80-93% of employees don’t believe an increase in technology has improved the business or its performance. 
One of the biggest factors identified within USE is how different generations have adapted to the new technology available. The main workforce within USE are, what are known as, the Generation X and Millennials generations. Since having to adapt to the new online resources and technology that has been introduced we have seen noticeably different outcomes in the effectiveness, in terms of Teams and face to face learning. Barindra De (De, 2018) noted the differences within the article Traditional Learning Vs. Online Learning, where people stay away from online methods of learning due to the misconception, as traditional learning as seen as classroom learning which allow the student and teacher to interact and guide the teacher to understand the strengths and weaknesses of the student.
Technology in the recruitment process
One of the areas that USE is specifically looking at is improving is the increased use in the HR department to assist with the recruitment process. As mentioned in the (CIPD, 2021) factsheet although technology and the use of AI is going to reduce the number of everyday tasks, it can also create new job roles and improve the quality of existing jobs within an organisation. With an enhanced use of AI for recruitment it would assist with the beginning of the recruitment stage and attract the correct candidates for the role and reduce the number of irrelevant applications received (TalentAdore, 2021). As confirmed by (Windley, 2021) it is found that up to 40% of a recruiter’s time is spent going through CV’s and applications and entering this data into a tracking system. However, there are many implications when putting in place technology purely for the recruitment process, (Tan, 2022) states that employers can easily breach UK data protection and anti-discrimination laws. To overcome this there must be some form of human intervention in the process, it cannot be solely based on AI decisions otherwise this will not be meeting UK GDPR, which states that candidates have the right for decisions to be made based solely on automation processes.
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To conclude the biggest two external factors that are affecting USE are the skill shortage in the manufacturing industry due to the rise in employees retiring. This is causing an issue in USE as the workforce is not kept at an adequate level to ensure the knowledge and expertise is not lost with those employees who are retiring. 
Another issue affecting USE in the increased use of technology and how this is affecting the generations within the organisation and specifically within the HR department in the recruitment process.  To ensure this is kept up to date the appropriate training needs to be rolled out in a variety of programmes. 
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The first recommendation is to have a greater influx on apprenticeships to aid with skill shortages and boost knowledge and experience in the organisation and industry. This should be on a yearly basis to ensure the number of apprentices that stay in the organisation meet the percentage of employees leaving or retiring. As identified by (Carter, 2020) millennials will make up 75% of the workforce by 2025. Therefore, ensuring we start younger people can boost the knowledge and experience of the organisation. According to (Statistics, 2022) the average weekly wage for the manufacturing industry is higher at £600 compared to the UK average of £516 giving an advantage to apprentices coming into the industry. 
There are many Government funded training organisations that provide apprenticeship training for and to the manufacturing industry, one of these including (Training, 2022) the apprenticeship includes both employment and onsite assessments to ensure the best possible experience in provided to both the organisation and the apprentice. There is no special eligibility apart from the need to be over 16 years of age, in no other training or education and the employment must be industry related. 
The second recommendation would be for USE to adopt a training programme specifically for technology used within the organisation. To ensure all employees benefit from the technology provided (Khadim Batti, 2021) believes that training should be personalised, having personalised training in place provides the individuals with what they need resulting in a beneficial learning experience. Digital tools can be utilised to generate custom learning based on the employee and their responsibilities, targets and goals. 
Although using technology maybe seen as a hindrance to some employees, if this is adapted into the learning programme new skills and knowledge will be learnt and will aid in the general use of technology within the employee job role. This is confirmed by (Horne, 2018) who states that introducing technology into the learning of employees prepares them for the “next wave” of technology. 
(Noor ul Arfeen, 2016) states that ensuring there are a variety of methods using for each training need establishes the most effective way to support employees in their learning and also retain the information, this confirms the need to provide a variety of different programmes, guides, training session to suit all employees and ensure they gain the knowledge required. 
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