

Executive Summary
This report considers three of the PESTLE factors, T- Technology, S – Social and E – Environmental that are influencing Mid and West Wales Fire and Rescue Service. The report recommends that as a priority, the Service conducts an analysis of its current staff to identify any skills gaps and provide training to ensure employability in the future. Secondly, it is suggested that relationships at Public Service Boards be built to enable input in schools to support the breakdown of gender stereotypes associated with firefighting. Finally, it is suggested the Service creates a long-term plan for meeting the 2050 environmental targets and embed these throughout the Service through the development of an e-learning package.
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Mid and West Fire and Rescue Service (MAWWFRS) is a public sector organisation which covers 4500 square miles of Wales, comprising of 58 fire stations and employs around 1300 members of staff across a range of operational and non-operational categories (MAWWFire 2019b). The Service is operating in an environment that is volatile, uncertain, complex and ambiguous (CIPD, 2015) that has been part of successive public reforms for a number of years that have required it to make a number of efficiencies and a commitment to continuous improvement (Horton, 2005). 
The external contexts of HRM is continually changing (Farnham, 2015) and HR has to manage them by implementing appropriate strategies, policies and procedures (CIPD, 2019). The PESTLE tool is an instrument used to consider the impact of the external forces on the managerial and business environment and was created by Francis Aguilar in 1967 (Barik and Kumar, 2018). The tool is a simple framework and a useful tool for understanding risks associated with the potential direction for an organisation (Farnham, 2015). This can enable organisations to prepare for future threats and put measures in place to minimise or avoid their impact (CIPD, 2018). 
It has been noted however, that the data collected for this analysis can be oversimplified and subsequently used for decision making (CIPD, 2018). Authors including Sammut-Bonnici and Galea (2017) note the advantages of conducting a PESTLE in conjunction with a SWOT analysis, with the outcomes being further enhanced when combined with Porter’s Five Forces model. This model incorporates the external effects of suppliers, new entrants, consumer demand, competitive rivalry and substitute products (Sammut-Bonnici and Galea, 2017), which, according to Vining (2011), can be adapted for use in the public sector. The CIPD support the combined use of these techniques and further incorporates scenario planning (CIPD, 2018). 
Johnson et al (2011) takes this one step further by suggesting a five-stage model for analysing the environment which includes the above, with the addition of key environmental factors being identified, based on trends (Farnham, 2015).
Due to the everchanging external environment, in order for the PESTLE tool to be fully effective, it should to carried out on a regular basis, due to the pace of change making it increasingly difficult to anticipate future events affecting the organisation (CIPD, 2018) and this report recommends this as a key consideration for the Service, going forward.
This report will conduct an in-depth analysis of the impact of three PESTLE factors on the corporate and HR strategic direction in MAWWFRS. 
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According to Environmental Performance Index Research (EDOI), air pollution is the leading threat to public health, endangering 7 million lives every year (Gohd, 2018). In an effort to combat this, the world is coming together to take action on climate change.
The United Nations (UN) put in place a framework to drive forward sustainable development and climate change through the UN Sustainable Development Goals (SDGs). These include set out 17 areas for sustainable development by 2030 and include; climate action, decent work and economic growth and good health and well-being as the top three SDGs that companies are paying the most attention to (KPMG, 2018). However, according to the KPMG survey, just 40% of the world’s businesses are reporting according to the goals, with the UK higher than average at 60%.
The Paris Agreement set a vision for zero-emission practices in countries and businesses around the world in little more than a generation, according to the World Business Council for Sustainable Development (2019). However, countries are falling short on the promises set out in the Paris Agreement with renewable energy investments experiencing a decrease in developing countries in 2017 (Bloomberg New Energy Finance, 2017). 
In an effort to meet the ambitious targets, global companies including Lyft, Ikea, DHL and UPS have redefined their Corporate Social Responsibility policies to prioritize the environmental aspect of CSR (Forbes, 2018) and have included making their fleets electric and using non-emission vehicles. Through commitment to CSR, organisations look carefully at the range of stakeholders to maximise the positive impact of operations and minimise any negative effects (CIPD, 2019).  
The Environment (Wales) Act 2016, sets a requirement to reduce emissions of greenhouse gases in Wales by at least 80% by 2050 and have issued targets for renewable energy and decarbonising the public sector. 
MAWWFRS have been proactive in amending its corporate strategy to meet the ambitious targets and have set out its commitments to promoting a sustainable environment within its Environmental Statement (MAWWFire, 2018b), recognising that its operations have an effect on the global and local environment.
The Draft Corporate Plan 2020-2025 (MAWWFire, 2019b) sets ‘Our Environment’ as a strategic aim and confirms the Service’s commitment to decrease its carbon footprint by reducing the purchase of single use plastic and reducing the Service’s energy consumption. Should this target not be met, the Service will look to Public Service Board partners for best practice approaches to allow opportunities for lessons learnt (MAWWFire, 2019b). 
Highlighting the Service’s Environmental and Sustainability Procedure at induction will aid the changing of staff attitudes in future, both at work and in their private lives as consumers to provide a better and more sustainable future for generations to come. 
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The Equality Act 2010 makes it unlawful to discriminate against someone because of a protected characteristic (CIPD, 2017). However, under sections 158 and 159 of the Act, employers are able to put positive action measures in place to recruit and promote individuals they feel are under-represented within their workforce (CIPD, 2017) and can include support for underrepresented groups and approaches to decision making for recruitment and promotion (CIPD, 2019).
The Fire Vision 2024 report sets an ambitious target for Fire and Rescue Service’s to attain a 30% make-up of female new recruits by 2024/5 (Local Government Association 2018b). With 71.3% of women aged 16–64 in employment (ONS, 2018), it is surprising that just 5.7% of firefighters are female (ONS, 2019). With this statistic, it is clear to see why the LGA are promoting the use of positive action measures to attract more females to create a workforce that is more reflective of the communities they serve. However, middle managers within Saudi Arabian public service organisations have been shown to lack commitment to such action (CIPD, 2019).
MAWWFRS’ HR department have adopted positive action strategies during their previous wholetime recruitment campaigns through targeted awareness days (MAWWFire, 2018a). 
The impact of this strategy was positive for On-Call recruitment, with the number of female firefighters during 2018-19 rising by 66%, when compared with previous year (MAWWFire, 2018a and MAWWFire, 2019a). However, in line with the findings of Clark (2018, p. 159-177), little progress was being made for wholetime recruitment. This was shown through the number of females completing Stage 1 of the Wholetime recruitment campaign in 2017 compared with 2018 falling. 
It is recognised that recruitment alone cannot drive lasting cultural change and can only succeed as part of a multi-faceted strategy (MacDonald, 2019). During its 2018 recruitment campaign, London Fire Brigade turned to social media in an attempt to tackle the gender stereotype associated with firefighting through its #FirefightingSexism campaign. This called for organisations to stop using the term ‘Fireman’ and instead use ‘Firefighter’ (London Fire Brigade, 2017). Although not received positively by the general public (Local Government Association, 2018a), it did further highlight the need for a longer-term agenda for cultural change and education at school age was crucial for challenging the gender stereotype (Chwarae Teg, 2018).
MAWWFRS lists ‘Our People’ as strategic aim number one (MAWWFire 2019b) and aims to recruit, develop and retain a workforce that represents the communities they serve. 
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According to research by Frey and Osborne (2013), there is a 28% (197th/702) chance of firefighting becoming computerised. It is suggested that technology will improve the services provided to communities (Local Government Association, 2019) but there is very little chance of the occupation being replaced by Artificial Intelligence (AI)/robots (Raykov and Iqbal, no date).
During a review of Fire and Rescue Services in 2013, Sir Ken Knight’s ‘Facing the Future’ report confirmed that little had changed in firefighting technology for a number of years and innovation and evaluation was to be encouraged (Knight, 2013). 
Five years on, during the HMICFRS’ 2018/19 inspections of Fire and Rescue Services in England, it was suggested that the use of technology varied significantly across the Services examined, and although it had been expected that technology would have streamlined processes, many Fire and Rescue Services were using unreliable, sometimes paper-based systems to transfer vital information (HMICFRS, 2019).
The report did however, recognise the positive steps taken by Lancashire Fire Service who, like MAWWFRS have adopted the use of drone technology to view incidents in remote locations, as they happen (HMICFRS, 2019 and MAWWFire, 2015). 
Identifying innovative ways to enhance business processes, by making better use of technology has been listed under the strategic aim ‘Our Future’ (MAWWFire, 2019b) and a ‘Transformation 2020’ team was set up to introduce these improvements. 
As part of the project, MAWWFRS are currently running a competition through Gov Tech for private companies to develop tracking technology to improve firefighter safety (MAWWFire, 2019c) and are implementing an integrated software system to facilitate efficiencies across the Service (T20Community, 2018). 
The Next Generation First Responder program in America takes the tracking system one step further and are developing AI to enable first responders to work together more seamlessly (Department of Homeland Security, 2016). AUDREY can track firefighters and make recommendations through its integration with the Internet of Things and share information with other first responders (NASA 2018). There is potential for this to create a security risk (McKinsey, 2015) that may be overcome by developments in the Emergency Services Network (Gov.uk, 2019).
It is clear to see that technology is going to change the way we work in the future and there are going to be those with a techno-optimists view like Erik Brynjolfsson and McAfee and pessimists, like Robert Gordan (CIPD, 2019c) and with the introduction of AI into support departments that are at risk of being computerised, including accountants (94%) and human resources assistants (90%) (Raykov and Iqbal, no date), AI has the potential to leading to large-scale job losses (CIPD, 2019).
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The above considerations are just some of the main issues facing MAWWFRS at this time and have been fully considered for the benefit of this report. Having now considered each in turn, a set of recommendations are made relating to future corporate and HR strategy and will be discussed in order of priority. 
Tyson (1995) defines HR strategy as ‘A set of ideas, policies and practices which management adopt in order to achieve a people management objective’ (Tyson, 1995), to make a specified and added-value contribution to achieving broad goals (CIPD, 2017). Within MAWWFRS, strategy is based upon the rational approach, involving analysis, vision, mission and a statement of it’s goals (CIPD, 2019b). Quinn (1980) provides an alternative definition, based on the emergent approach model, which offers no single objective of strategy and emerges overtime (CIPD, 2019). 
Due to the financial pressures currently experienced within MAWWFRS, the following recommendations, although recognising the existence of alternative models (‘best-practice’ and ‘resource-based thinking’) will be based on a best fit approach, while maintaining an ethical conscience (CIPD, 2019). 
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Corporate strategy will need to recognise the potential impact on jobs in the future as technological advancements are made. Current resources should be mapped to identify any capability gaps (McKinsey, 2018) and Human Resources should maintain engagement with the workforce and share a people-focussed technology strategy (CIPD, 2019a) as it moves through these uncertain times, while managing the psychological contract with staff. McKinsey supports that re-skilling and upskilling workers should become a top chief executive and government priority.
[bookmark: _Toc25011990]2 Social

Corporate strategy should aim to collaborate at Public Service Boards, to enhance relationships within schools to educate and break down the gender stereotypes (Macdonald, 2019 and EHRC, 2018). HR should adapt the job adverts for wholetime recruitment to reflect the different skills sets required for the modern firefighter (MacDonald, 2019).
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Future corporate strategy for meeting the ambitious targets set by Welsh Government should include the creation of a long-term plan for meeting the targets. HR can complement this by training employees at all levels on their social and environmental responsibilities (CIPD, 2017). 
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Recommendation

	

Action
	

Resources

	

Action Owner
	

Target Date

	Map current resources to identify capability gaps.
	Redesign jobs based on the nature of the AI impact on roles and encourage employee voice through a communication strategy.
	Head of HR time, Pilat Gauge job evaluation software (£13,000), TU representative time for consultation, ICT technician time 
	Head of HR
	Q2 2020

	
	Create a training plan and map talent for roles most likely to be computerised.
	Head of HR time, Head of People Development time.
	Head of HR
	Q1 2021

	Collaborate at Public Service Boards to enhance relationships within schools and break down gender stereotypes.
	Make connections with local colleges offering public services courses and develop a standardised toolkit for engagement.

	ED&I Officer, Firefighters from under-represented groups, school time, Microsoft Word to create toolkit 
	
ED&I Officer
	Q3 2021

	
	Adapt job adverts for wholetime firefighter to reflect the current role.
	Human Resources Officer time, Microsoft Word.
	
Head of HR
	
Q1 2020 

	Develop a long-term strategy to meet the environmental targets set for 2050 and embed throughout the organisation.
	Create an e-learning package for dissemination via the moodle page.
	Time of individual creating learning package, Moodle, PowerPoint.
	Head of Corporate Communications and Business Development 
	Q1 2022



