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Executive Summary
Title
The major environmental factors affecting organisations.
 Project Purpose – background
To critically examine 3 factors of the PESTLE tool that affect Natural Resources Wales (NRW) and how the organisation’s corporate and human resources strategies are affected.
Main findings
The PESTLE critical analysis for technology highlights the lack of an e-recruitment system at NRW.  NRW are failing to attract and retain employees to roles, and currently there is a high rate of vacancies.  The current manual recruitment system is failing to attract new employees and human error is impacting the process, as there is no automated system to track and manage the applications.
The second critical analysis highlights that NRW are failing to ensure compliance with health & safety legislation, as there is failure to effectively manage training records and to ensure staff are adequately trained and competent in their role.  This breach of health & safety legislation could result in fines, notices and imprisonment as this is a lapse in criminal law.
The final critical analysis notes the economic factors affecting employees due to the cost-of-living crisis that is currently griping the UK and the effect on staff wellbeing.  NRW provide a number of support services to staff to ensure their wellbeing and the financial crisis is included in these offerings.  NRW need to continue to support staff in this area.
Recommendations
NRW are asked to approve the priority 1 as soon as possible.
Implications.
It is recognised that the mismanagement of human resources and health and safety has significant financial and legal implications. NRW will need to ensure they implement new systems in place in order to manage the human resources and health and safety risks and therefore reduce any associated costs. As well as protecting and safeguarding the employees and those working on and using the estate NRW manage, there could be significant financial and legal implications arising from failures to implement a robust system. 
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[bookmark: companypro]Company Profile
Natural Resources Wales (NRW) is the largest Welsh Government Sponsored Body - employing about 2,300 staff across Wales with a budget of £180 million. NRW formed in April 2013, largely taking over the functions of the Countryside Council for Wales, Forestry Commission Wales and the Environment Agency in Wales, as well as certain Welsh Government functions.  NRW work across the whole of Wales.
NRW are issued with a remit letter at the start of each financial year setting out what the Welsh Government wants NRW to undertake.

NRW has several roles and responsibilities as listed below:
· Adviser: principal adviser to Welsh Government, and adviser to industry and the wider public and voluntary sector, and communicator about issues relating to the environment and its natural resources
· Regulator: protecting people and the environment including marine, forest and waste industries, and prosecuting those who breach the regulations that we are responsible for
· Designator: for Sites of Special Scientific Interest – areas of particular value for their wildlife or geology, Areas of Outstanding Natural Beauty (AONBs), and National Parks, as well as declaring National Nature Reserves
· Responder: to some 9,000 reported environmental incidents a year as a Category 1 emergency responder
· Statutory consultee: to some 9,000 planning applications a year
· Manager/Operator: managing seven per cent of Wales’ land area including woodlands, National Nature Reserves, water and flood defences, and operating our visitor centres, recreation facilities, hatcheries and a laboratory
· Partner, Educator and Enabler: key collaborator with the public, private and voluntary sectors, providing grant aid, and helping a wide range of people use the environment as a learning resource; acting as a catalyst for others’ work
· Evidence gatherer: monitoring our environment, commissioning and undertaking research, developing our knowledge, and being a public records body
· Employer: of almost 2,300 staff, as well as supporting other employment through contract work







[bookmark: intro]Introduction
Pestle is a tool used to analyse key factors that can affect businesses, by assessing outside issues to highlight/address any concerns in a timely manner (CIPD,21).  The following factors form part of PESTLE and are studied to understand the external issues that will and could have an impact on the organisation:-
· Political, 
· Economic, 
· Sociological, 
· Technological, 
· Legal and 
· Environmental.
The use of PESTLE as an analysis tool can benefit NRW as it will inform the business of the external factors and how they can internally affect the business and its employees. The aim is that the business addresses these areas in a timely manner, so that they are ahead of any competitors and can adapt and amend accordingly to ensure the business is still effective and efficient.  The analysis looks at both the positive factors that affect NRW and the benefits they reap, but also the threats, both now and in the future.  
In the past two years, there has been uncertainty for organisations, with the Covid 19 pandemic, the war in Ukraine and now the cost of living crisis, these all have and continue to affect NRW in different ways.  Some of the above factors can be have a greater effect on the business than others, so a public sector organisation, NRW will need to assess the political, legal, and environment, as these play a vital part in the organisation and its remit. 
Pestle can be used to update a number of strategies within the business, such as the HR strategy, workforce planning, wellbeing health & safety, financial planning, etc.  The purpose of using PESTLE is to ensure that the strategies are amended to reflect any changes that can be seen to affect NRW and that they can implemented if concerns are raised.  
There are disadvantages with using this analysis tool, as it takes resources in terms of staff, time and money to commit to undertake the PESTLE tool.  The PESTLE analysis tool has to be undertaken at regular intervals, it is not a one off assessment.  Therefore, NRW will need to decide if they have the adequate resources in place and available to undertake the analysis, and in turn will the benefits of using PESTLE bring the perceived assistance and support to NRW.  This method of analysis does not consider NRW’s internal strengths and weakness, so the SWOT analysis will also need to be used together with PESTLE to ensure the whole picture is assessed.


 



[bookmark: tech]Critical analysis of PESTLE - Main Findings for Technology

Natural Resources Wales (NRW), as an enforcement body has statutory duties to undertake, which ultimately requires employees to fulfil these tasks.  NRW also has specialist areas of work, which can be difficult to recruit to, as the roles are very specific to environmental works e.g. Forest Regulation and Tree Plant Health Advisor. Currently NRW has a high vacancy rate, 11%, which is highlighted as a concern.  Therefore, NRW is struggling to recruit staff to the organisation. It can be confirmed that many businesses are having difficulty in the recruitment of staff (Sky, 2022). NRW will need to understand that a speedy recruitment process is essential at any time but especially when the labour markets are so competitive and thus the importance of recruiting the best candidate for the role (CIPD, 2022).  It is necessary for organisations to work more effectively and efficiently to attract and retain staff to delivery their services (CIPD, 2022).
NRW researched, developed and launched a People Strategy 2022-2025, which covers 5 key areas, and one pledge is to attract and retain staff to support the work for climate change.  This shows the commitment from NRW to have the right number of staff employed, so as an organisation, NRW can play its role in tackling the climate emergencies.  This strategy has been approved by the NRW Board and Executive Team.
Investment in technology is vital for any business to thrive, and the recruitment of staff is fundamental to the success of the organisation and for NRW to undertake its duties.  NRW has not invested adequate resources, that of both time and finance to deal with the recruitment of staff. NRW’s recruitment process is totally dependent on a small team to deliver a successful activity. There is no e-recruitment system in place at NRW and currently it is a manual system.  In the past six months, there have been two incidents of human error in the recruitment process, a missed application in the mailbox and equal opportunities information being sent to the recruiting manager.  These errors have legal and reputational implications for NRW. An e-recruitment system will benefit NRW with use of the web-based technology to fulfil the whole process and provide an attractive platform to attract potential candidates (talentlyft, 2022). 
As one of the errors related to a missed application, the investment in an e-recruitment system would reduce the manual element of the process and minimise the human error aspect.  The potential candidate had to contact NRW’s recruitment team to ascertain the progress of their application, and that is when it was highlighted that the application had been missed. Human errors in the recruitment system can be costly for the organisation, even in a successful business (seemehired, 2022).   As part of an e-recruitment system an applicant tracking system (ATS) will allow monitoring of the application for both the employer and candidates and avoid any missed applications (Talos360, 2021).
NRW is the largest Welsh Government (WG) Sponsored Body, employing 2,500 staff across Wales with a budget of £180 million and was formed in April 2013.
NRW receive a remit letter from WG at the start of each financial year detailing what NRW must achieve (Welsh government, 2022).  The remit letter includes the financial settlement for NRW, so enables the ability to forecast the recruitment needs.  There needs to be a quick and effective recruitment process in place to attract and recruit the staff to undertake the objectives set by WG.  Recruitment processes can take far too long, and this is where some organisations risk losing their desired and chosen candidate (HR, 2022).  The quicker the process, the greater benefits are for both the prospective candidate and NRW.  Currently, with the high vacancy rate at NRW, a proficient recruitment process is required, otherwise, this will cost the business, in the lack of services delivered and with the added pressures placed on the existing staff to undertake the additional tasks as noted in the remit letter.  The e-recruitment system will improve our NRW brand and with potential candidates as the current system is a not fit for purpose.
It has been noted that the quicker the process the more the organisation will benefit, in terms of service delivery and the wellbeing of the existing staff (BBC Worklife, 2021).  
Recruiting talent is necessary to the success of any business, as staff are the key source to that organisation and acts as an advantage to that organisation (mrkassociates, 2022).
Linked to the need to recruit staff in a speedy manner are the costs related to the mis-management of the recruitment process.  If the recruitment process is long winded this can add to the financial impact of the business.  More organisations are planning to invest resources, time and money in HR software systems (CIPD,2022).
The NRW People Strategy indicates the importance of attracting the best employees and this is the most important element to that strategy and NRW as a business (jarell.co.uk).
NRW need to truly appreciate the cost it could face by not investing in technology and understanding the consequences that will bring. The lack of foresight and planning in this area, is now having an impact on the service delivery and the current staff employed.  How will WG react to NRW failing to deliver the set objectives as stated in the remit letter? What consequences will be served on NRW? 













[bookmark: legal]Critical analysis of PESTLE - Main Findings for Legal
Natural Resources Wales (NRW), as an enforcement body itself undertakes statutory duties in relation to environmental matters and are a regulator.  This role is about protecting people and the environment including marine, forest and waste industries, and prosecuting those who breach the regulations.  Like other organisations NRW are required to fulfil the other legal aspects.  Health and Safety legislation is one area that must be adhered to.  In 1974, The Health and Safety at Work etc. Act 1974 (HSWA) was launched, as the number of fatal accidents were rising in the UK and no law was in place that covered many of the different types of workplaces. The main aim was to reduce and hopefully eliminate the work-related deaths, accidents and ill-health.
The Health and Safety Executive (HSE) like NRW are an enforcing body for health and safety matters. The legislation covers many areas of health and safety, such as working at height, manual handling, fire, display screen equipment (HSE, 2022) Failure to comply the HSWA will result in criminal action and organisations are subject to fines, notices of contravention and possible imprisonment (HSE, 2022).  A recent fine for a multi-national organisation was approximately £1.8 million and associated costs (legal) of £92,00.00 for failing in the management of health and safety which includes training provision for staff (Skillcast, 2022).  
NRW is required to provide suitable and sufficient training for all its staff, this is a legal requirement, as detailed in HSWA. In December 2021, NRW were awarded registration to ISO 45001, the occupational health and safety standard which is assessed by independent and external health & safety qualified auditors (ISO, 2022).  A major non-conformity was raised in that NRW had failed to ensure adequate training was being delivered to staff and the lack of records/certificates to prove as verifiable evidence that the training had been undertaken.  This is a breach of not just the ISO standard but the HSWA.
NRW have failed to provide adequate resources in this area of health and safety legislation, as no training needs analysis has been undertaken and no centralised learning management system (LMS)has been procured and implemented.  By providing the necessary health and safety training to staff, organisations will safeguard the employees and create and positive culture where staff feel competent and empowered to their job in a safe manner (HSE, 2022). 
A LMS is a web-based/on-line management system to manage an organisation’s learning.  This system can plan, alert and store training information which is vital to defend any criminal law claims that an organisation might face.
For all organisations, there will be a need to have verifiable records/certificates of health and safety training being undertaken by their staff, NRW are no different, is it this evidence that the HSE would require.  As NRW does not have a centralised store for the training certificates, NRW would have difficulty in providing these records (Tap into Safety, 2022)
The benefits of an effective LMS in NRW will outweigh the initial costs to purchase the system (In2itive, 2022).  Having a LMS will save NRW time, money and resources in the management of training and learning.  The LMS will give a platform for all within NRW to manage their training and development, as they will have access to their own training plans and courses.  This will lead to staff feeling in control of their own development and feel empowered to seek to improve their skills (spekit, 2022).  The implementation of a LMS will increase staff motivation as increased skills and competency to do the job safely.  With an effective LMS in place, the mangers’ at NRW will have up-to-date training data at a touch of a button, which will provide them with an overall picture of the training that has taken place and what is planned in the future, so managers can arrange resources to accommodate the forthcoming training.  This will enable NRW to fulfil its work tasks and protect the people of Wales (Cloud assess, 2021).
A LMS will make the training and development function much sleeker and user friendly (Indeed, 2022). NRW currently have a training tracker, an excel spreadsheet, which holds a great amount of vital training data.  This is not fit for purpose and there are regular technical issues with the tracker as it contains far too much data. In order to produce training reports for senior managers, this is a manual task undertaken by the training team and takes time to gather the information (Indeed, 2022).
Without an LMS, there is a more difficult task for the team, in terms of the manual input of records, highlighting of expired training, in critical safety legal areas, and reports of staff attendance at courses etc. With the manual aspect it can lead to human errors and could even lead to misinterpretation to the HSE and the Coroner (Commlabindia, 2021).
Can NRW afford both financial and reputationally not to invest in a LMS? The possible fines and imprisonment alone should ensure that senior managers focus on this important health & safety legal element and provide the necessary funding.  It should be noted that NRW have a moral duty of care to protect staff and by providing appropriate training and development in a suitable platform will highlight to staff the importance of health and safety. 














[bookmark: economic]Critical analysis of PESTLE - Main Findings for Economic
With the release of the United Kingdom (UK) Government’s autumn budget statement, this highlighted and confirmed what many organisations were expecting, including NRW.  Unfortunately, it is a time of momentous economic challenge for all, households and businesses alike.  The combination of the aftereffects of debt following Covid 19, sadly, the war in Ukraine, the constant raising of inflation and the increase in fuel cost has resulted in a cost of living crisis (HM Treasury 2022). In addition, the Bank of England has tried to tackle the rapid increase in inflation, by increasing interest rates, which ultimately means that mortgages will be more expensive (Moneysupermaket, 2022).  The view is that this will only become more a problem for households with mortgages as the base rate will increase over the next 12 -18 months. So, this with the increase of energy costs will impact on the wellbeing of the employees with NRW (Moneysupermaket, 2022). 
From the current cost of living crisis, this undoubtedly affects both an organisation and employee’s wellbeing. NRW are no different to other businesses when facing this difficult situation.  NRW’s occupational health data shows an increase in the number of referrals to the external occuaptionl health provider for mental health. The effect of the financial pressure on employees is at a high level (Champion Health, 2022).
Evidence shows that there is a sark warning of a growing mental health issue which will affect the UK as the economic crisis hits staff (Health Foundation, 2021).
To address the economic concerns that staff might face will only help NRW in the long term.  If employees are struggling with their own household budgets, then this will ultimately affect their mental health.  It is a caring and supportive organisation that will assess the current situation, that of the economic crisis and take action to assist their employees. (Mind, 2021).  The wellbeing of staff at this time is vital for NRW to provide the service they are required to do by WG. 
Staff wellbeing benefits is an additional offering for employees within an organisation and assist in the recruitment and retention of staff.  These offerings can be varied but are there to assist and support the employees.  With the cost-of-living crisis the focus has been on NRW to provide financial wellbeing.  With this topic area being in the media, NRW need address this area and provide extra support for the staff.  (CIPD, 2021)
The current NRW Wellbeing, Health & Safety Strategy 2021-2024 does not include financial well-being and therefore does not highlight how NRW will address this area.  This could be due to the fact that the strategy was written before the cost-of-living crisis even began.  NRW also does not have a financial wellbeing policy which would outline the offering of support (CIPD 2022).  However, in response to the issue, NRW has recently created an intranet tile for financial wellbeing, with links and signposting to organisations.  NRW has a wide range of financial type benefits in place, these have been since NRW was established, over 9 years ago.  The standard cycle to work salary sacrifice scheme, childcare vouchers, a discount offering for staff at high street stores, interest free season ticket travel and a link to a credit union to save money.  
A major offering that NRW give staff is an Employee Assistance Programme (EAP) which is available 24 hours a day and 365 days a year.  This costs NRW a standard fee per year of £40,000.00 and is with the Care First company (Carefirst 2022).  This service is invaluable as it covers not just work-related issues, such as bullying, but personal issues as well, bereavement, legal problems and financial support. The service is confidential, and staff can seek advice and even counselling with this service.  The aim is that staff feel safe enough to seek help and support before their emotional wellbeing is affected. (Perkbox 2020).
In 2020, the Executive Team at NRW agreed to find £20,000.00 per year for wellbeing initiatives. This has previously been spent on seminars, health-related speakers and literature.  This year, part of the money has been side-lined for financial focused information, such as cost of living seminars, managing your budget and support to deal with financial problems.  NRW have to be careful as not to be seen to instruct staff what to do with their own household budgets and purely provide staff with the skills to budget and seek assistance.
With the move to hybrid working, NRW have launched their agile working policy, this will allow staff to be flexible in their working patterns, such as work from home on a more regular basis, which will lower transport/fuel costs. (Employee Benefits, 2022).
NRW need to ensure that going forward they support and assist staff in this economic crisis, otherwise NRW will fail to fulfil their duties which have been set by WG.  NRW need to develop and launch a financial wellbeing policy to highlight the benefits to staff.  Can NRW afford both financial and reputationally not to continue to support staff in their mental wellbeing in cost-of-living crisis?

















[bookmark: conclusion]Conclusion 
Pestle analysis needs to be utilised by any organisation as a way to keep ahead in business and also support and care for the staff in their wellbeing. The use of pestle will also keep the corporate and HR strategies on track and up to date, as it has been highlighted how things can change quickly, e.g., the cost-of-living crisis and how NRW can react to these emerging issues.  
It can be concluded the need to use PESTLE to make strategic decisions, so that NRW can address issues in advance before they become a major problem, which could have damaging consequences for NRW & WG, such as legal costs and to protect the wellbeing of the employees.  The critical analysis of the use of PESTLE as a tool, highlights the benefits of NRW committing resources to undertake this type of assessment, as it will prove beneficial for all.  
The 3 assessments of PESTLE show that NRW need to re-prioritise and consider the external factors which are having an effect on the business, in terms of not attracting the right people for the jobs in an efficient way, the training and development of existing staff, so ensuring legal compliance and finally the wellbeing of its employees in this cost-of-living crisis.
The findings have highlighted that NRW need to prioritise certain areas in order to avoid ligation costs and reputational damage, which as a public sector organisation could attract unwanted media attention.  
















[bookmark: recommendations]Recommendations

It can be stated that NRW need to implement the recommendations to ensure that they address the technological, legal and economics issues.  Below are those recommendations as follows: -
1). Priority 1 – purchase a learning management system - with initial outlay costs of £40,000.00, plus annual fees for the system and licences per staff – this can result in a total of over £50,000.00.
2). Priority 2 – purchase an e-recruitment system – £60,000.00 plus annual fees for the system and licences for those recruiting staff – this can result in total of over £70,000.00.
3). Priority 3 – research, develop and launch a financial wellbeing policy to align all the financial support that NRW are offering to staff at the current time and continue with the support being offered.  The costs associated with this recommendation will be staff related costs for the time and resources for the policy developed.  NRW need to continue to ensure the agreed £20,000.00 is allocated to the wellbeing budget for staff to have the additional support in this difficult cost of living crisis.
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