



Executive Summary
This report contains an examination for the use of PESTLE within organisations and how this can assist them with analysing external factors informing them of strategic directions. 
Throughout the report, research has been gathered to identify areas of importance to South Wales Police at this time that will continue to allow the force to meet its aim of being the best at protecting the communities that it serves.
Recommendations are aligned to the research gathered and are foundations for South Wales Police to understand how to being to tackle the short and medium term issues that are identified, improving or changing future corporate and HR strategy.
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[bookmark: _Toc99639161]Introduction 
PESTLE analysis a situational analysis tool for business evaluations (Perera, 2017) highlighting key external factors can influence and impact an organisation (CIPD, 2021a). The acronym stands for, political, economical, sociological, technological, legal and environmental. It is used to encourage the best strategies for organisations and HR, as a cohesive transparent goals, improve trust in an organisation's employees (Farnham, 2015).
PESTLE does assist with the minimising of threat and maximising opportunities, it allows for opportunities to work alongside other partners, organisations and experts (CIPD, 2021a). It is a cost-effective analytical tool that organisations who do not have the funding can complete, as all it requires is a simple document through resources already available and means that all areas are covered that might not have been considered, enhancing and broadening an organisations strategical approach (Frue, 2016).
Although PESTLE takes time to complete which means that constant review of information is required, political parties and law can change overnight and this may impact some organisations such as the public sector more than others (Frue, 2018).
This analytical tool guides people professionals and Senior managers in strategic decision making to assist in best possible outcomes for attractiveness, market potentials, performance requirements and predicting future trends to allow for growth and success of an organisation (CIPD, 2021a and Perera, 2017). However, as it is limited to only the external factors affecting organisations it will also need to be worked alongside other tools such as SWOT analysis to further understand the internal threat and opportunities (Oxford college of Marketing, ANON). 
STEEPLE is another version of PESTLE that takes the analytical tool to a further level by including Ethical (Mohammadpourfard, 2016) with companies coming under further scrutiny regarding their sustainability and ethical choices, an example would be Boohoo’s treatment of staff during the original lockdown (BBC, 2020), ethical considerations should really form a part of any future analytical exercises (Richards, 2021). Reassuring customers, staff and ensuring the stability and future of the organisations, a key to strategic plans.
To understand PESTLE and its impacts on organisations, the below will look at two areas “Social” and “Economical” impacts on South Wales Police and how these will assist with the corporate and HR strategies going forward.
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CIPD highlight through their explanation of social impacts using PESTLE that “home-work life” balance is a key to an organisation in the risks and evolution that is needed for an organisation to remain attractive, ethical and a positive culture (CIPD, 2021). But what exactly do we mean by home-work life balance? HR Zone (2022) define it as a prioritisation of personal and professional tasks in one's life and how much of this is also brought back to an individual's home. Monica Young (2021), takes this definition one step further showing that home-work life balance is different for every person, depending on their situation, this is where HR can intervene and guide line managers and key stakeholders to understand their employees building trust, compassion and an organisation that puts their wellbeing at the forefront.
Official National Statistics (2020a) saw that 46.6% of employed individuals started to work from home in April 2020 with 86% stating that this was due to the pandemic. A benefit of working from home is that this does improve life satisfaction and can assist in home-work life balance but there are also difficulties to working from home (Tomohiro 2021). ONS (2020b) reported that two thirds of individuals either worked more hours or less hours than they would normally if they within the office environment. Thus, causing burnout and a decrease in productivity which a study from Monster discovered that 69% of individuals working from home where suffering from (MIND, 2022). For SWP there is a combination of both key workers (staff and officers fall under these categories) and non-essential workers, but SWP was nowhere near ready for the move to WFH, with only a few departments and ranks receiving laptops that enabled the ability to work from home. Those that did not have laptops had to share where possible, increasing workloads and those that did had to take on the additional work demands. As the Chief Constables new Force priorities were to be released during the first year of the pandemic, it saw the inclusion of technology advancements making way for HR to make Wellbeing a priority and guidance for line managers on how a balanced home-work life balance can assist with this.
87% (ONS, 2020b) of parents said that their child was being home-schooled which would impact on working hours with 43% of them stating that their wellbeing was being negatively affected. This in turn increased sickness levels for staff and officers in SWP, incurring additional demands on teams and cost to the organisation. Additional guidance on how to assist individuals with balancing their work life balance during the pandemic were introduced however it needs to reflect new ways of working with returning to work and hybrid approaches and that the implementation of reasonable adjustments could assist with keeping individuals in work (Hall, 2019).
There are some organisations that had wellbeing at the heart of their strategies prior to the pandemic, take for example Admiral, who were awarded number 1 from the top 30 companies to work for in 2019. Admiral was able to adapt and embrace the changes that the pandemic brought with regards to flexible working, they provided regular communications of support and training for line managers improving the leadership qualities and team working (Admiral, 2021). SWP on the other hand, received major criticisms throughout the changes that wellbeing and communications were lacking (SWP, 2020), highlighting the need for wellbeing to be a core foundation to strategies (CIPD, 2021c and Segal, 2022) and for HR and Learning and Developments departments to work together in this. 
85% organisations are looking to take forward a type of hybrid working to continue to assist individuals with their work life balance amongst other cost savings benefits and with the Flex from 1st campaign (CIPD, 2022) underway with the Government (2021) consultation results being analysed that closed on the 31st December 2021, individuals could begin to have this as a main priority. 
Organisations and HR departments are going to have to learn to incorporate the importance of wellbeing and managing the balance for working from home into their strategies in order meet their goals, this is to ensure that burnout remains low and productivity high, the opposite to Monsters recent survey findings (Mind, 2022). This means ensuring that line managers understand how to manage their staff and officers and what reasonable adjustments can be implemented to assist with balancing home-work life priorities. 
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As SWP is a public sector organisation the Force budget is allocated by the Government and so there are many restraints to growing teams, developing and innovation as each penny needs to be accounted for. Which on the opposing turn the private sector would be less constrained by. Complications on strategies are then found to be on retaining and attracting talent and expanding the dimensions of the organisations wants and needs. 
ONS reported that consumer prices had risen by 6.2% in the last 12 months (2022) and from the 1st April households are expecting an increase in their gas and electricity due to the price cap rising, Which? have reported that some deals could rise by 54% a year (Calnan, 2022). Unison (2022) released a statement re-emphasising the need for Rishi Sunak to consider rising public sector wages in the Spring Statement as increasing costs of living can incur higher levels of stress and sickness absence which cost the organisation through finances and team resources, risking the communities that it serves as well as causing difficulties to continue attracting new staff and officers. This has major impacts on the aims of the organisation and the goal of the strategy. 
To further impact the fallouts from not having full control of funding, CIPD reported through the Labour Market Outlook (2021b) that median pay expectations are set to rise for the private sector by 0.3% to 2.5%, with the public sector only to increase by 1%. As the average standards of living are currently at £2,548 (Nimblefins, 2021) with current economic issues set to increase this figure, SWP has recorded an increase in resignations due to pay conditions (SWP, 2022), where staff and officers are leaving to join private firms who can offer financial stabilities through these difficult times. Recruitment strategies will therefore need to look at approaches that highlight the benefits that South Wales Police can provide making it more appealing to employees and attracting new.
By targeted approaches to wellbeing and upskilling existing employees this can provide public sectors with the competition that they need in order to remain of interest to new and existing staff. Ensuring that a healthy working environment is the selling factor in order to meet force strategies, aims and HR strategy (CIPD, 2019).
Due to financial limitations SWP and in particular the HR department, will have to look at other initiatives to attract, retain and develop existing staff and officers in order to meet their aims and continue serving the public needs.
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For South Wales Police and other organisations whether private or public, to support, attract and continue to grow, the PESTLE tool should be utilised (along with the additional E for ethical) (Mohammadpourfard, 2016) alongside other internal analytical tools to fully understand the external impacts on organisations. This will allow them to continue to understand how they need to develop their corporate and HR strategy and how these influence the organisation on a short to medium term. 
Through growing their wellbeing practices and with the incorporation of further guidance to line managers on how best to line manage and adapt to changing times, individuals will be able to feel as if they are at the heart of the strategy and therefore feel like an integral and valued part of the organisation. The pandemic for South Wales Police has shown that there is a need to adapt and highlight their wellbeing and recruitment strategies otherwise the organisation will no longer be able to meet its aims of being the best at keeping the communities of South Wales Police safe. 
Below are recommendations for South Wales Police to take forward from the highlighted influences from above ensuring future corporate and HR strategies meets the needs of its employees and the communities that it serves over a short to medium term. 
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Improved guidance that gives line managers the direction and ideas on what they can implement for their staff and officers. This should have particular emphasis on what reasonable adjustments they can put in place to keep individuals in work and how best to support individuals to give them a home-work life balance. 
This will require a HR Business Partner, HR Advisor and Occupational Health (OH) Nurse.
Cost: 
Human Resources Advisor = (6/SO1 £26,865 - £31,725) 1 month £2,643.75 
Human Resources Business Partner = (PO3 £38,376 - £41,718) 1 month £3,476.50 
OH Nurse = (PO1 £33,618 - £36,369) 1 month £3030.75 
Total = £9,151
This cost could alter depending on the initiatives implemented and additional costs that they could incur.
[bookmark: _Toc99639169]Recommendation 2: Recruitment strategies
By showing the benefits that South Wales Police and why it is advantageous to work for the force, there is the possibility to still attract and retain staff and officers, allowing the organisation to still meet its aims.
Cost: 
Recruitment and Human Resources Advisor (6/SO1 £26,865 - £31,725) 1 month £2,643.75 
Human Resources Business Partner and Recruitment Manager (PO3 £38,376 - £41,718) 1 month £3,476.50 
Communications officer (SO1/2 £29,793 - £34,578) 1 month £2881.50 
Line manager ranking could alter the cost to this recommendation.
One month total = £15,122
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