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Executive Summary


[bookmark: _GoBack]The essential requirement for Coleg Sir Gar (CSG) to critically examine the major environmental factors that are affecting CSG. This report aims to understand how the HR strategy is shaped and developed to align with the internal and external tools.

PESTLE and SWOT are tools that work effectively to analyse the business environment. These tools will provide insightful information to the organisation to ensure a competitive advantage. The best time for these tools to be used is when the organisation is creating a new strategic plan or having an organisational change.

It will explain how CSG strategy currently works and how the HR strategy aligns with the Business Strategy.

The report will concentrate on three factors form the PESTLE tool analysis and how they affect CSG. These factors are Political, Social and Environmental. It will describe the current position within CSG and how it can improve moving forward in this VUCA world.  

Following the report will be recommendations for CSG that will align with future uncertainty.
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1.0 Introduction

‘Coleg Sir Gar (CSG) is a Further and Higher Education institution which is a public sector funded based in Carmarthenshire, having campus' based all over the county. The college has approximately 12,000 students over a different range of levels. It has approximately 950 employees consisting of permanent and casual lecturing, and business support staff’ (Hunt-Davies, 2019). 
‘The mission of the college is ‘inspiring learners, fulfilling potential, and achieving excellence’ (CSG, 2019). 
In support of the College' s mission statement, the strategic HR statement is:-
	“To optimise the contribution of all College employees in achieving our objectives and the continuous improvement of our performance, and to be a good competent employer.”



1.1 External and Internal Context

HR practitioners work in a complex, changing organisational contexts. To address the HR issues arising from these circumstances, HR must understand these contexts by developing and implementing appropriate HR strategies and practices (Farnham, 2015). Organisations that are affected by external forces require managers to adapt to their internal organisational structures and behaviours to deal with them (Berger and Luckman, 1967). As Pfeffer and Salancik (1978) argue, organisational activities and outcomes are accounted for by the context in which the organisation is embedded.  



1.2 HR Strategy
Emphasising the importance of having a tight fit between HR Strategy and business strategy will make it a success. 
Coleg Sir Gar has a strong culture for exemplary vision, values, attitudes, and behaviours.  The current HR strategy takes place as an integral part of the institution's strategic planning. The HR strategy aims:
	To recognise and invest in the staff resource as a fundamental College asset.


	Provide a supportive framework for personnel management, development, and deployment.


	Plan and deliver staff training related to the needs of the College and its Employees.


	Secure employee commitment by building organisational resilience


	Optimise employee competence through continuous improvement by committed partnership working




CIPD "believes there can be a bright future of the HR function if it is designed and managed strategically". (CIPD, 2015).



2.0 PESTLE
A useful tool for analysing business environment is the PESTLE tool. This is a Political, Economic, Sociological, Technological, Legal, Environmental trends shaping the world in which we operate with the purpose of decision making. By analysing those factors, organisations can gain insight into the external influences which may impact their strategy and business decisions (CIPD, 2018). Organisations that regularly and systematically conduct such analyses often spot trends before others, thus providing competitive advantage (CIPD, 2018).  The best time to use this tool is when an organisation is having strategic planning or an organisation change. This will allow the management team to have information regarding the targets that they are working towards. It is important to analyse the business environment to align with the organisations' goals to develop, implement and manage effectively. 
	Advantages
	Disadvantages

	It is a simple framework
	Some users oversimplify the amount of data used for decisions – it's easy to use a limited selection of data.

	It facilitates an understanding of the wider business environment. 
	The process needs to be taken on a regular basis to be effective.

	It encourages the development of external and strategic thinking. 
	The pace of change makes it increasingly difficult to anticipate developments that may affect an organisation in the future.


Table 1: Adapted from CIPD (2018).



2.1 SWOT
To bring a clear strategy, focus, and direction to the organisation the SWOT analysis is a useful tool to use. A SWOT analysis is a planning tool that seeks to identify the Strengths, Weaknesses, Opportunities, and Threats involved in an organisation. It's a framework for matching an organisation's goals, programmes, and capacities to the environment in which it operates (CIPD, 2018b). The SWOT analysis is a versatile tool that can be used in different areas (POCHOBRADSKÁ, 2019).
	Advantages
	Disadvantages

	It is a simple four-box framework
	The best reviews require different people being involved, each having a different perspective.

	It facilitates an understanding of the strength and weaknesses of the organisation
	The risk of capturing too much data is that it may make it difficult to see the wood from the trees and lead to ‘paralysis to analysis’

	It enables the management team to focus on strengths and build opportunities
	It lacks detailed structure, so key elements may get missed


Table 2: Adapted from CIPD (2018b)






3.0 Major Environmental Factors Affecting Coleg Sir Gar
3.1 Brexit Impact
Organisations in both the private and public sectors have to plan responses to the political pressures emanating from these bodies, using appropriate strategies, policies, and practices if they are to prosper or at least survive' (Farnham, 2015 p.21). The ongoing uncertainty around Brexit can make this difficult to do, but people professionals can take concrete actions by focusing on several key considerations and activities (CIPD, 2019a).

‘Brexit is already having an impact on the UK’s talent pool, and this has a significant impact on organisations strategies for workforce planning’ (Kerridge, 2019). At CSG, there are specialist lecturers teaching languages who are from the EU, retaining these employees' needs to succeed. More than 2,300 EU academics have resigned from British universities over the past year amid concerns over a “Brexodus” of top talent in higher education (Buchan, 2018). 
As of summer 2019, employers are still experiencing a high proportion of hard to fill vacancies, 67% reported they were having these difficulties which are compared to 51% during Spring 2017 (CIPD, 2019c). CSG associates with this as there has been a drop-in recruitment, therefore looking at upskilling the current workforce to retain critical skills and talent. 38% of public sector organisations responding to our Summer 2018 labour market survey said they were only just planning to upskill their existing workforce to address the potential skills shortage (CIPD, 2019c). 44% of employers experienced greater difficulty in recruitment during 2018, and another 34% faced a similar challenge in retaining staff (CIPD, 2019c).
The HR strategy will need to change with new approaches likely to be required whilst considering BREXIT. McCartney (2017), said ‘employers needed to sharpen their focus on strategic recruitment and effective retention’. Having an impact on the labour market, Faragher (2017), explained that employers need to be ‘measuring, evaluating and then strengthening their recruitment and talent strategies, based on a real understanding of their existing talent profile’. HR will need to explore the most suitable options for CSG.
NAW (2018) found that the main pressure facing the higher education sector in Wales is the funding position, which in turn is linked with recruitment and research performance. This political decision is a significant threat to CSG as there are several EU funded projects within. A "no-deal" Brexit will create the most uncertainty, as European funding will no longer be available to UK partners after the UK's departure date (including for projects already running at that time). Organisations must, therefore, prepare in the best way possible to mitigate the impact (Deloitte, 2019). This current uncertainty will result in losing funding which will cause fundamental income loss for the College and losing the staff and skills required for the projects resulting in redundancies. 
 'Clearly, nothing will change overnight, with a full transition out of the EU taking anywhere between two and ten years. But even so, the public sector will now need to commit the plans in their head to paper and get ready' (PWC, 2019). 





3.2 Improve Wellbeing at CSG
In the social sphere, population trends are a key driver (Farnham, 2015). Fostering employee well-being is good for people and the organisation. (CIPD, 2019). Within CSG,  this has become a popular trend recently. As CIPD (2019) states, investing in employee well-being can lead to increased resilience, reduced sickness absence, and higher performance and productivity. Put simply - it makes good business sense. Having promoted well-being into CSG this has helped prevent stress levels by 10% by creating a positive working environment where employees can thrive in their performance. As a public organisation, a ‘five ways to wellbeing’ has been introduced to all employees. These 5 statements are, connect, be active, take notice, keep learning and give. 

Today, UK employers pay about £9 billion per year because of sickness absence and its associated costs (Black and Frost, 2011). Almost half (48%) of public sector workers had taken time off because of their mental health, compared with less than a third (32%) of the private sector workforce surveyed (HR Magazine, 2017).

The Deloitte 2018 Global Human Capital Trends report identified that the issue of a highly-stressed workforce is not a new subject and that the relentlessness pace of businesses and 24/7 working styles significantly impacts on workers, with 40% of workers who were questioned admitted that working in highly stressful organisations significantly affects their productivity and health (Deloitte, 2018). Gallup (2013) explains that line managers need to be aware of their engagement and well-being. As the research shows, there's a strong connection between well-being and engagement, and that applies to managers as well as their employees. For example, employees may not be aware of all the well-being opportunities a company offers, but a manager who discusses and promotes them can encourage his employees to get involved in well-being activities. It is recognised that this needs to improve at CSG.
In these times of uncertainty and change, putting people at the heart of business thinking is a shared agenda, whether seen from a productivity or innovation standpoint or in driving a more sustainable and responsible business that can play its proper part in enabling positive societal change (Cheese, 2019, P.5). According to Walters (2015) that 93% of employers agree that a workplace wellness programme can have a positive effect on organisational productivity. Following the 5 ways to wellbeing within CSG, the positivity from this has engaged employees in developing a programme, which is embracing employees and line managers to attend workshops and provide ideas and information. The most common recognised achievement of health and well-being activity is better morale and engagement (43%) followed by a healthier and more inclusive culture (39%) (CIPD, 2018).
“By promoting wellbeing for all staff, tackling the causes of work-related mental health problems, and supporting staff that are experiencing mental health problems, organisations can help keep people at work and create mentally healthy workplaces where employees are supported to perform at their best” (HR Magazine, 2017).





3.3 Improve the Environment

To protect the ecological environment, there are several issues on the business agenda. These include increased interest in sustainable development, sustainable investment and sustainable consumption (Farnham, 2015, p.20). 
Responding to a changing environment requires organisational agility and HR has a central role in equipping organisations for the future (CIPD, 2013).

CSG values the importance of sustainability by obtaining the top green dragon award. The Green Dragon Environmental Standard is awarded to organisations that can demonstrate effective environmental management and that are acting to understand, monitor and control their impacts on the environment (GBC, no date).

As the impact of climate change is increasingly felt, the environmental part of CSR is becoming increasingly important. With each day that passes, it is clearer that simply reducing carbon emissions is no longer enough: we need emergency measures that go much further (Forbes, 2018).  Increasing greenhouse gas emissions are driving climate change. In 2017, greenhouse gas concentrations reached new highs, with globally averaged mole fractions of CO2 at 405.5 parts per million (ppm), up from 400.1 ppm in 2015 (UN, 2019). Cars are another contributor to CO2 producing 30% of the EU's total CO2 emissions (European Parliament, 2019). A big impact that CSG has experienced as an environmental problem is the merge with Coleg Ceredigion. This has increased the traveling between campuses, created traveling from Llanelli to Aberystwyth. CSG is working on reducing this pollution and contributing to the impact by having introduced Skype meetings and encouraging car sharing.

According to the new 2018 Environmental Performance Index (EPI), air pollution is the biggest environmental threat to public health (WEF, 2018).

IKEA has announced it is in the process of converting its delivery vans to electric. (Forbes, 2018). This is something CSG could consider as it would benefit costs and the environment. This will support the proposed reduction of gas emissions by 80% by 2050 according to the Welsh Government (2018). 
Although green advocacy is limited, employees can have a key role in building a business’s reputation of green HR, and workers can become green advocates (Farnham, 2015, p.21).

The environment around individuals can influence mood, energy, and health which can have an impact on employee performance. The role of HR is to build and maintain ethical culture by including their best practice strategy. Is CSG doing enough to understand how people work, want to work or even how the workplace supports that? It is important to have a forward-thinking approach.  

As an HR strategy, employees must be aware of what is going on in the environment to enable everyone to understand how CSG as an organisation can reduce and contribute to this rising climate change. 





4.0 Conclusions

Whilst living in this VUCA environment, there are major environmental factors affecting CSG. Firstly, Brexit will have an impact. As CIPD (2019) stated, employers have been experiencing difficulty recruiting, this will be a major factor has CSG recruit specialist lecturers especially with languages. The uncertainty of losing funding is will affect strategy as this fundamental loss will cause potential redundancies. As PWC (20190 explains, nothing is going to happen overnight, however as a public-funded organisation plans need to be ready. Secondly, well-being is a 'hot topic' at CSG recently, by promoting wellbeing into the organisation it has reduced stress levels by 10% which has increased higher performance and productivity. This certainly needs to increase. Lastly, CIPD (2013) states that responding to a changing environment requires organisational agility. CSG has been awarded the green dragon award, however, climate change is coming increasingly important. With the rising CO2 emissions, CSG has recently merged with Coleg Ceredigion and this is becoming a major effect on the environment, CSG is working hard to reduce by introducing car-sharing and skype meetings. According to WEF (2018), air pollution is the biggest environmental threat to public health.







5.0 Recommendations

It has become obvious that the external environment is rapidly changing. To ensure HR aligns with the external environment, it needs to make sure the internal factors contribute. 

The first recommendation for CSG is to create and adopt a new HR strategy, ready for 2020. Having a well-defined strategy will clarify the roles of the HR department. Adapting to implement the major effects that are occurring. This needs to align with business needs.

The second recommendation is embarking on wellbeing and continuing to develop this trend. It will be beneficial to include and engage employees with ideas and decisions on wellbeing and how it will benefit them with mental health. One proposition can be to have a 'Wellbeing day", this will enable all employees to have a day out of the office and do something as a team which will be beneficial for their health.

The third recommendation is dealing with the effects of Brexit. CSG will need to ensure that costs are managed effectively, making sure appropriate money is being spent. The current policies need to be reviewed accordingly, for example, the Working Time Regulations 1998 which is currently subject to EU law. Finally, we need to ensure that the specialist lecturers have completed the processes in place by the government which includes the right to work.

The fourth and final recommendation is to improve the environment around CSG. The organisation must work with the Welsh government and reduce the CO2 emissions, the car-sharing and skype meetings need to be embedded into all employees following the merger to prevent each employee from driving to Aberystwyth from Carmarthenshire. CSG could look at introducing electric vehicles, however, costings will need to be created.








































Action Plan
	Ref.
	Recommendation
	Person Responsible
	By When
	Resources Required (Cost)

	1
	Creating and adopting a new HR Strategy to align with the organisation.
	HR Director and Executive Team
	January 2020
	Time of individuals involved - £2,000. Marketing document - £300

	2.
	Implementing an effective and solid wellbeing programme 
	HR Director, HR Officer, and Senior Management
	April 2020
	Time of individuals involved. - £3,000
Providing all employees with a wellbeing day – paid day. 
Creating activities, yoga, meditation –this will be in house to keep the cost to a minimum.




	3.
	Update the current policies, work closely with lecturers and management of costs
	HR Director and Finance officer
	January 2020
	Time of individuals involved implementing the change and helping employees.

	4. 
	Managing the CO2 emissions following the merge with Coleg Ceredigion
	Senior Management and Estates Department
	April 2020
	Time of individuals involved, however, the cost will decrease as encouraging car share and skype.
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