


[bookmark: _Toc122123076]Executive summary
[bookmark: _Hlk118987098]This report examines external factors affecting Gwent Police and their implications on people management. PESTLE tool has been utilised to collect data for analysis. The report examines three factors, adversely impacting Gwent police, which the organisation needs to address immediately to meet the expectations of the stakeholders. This report provides guidance on how Gwent Police could respond to challenges presented by the economic, social and technological environment.  
Economic stability is a factor which affects organisations. Therefore, the first dimension considered in this report is inflation, which causes financial turbulences in the economy and impacts how organisations align their strategies to overcome this challenge. The rocketing inflation resulted in budget pressures on the police departments. Inflation affects not only organisations, the living cost crisis significantly impacts residents of Gwent.
[bookmark: _Hlk121733287]Ongoing skilled staff shortages and ‘Great Resignations’ cause major issues for businesses across Great Britain and negatively impact recruitment processes in Gwent Police. It is harder than ever to recruit highly skilled employees, especially in police departments, because of the complexity of the role. Therefore, analysis of the social environment could help understand and develop strategies to respond to this labour deficit.
The era of advanced technology offers many opportunities for organisations. Nevertheless, technology also brings threats. The biggest threat to police departments is cybercrime. The research shows, that British forces are unprepared to tackle this complex crime, due to a lack of cybercrime competent staff. 
The Pestel analysis enables the creation of strategies to reduce the impact of negative external factors or anticipate and capitalise on opportunities. By analysing the external environment, the researcher was able to provide recommendations, on strategic directions for Gwent Police to respond to the challenges.
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[bookmark: _Toc122123077]1.0 Introduction
According to Yüksel (2012) and echoed by CIPD (2021) external environment analysis is the first of the strategic management stages and examines factors relevant to the environment in which the organisation currently operates.
War in Ukraine, an economic crisis (Cheese, 2022), and shortages of qualified staff, all these factors impact organisations and bring challenges to people management. This report provides guidance on how Gwent Police could respond to challenges presented by socio-economic and technological change.
Buye (2021) identified varied analysis tools and frameworks for scanning the organisational environment, such as: 
· McKinsey 7S; 
· Porter's Five Forces, 
· PESTLE which identifies Political, Economic, Social, Technological, Legal and Environmental factors; 
· SWOT which identifies strengths, weaknesses, opportunities and threats. 
[bookmark: _Hlk119579554]For the purpose of this report, PESTLE analysis has been utilised, to determine various factors in the external environment that affect Gwent Police. Buye (2021) noted, that the external business analysis framework has evolved over the years, and literature recognises many variations of this model. This evolution has made the PESTLE framework a more comprehensive and useful tool for analysing external factors. The figure below demonstrates this evolution. 
Figure 1. Evolution of external environmental tool (Sammut-Bonnici and Galea, 2014).

The framework evolved, due to increasing importance of factors relevant to the contemporary world. In the past, these factors were not considered essential in the organisational decision-making process. Nevertheless, they have become more important in recent years as awareness of their impact has grown. As a result, the PEST framework was expanded to consider the legal and environmental factors. STEEPLE analysis includes an ethical factor and social responsibility (Taylor and Perkins, 2021), which are not legal but involve rules, values, and behaviour in a particular community. Identifying what is ethical or unethical should be considered by organisations because a particular practice might not be seen as ethical and acceptable in society. This broader scope enables STEEPLE to provide a more comprehensive view and provide a complete picture of the external environment that can impact an organisation.
The PESTLE analysis has limitations, as it can be difficult to assess the impact of the different factors. Some factors, such as political and legal changes, can be challenging to predict and their impact on a business can be difficult to estimate. Additionally, the impact of a particular factor may vary depending on the specific circumstances and objectives of the organisation. Therefore, PESTLE analysis should be utilised as a starting point for further analysis rather than as a definitive guide to decision-making. 
Buye (2021) identifies that the PESTLE model is deemed inadequate because only considers the general external environment, and does not take into account the industrial environment and internal organisational capabilities. From a similar environment, one organisation faces opportunities and another faces threats. It all depends upon the availability of resources, organisational culture, financial position, and leadership.     
Therefore, PESTLE analysis should be conducted in conjunction with other frameworks such as Porter’s Five Forced Mode, which considers the industrial environment, and SWOT analysis, which focuses on internal and external factors.
[bookmark: _Toc122123078]2.0 Main findings.
The literature considers numerous different approaches and strategies that organisations can adopt to be successful and achieve a competitive advantage. One of the methods is Company Social Responsibility and sustainable management, which takes into account the external environment and its impact on the organisation and its stakeholders. Armstrong and Taylor (2014) introduced the stakeholder’s approach which considers the needs of all those with a vested interest in the organisation. In other words, all companies are obliged to their stakeholders to perform well. Freeman, (2010) sees stakeholder interests as crucial factors for organisational success. 
According to contingency theory (Willits & Nowacki, 2016), organisations adapt their structure and behaviour in response to the demands of their stakeholders and the environment in which they operate. This perspective aligns with the stakeholder approach. Therefore, an organisation must consider the interests of its stakeholders and include them in its analysis of the external environment. The report focuses on the threats, that adversely impact Gwent Police, therefore, must be eliminated or mitigated to satisfy stakeholders. The main stakeholder of the Gwent police is the community, employees and strategic partners. 
[bookmark: _Toc122123079]2.1 Economic Factor. 
[bookmark: _Toc122123080]2.1.1 Growing threat - inflation.
The nation faces difficulties due to the current economic situation (CIPFA, 2022). The economy is currently facing one of the largest increases in inflation in a generation (Radford, 2022), reaching the level of 10,1% in September (BBC NEWS, 2022). The Office for National Statistics (Fear, 2022) reported, that drivers of increasing inflation are related to the war in Ukraine, which impacted gas and electric prices. The rising prices of petrol, diesel, and oil resulted in increases in transportation and shipping costs. In consequence, affected food and commodity prices. These factors are significant contributors to increasing interest rates, leading to a spiralling cycle of inflation. 
[bookmark: _Toc122123081]2.1.2 Inflationary impact on police forces.
The policing sector, as same as other organisations is adversely affected by increasing inflation. McGuinness (2022) reported, that escalating prices significantly impact police budgets. There is no data which shows what impact inflation has on the Gwent Police costs. However, energy, gas and fuel bills for Northumbria (McGuinness, 2022) and Lincolnshire (Jaines, 2022) police departments are expected to increase by £3 to 5 million, a 71 % rise compared to the previous year. McGuinness (2022) reported, that higher bills result in the loss of approximately 100 officers from street patrols unless the Government intervenes.
According to CIPFA (2022), the Government's budget is already strained and high levels of inflation are threatening to create a crisis. 54% of local government agencies, reported a lack of reserves to cover this cost pressure. Nevertheless, the priority for the Government is to maintain the delivery of public sector services. If the Government is unable to invest in community safety, that can adversely impact police budget with fundamental savings being required to offset increased costs (Cooke-Black, 2022). Gwent Police already faces challenges in providing services. There is limited scope for delivering such savings, as the number of police officers cannot be reduced. 
Gwent Police’s key internal stakeholders are employees. Inflation significantly affects the services and places more pressure on the front line. Hence, can adversely impact the morale, engagement and well-being of the serving officers. Moreover, the limited number of police officers to combat the crime could cut corners, which could negatively affect services. Hence lower the trust of stakeholders. Moreover, less policing could adversely impact Gwent Police partners (CIPFA, 2022), external stakeholders such as NHS, and Fire Fighters. 
[bookmark: _Toc122123082]2.1.3 Inflationary impact on society. 
Gwent Police's primary external stakeholder is the community. Inflation and the cost of living crisis have a significant impact on the community. According to Sean Morgan, Gwent Police Chief Inspector, poorer households may be disproportionately affected by inflation. This could lead to an increase in crime rates and mental health issues. Scheider et al (2012) and Cooke-Black (2022) both suggest that crime tends to increase during times of economic downturn. Cooke-Black (2022) adds that poverty can increase an individual's risk of becoming a victim of a crime or being drawn into committing a crime. Rudolf (2012) argued that while poverty may not necessarily predict crime, areas of economic distress tend to have higher rates of violence. The community become more vulnerable to social disorder and criminal activity, which can lead to residents and businesses leaving the area, leading to negative effects on property values (Scheider et al, 2012). A lack of police presence in these areas can also contribute to the problem, as a sufficient number of officers is necessary to maintain order and control crime (Rudolf, 2012).
Some criminologists argued (Scheider et al, 2012), that less policing results in an increase in crime. According to Kennedy (Rudolf, 2012), director of the Centre for Crime Prevention, if the organisation is committed to the wrong strategy, even a large number of police officers will not be able to effectively address the crime. It is important to consider how resources are distributed. According to Heaton (2010), the number of officers alone is not the only factor that can impact crime rates. Different types of officers, such as detectives or patrol officers, may have different effects on crime rates, and the quality of officers is more important than the quantity. 
[bookmark: _Toc122123083]2.1.4 Inflationary impact on the HR department.
Inflation not only drives a rise in prices for goods and services, but it also impacts the cost of labour. As stated by Fear (2022), the impact of inflation on labour costs makes it more challenging for HR departments to attract and retain employees at current salary levels. 
The rise in living costs results that many individuals facing challenges to pay their bills. It means that employees can request higher remuneration for their work. Fear (2022) recommended increasing salaries in line with the expectations of employees, to attract and retain the top talent the company needs. Cave (2022) agrees that pay rises should be a business priority to support their staff in such uncertain times. The report of Urquhart (2022) reviled, that 44 per cent of HR professionals responded with pay rises to accommodate the crisis. This solution could be effective in the private sector. However, in the public sector, the Government decides regarding pay rises (Billingham, 2022).  Given that the Government is operating on a tight budget, it is unlikely that it will have the financial resources to increase salaries (Fear, 2022).
[bookmark: _Toc122123084]2.2 Social Environment.
[bookmark: _Toc122123085]2.2.1 Skills shortages in the UK’s labour market.
The ongoing shortages of skilled employees (Taylor, 2019; Shackelton-Jones, 2019), and the Great Resignation (Fear, 2022), are the two phenomena that characterise the contemporary labour market and cause major issues for organisations across the United Kingdom. The Government explains that labour shortages are triggered by the effects of Brexit and COVID-19. Fear (2021) and Morgan (2022) agreed, that pandemic provoked employees to evaluate their careers, skills and lifestyles, which consequently caused ‘the Greatest Resignation’. Employees have become aware of the poor working conditions and low salaries that have characterised roles in Great Britain for decades (Cable, Gratton, 2022). Wilford (2022) points out, that employees started to have higher expectations of their employers or seek employment that better aligns with their values (Morgan, 2022). However, the global economic crisis and high living costs influenced new employees’ behaviour. For example, people delay their retirement. Specialists wonder whether the global economic crisis will stop the Great Resignation trend. 
Fear (2021) argues, there appear to be more complex factors contributing to the current labour shortages than just the effects of Brexit and the pandemic. For example, A1 SEO Glasgow, a company specialising in digital marketing recruitment, has experienced labour shortages. Graham Grieve, a consultant and director at A1 SEO Glasgow, states that his organisation suffers from a "brain drain" as top talent moves to London, which increases demand for certain skills there and leads to a labour shortage in other areas.
The economy can affect industries in different ways, such as changing the priorities of organisations like A1 SEO Glasgow. This lead to changes in the skills that are required or desired in the workforce. The rapid growth of eCommerce has led to an increased demand for tech and IT skills. Grieve believes that one way to address the issue of a labour shortage is to invest in the development of current employees by providing them with training to ensure that they have the necessary skills to succeed in their roles and meet the demands of their job.  A1 SEO Glasgow has implemented a system to expand employees’ knowledge and expertise, which enables them to take on more complex role. Additionally, systems allow for more efficient handling of lower-level tasks, reducing costs while maintaining a consistent level of quality. Through these systems, employees are able to learn and grow while on the job.
[bookmark: _Toc122123086]2.2.2 Labour shortages and their impact on the Gwent Police.
According to CIPD (2021), HR professionals are facing the challenge to recruit good quality, skilled employees, which are critical for Gwent Police. The obstacle for Gwent Police to attract a workforce is expanded skill requirements and a rigorous recruitment process. Candidates are required to be both physically and medically fit. In a time of skilled staff scarcity, Taylor (2019) recommends a long-term strategy, which means recruiting employees who lack the required skills and experience and allowing them to develop on the job. Nevertheless, this approach has downsides. Individuals, without certain skill sets, could not manage the complexity of the role. In consequence, that could place more pressure on experienced police officers. Incompetent employees could make more mistakes while on the job, in results increased cases in court for misconduct. That could stimulate mistrust and undermine community confidence in the police service, hence, reputation damage.  Moreover, additional extensive training and development could be required for those officers to enhance their performance. However, in a time of economic crisis, the organisation would not have a budget to cover that. Moreover, if the police are not effective that can adversely impact the partners such as NHS. 
Davies (CIPD, 2021) urged organisations to emphasise retaining the existing workforce to preserve tacit knowledge. A report from the CIPD (Urquhart, 2022) and Howlett (2022a) has found, nearly half of companies responded to current talent shortages by upskilling their employees. Due to a decrease in experienced police personnel, Gwent Police, like many other organisations, has adopted an inclusive approach to talent management, which focuses on training and development of its current staff. According to Mayne (2022), upskilling is a cost-effective approach. However, the learning and development department may not have sufficient funding to implement this upskilling strategy due to economic crises and inflation. The Police Executive Research Foundation (Fear, 2022) found that 68 police departments have reduced training. Scheider et al (2012) noted, that a reduction in training can lead to an increase in mistakes while on the job, resulting in potential legal action against the organisation or injury to officers.
Taylor and Perkins (2021) suggest that the more skilled personnel an organisation requires, the more dependent they become on those employees because they are not easily replaceable. Given the tight labour market, Gwent Police should make a greater effort to retain skilled employees in order to maintain their valuable tacit knowledge.
[bookmark: _Toc122123087]2.3 Technology Factor.
Another dimension that should be taken into account is technological aspect. The rapid growth of eCommerce and the increasing digitalisation of the economy has led to a significant increase in the demand for tech and IT skills. Due to technological advancements, the British labour market is changing and many employees will need to acquire new skills or improve their existing skills (Urquhart, 2022).
Emergency services use technology on a daily basis and it is useful in policing environments. However, Chudasama et al (2020) note that the rapid advancement of technology has made the IT sector and computer security more vulnerable to risks and threats. While recorded crime has decreased, the police workload is becoming more complex (The Police Foundation, 2022) due to globalisation, advanced technology, and the internet influencing new crime opportunities. According to Wall (2017) the internet- related offences, including cybercrime are difficult to tackle because occurs in a worldwide context, while general crime tends to be limited to a specific nation.
CIPD (2021) warns that cybercrime rises risk to data protection and operational stability. For example, a cyber-attack on NHS through ‘Ransomware’, would render Gwent Police software inoperable. Police store sensitive data, about community, employees. Chudasama, et al (2020) points out, that cyberattack could negatively impact on the organisation, and cause reputational damage and bad press. Therefore, police forces need greater employee expertise in cybersecurity to protect data storage confidentiality and stakeholders’ rights.
In 2022, around 400 thousand cybercrime and fraud incidents were reported to the police, but only 2% of cases resulted in a judicial outcome due to a lack of resources to address this type of crime. According to the Social Market Foundation, there are 2,500 instances of fraud (including cybercrime) for each policy officer dedicated to combating it. Chudasama, et al (2020) points out, police agencies are heavily dependent on technology and there is increasing demand for employees with expertise in cybersecurity. 
Currently, police staff are trained to handle issues related to violence, sexual offences, domestic abuse, and criminal justice. When funding is available, officers receive sporadic, emergency training to improve their cybersecurity skills. One major issue is figuring out the best way to teach relevant skills and knowledge about cybercrime to police officers so they can effectively fight this type of crime (Cockcroft et al, 2021). Chudasama et al (2020) pointed out that certain types of investments in personnel, like the establishment of specialised units and the hiring of well-educated staff, can be linked to a greater reduction in cybercrime. Chudasama et al (2020) suggest collaborating with colleges to find suitable candidates with the necessary skills to combat cybercrime. Additionally, recruiting cyber-competent employees may be beneficial in addressing this type of crime. Generation Z is the first generation to have grown up with full exposure to digital technology and the internet (McNeill, 2022). They have always had access to social media and other technological innovations
Willits and Nowacki (2016) noted that police is not well-equipped to handle cybercrime. It has been suggested that as cybercrime becomes more widespread and expensive, police departments may allocate more resources to combating this type of crime, potentially including the formation of specialised units. Larger police agencies are more likely to have the capacity to establish cybercrime units due to their larger size, which allows them to handle a higher volume of crimes and to have more resources and access to technical personnel to tackle the specific challenges posed by cybercrime.


In a time of skilled people shortages (Taylor, 2019) there is a need that police forces collaborate to tackle this challenges. Nevertheless, statistics-driven management culture encourages police departments to compete, rather than collaborate. Waterfield (2022) adding, that a lack of collaboration among UK police forces is hindering the effort to combat cybercrime. Wall (2017) reviled, that only five police forces in the UK collaborate and share best practices to tackle cybercrime.
[bookmark: _Toc122123088][bookmark: _Hlk121854914]3.0 Conclusion 

The report’s focus is on critical analysis of PESTEL tool, which is utilised to analyse the external organisational environment. The report examined three major external factors impacting on the Gwent Police, such as economic, social and technological.
The police service is being impacted by significant changes in multiple areas. The external environment analysis of Gwent Police identified the main challenges that the organisation needs to address. The main issues that Gwent Police needs to address are inflation, ongoing talent shortages, and the complexity of new crimes triggered by advanced technology. The PESTLE analysis reviled, that in this current inflationary pressures and socio-cultural environment is hard to recruit, hence brings challenges on the recruitment team. The report reviled, that Gwent Police aims to provide public safety and find the solution how to thrive in a tight budget, ongoing shortages of talented employees and new challenges regards cybercrime. Echoing the point discussed in the main findings, to be able to thrive in such an uncertain environment, organisations should place emphasis on retention through training and upskilling employees. Fear (2021) points out, that this is one of the most successful ways to fight against labour shortages and retain staff.
[bookmark: _Toc122123089]4.0 Recommendations
[bookmark: _Toc122123090]4.1 How to minimise challenges caused by social and economic factors.
Recommendation 1.
To enable Gwent Police make the most of its restrained resources and continue to deliver effective public safety measures, a practical solution is recommended. In response to increasing concerns about inflation, Gwent Police should maintain its workload in a cost-effective way while meeting the expectations of the stakeholders.
Taking under consideration the difficult financial situation and shortages of qualified staff, Gwent Police should consider recruiting civilians to handle case filing. This would involve administrative staff taking part in responsibilities from police constables working on the front line. This recommendation was inspired by the success of this approach in the South Wales Police.
This recommendation involves the cost of training civilians. However, there will be a return on investment as administrative personnel are less expensive than police officers' salaries.
This recommendation has several advantages. The main benefit is that it is cost-effective. Additionally, case filing staff will alleviate pressure on front-line officers, resulting in improved standards of administrative work. When administrative tasks are removed from front-line staff, it will also enhance motivation, performance, and effectiveness, thereby improving staff well-being. Gwent Police can also recruit from a wider pool of candidates because there are no physical and medical fitness requirements for an administrative role.
[bookmark: _Toc122123091]4.2 How to minimise challenges caused by social and technological factors.
Recommendation 2 – short term strategy. 
Wilford (2022) emphasises that employees are the most important asset and investing in them is beneficial for a company’s survival. In response to budget cuts and skills shortages, Mayne (2022) recommends developing internal talent. Therefore, the first strategy for addressing cybercrime is developing internal resources. Given the need for new skills to investigate digital crime, Chudasama et al (2020) recommend a two-stage training program. Training will be based on two expert workshops, which cover the concept of restricted data retention and targeted data analysis (Europol and Eurojust, 2019).
The recommendation include cost of training, but it will ultimately pay off in the form of increased knowledge and skills for the employees. This knowledge will be retained and shared with new employees, which will help Gwent Police maintain and utilise their collective expertise and experience.
Recommendation 3 – long-term strategy.
According to Willits and Nowacki (2016), effective communication and networking through electronic means are crucial for the successful investigation and prosecution of cybercrime. Local authorities should work together and share their best practices in order to mitigate the impact of cybercrime. Sharing knowledge and exchanging important information among different regions is the most effective way to address cybercrime. Waterfield (2022) also suggests that collaboration, teamwork, data sharing, and sharing knowledge and expertise among different law enforcement agencies can be useful strategies for combating cybercrime. In other words, bringing together the expertise and resources of various agencies can be a powerful tool in the fight against cybercrime.
One benefit of implementing the recommendation is that it can lead to cost savings through the use of technology to facilitate the sharing of knowledge among staff. The long-term strategy is to establish international research teams, and it is important for police agencies around the world to work together and share their knowledge in order to effectively combat cybercrime.
The recommendation disadvantage is that the cross-border nature of cybercrime makes it more difficult to combat. The UK's exit from the European Union has presented additional challenges in the fight against cybercrime. Another potential challenge of multinational collaboration is that communication among multicultural teams may be difficult.
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External environment
 tool -Evolution (Sammut
-Bonnici and Galea, 2014).


PEST: Political, Economic, Social, Technological,


PESTLE: adds Legal and Environmental factors,


LONGPESTLE (Mind Tools, 2022): adds Local, National, and Global; is utilised for understanding change in multinational organisations. 


PESTLIED (Mind Tools, 2022):  adds International and Demographic.


STEEPLE: adds Ethical dimension,


STEEPLED: adds Demographic factor
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