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Executive summary 
This report provides an analysis of the Strategic Management tool PESTLE, which is used to identify Political, Economic, Social, Technological, Legal and Environmental factors which may risk or benefit an organisation. This provides acknowledgement that external factors undoubtedly will affect internal process and should be prepared for. 
Consideration has been made within the report to Social, Technological and Economic external factors with analysis of how each particular factor effects Tai Tarian Housing Association at this time. 
The main points identified are recruitment issues, aging workforce, lack of talent management and workforce planning. Along with lack of adequate systems to provide clear and best practice data to support informed decision making. 
From the identification of the issues found the report contains realistic recommendations for implementation to resolve or minimise future risk.
Recommendations include:
· Purchase and integration of a new HR/Payroll/Annual leave system
· Change to Annual salary increase (April 2023) –set amounts for all not a % of salary rise as previously made
· Development of Tai Tarian Apprenticeship program
Further information can be found within the report along with costings and savings for each recommendation to be considered. 
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1. Introduction 
The PESTLE tool is used to identify Political, Economic, Social, Technological, Legal and Environmental external influences to consider when shaping an organisations future key strategic decision making (Taylor and Perkins,2021).
This can support the organisation to achieve a proactive approach to planning for future need, demand, change and risk (Kew and Stedwick,2016). In todays VUCA (Volatile, Uncertain, Complex, Ambiguous) world of work, the use of tools, such as the PESTLE could be considered one of the key instruments to organisation survival (Houghton,2019). 
The key advantage of the PESTLE tool is to enable organisations to understand and consider external changes, which could not only identify positive avenues to explore but also future threats, enabling development of plans to reduce impact (CIPD,2021a), being internally focused could cause these benefits or issues to be missed (Jacobs,2019).
To be effective the PESTLE needs to be completed frequently to identify potential factors in today’s changing world (CIPD,2021). Consideration needs to be made to what and the amount of data being used. Issues may arise from data overload, or incorrect data leading to misinterpretation of future needs, which highlights the disadvantage of the tool (CIPD,2021). 
Even though still widely used, it should be noted that the Pestle tool has been developed further. Firstly, to incorporate “Ethics”, referred to as “STEEPLE” (Kew and Stedwick,2016), and further to “ELDEST PIG” which has all of the “STEEPLE” factors, with the “Environmental” factor replaced by “Demographic” “International” and “Green” (Taylor and Perkins,2021) . These developments provide acknowledgment of the evolving world, in turn suggesting that the PESTLE itself may not cover all factors for consideration, due to its external focus (Buye,2021)  and may need to be used in line with other tools to provide accurate insight, this could include the use of the “SWOT” analysis , which focuses on a mixture of internal Strengths, Weaknesses, Opportunities and Threats to an organisation (CIPD,2021b). Both tools used in conjunction will provide extensive foresight to realistic future organisational strategy (Mindtools,2022).




2. Main findings 

2.1 Social Factors affecting Tai Tarian 
The main identified Social factors affecting Tai Tarian Housing Association at present and expected for the future include consideration of the aging workforce (CIPD,2018;Tai Tarian,2022a), Employee expectations (Brown,2021;Cook,2021) and the “Great Resignation” (Basul,2022;Jacobs,2021).
[bookmark: _Hlk119926917]Tai Tarian has an aging workforce, with 11% of the workforce over 60 (Tai Tarian,2022a), often referred to as the “baby boomers” (those born between 1946 – 1964), (CIPD,2018).
Analysis of attrition rates over the past 12 months, not only shows an increase in general, but also shows a sharp rise in employees aged 60 – 65 choosing to retire or retire early in comparison to previous years (Tai Tarian,2022b). The greatest increase of leavers and those of the age range 60 – 65 is within Skilled roles, such as Plumbing, Carpentry, Electrical, and Plastering trades.
The increase in attrition rates at Tai Tarian could also be linked to the “Great Resignation” (Jacobs,2021) as employees are re-evaluating options and expectations of roles and seeking alternative employment suited better to their needs or deciding to not work at all, after living through the pandemic (Brown,2021). A recent survey by Microsoft, highlighted that nearly half of the world’s workers are actually thinking about quitting their roles (Bloomberg,2021), as highlighted this is mirrored by Tai Tarian’s increasing attrition rates (TaiTarian,2022b).
Expectation of work has also developed and changed through the new age groups, such as Millennials (Those born between 1980 and 1996),(CIPD,2020a) and Generation Z (those born between 1995 and 2015),(CIPD,2020b). Overall, both value a role where they can progress, with supportive line management, through flexible working and job security  (CIPD,2020c;Rigoni and Adkins,2016), which is something that needs to be considered when recruiting for new talent and nurturing current talent to stay. 
The points raised highlight the current loss of talent and potential future loss, especially through retirement over the next 5 years. Tai Tarian does not have a formal plan in place for workforce planning into these roles, highlighting the risk to lack of fulfilment to workload commitments for the organisation customer – its Tenant. The organisation has set its 5-year strategic plan with tenants as one of its main focuses (TaiTarian,2022f), without having the skill set within the organisation this cannot be achieved. This poses a negative impact on the organisation’s customer service and credibility, this in turn poses a threat to future talent recruitment (Personnel Today, 2015).  
To achieve the organisations 5-year strategic plan (TaiTarian,2022f), HR strategy will need to be developed, in line with the overall strategy, clear communication and collaboration across the organisation will be needed to achieve the desired goals (Verasai,2022).As the HR function is involved in the entire employee life cycle, it highlights that importance of the Senior Management Team and HR working together to ensure strategies are aligned and ensure HR is working to the organisations mission and goals (XpertHR,2022), without clarity and knowledge of expectations HR can become an barrier to organisational growth (Conway,2022).Furthermore, when employees are clear about the focus of the organisation,  they are more likely to become involved and drive the strategy, which can increase profit (Conway,2022). 
2.2 Economic Factors affecting Tai Tarian 
Tai Tarian is currently in a financial deficit of £2.7m, this is largely due to around a 22% increase in material costs which the organisation has needed to build new homes (TaiTarian,2022c). As the organisation receives a lot of its income through tenant rent, these increased costs are not able to be passed on. Funding is also sourced through the Welsh Government but has strike stipulations on to how and where it can be spent (Community Housing Cymru,2022).  The increase in material costs have been affected by the covid-19 pandemic and Brexit  (Welsh Government,2022). This is through a  demand for building materials, as the construction industry was largely unaffected by the covid -19 pandemic (Office for National Statistics,2021), this demand has increased costs and salaries for trade roles in correlation (Churchill,2021). 
The increased cost of living, through increased energy bills, food, fuel and goods have fuelled an unprecedented raise in inflation, currently at 11.1% as of November 2022 (The Guardian, 2022). This also effects the organisations running costs, along with employees and tenants facing worrying financial concerns. This strain on finances in turn increases the demand for social housing therefore further demand on the organisation (Community Housing Cymru,2022). 
[bookmark: _Hlk119939669]The Welsh Government has confirmed that the organisation is able to raise tenants rent by 6.5% for the next financial year (Willmore,2022), this provides the organisation with some increased income as of April 2023. But stipulation within this is a ban on Social Housing evictions in relation to financial circumstances (Willmore,2022), this presents further strain on the organisation and its resources, potentially having to absorb the costs of missed rent payments and not being able to take action in these scenarios (Community Housing Cymru,2022). Although, confirmation that pensions and some benefits are to rise in line with inflation from April 2023 (Delahunty,2022), should provide welcome support to the organisation’s tenants, many of which claim a type of benefit to help pay towards their rent (TaiTarian.co.uk,2022,d)
The cost-of-living rise has also coincided with an increase in the demand for social housing and therefore pressure across the organisation with increased workload (Community Housing Cymru,2022). The effect of fuel-poverty upon tenants is at the point where they are choosing not to heat their homes, increasing the risk of damp and mould to properties and have a detrimental effect on health (Lee et al,2022). This was highlighted in the Housing Ombudsman's latest Insight report to currently account for 40% of repairs, which suggests that this could increase (Community Housing Cymru,2022;Murphy,2022), putting increased demand on the repair department, to ensure that properties are compliant with set targets of the Welsh Government (Welsh Government,2022). This is also identified through the “social factors” affecting Tai Tarian through increased pressure due to the loss of talent through Tradesmen resigning/retiring (Tai Tarian,2022b). 
2.3 Technological factors affecting Tai Tarian
Technology advances throughout the world are increasing rapidly, to the point where today technologic advances may be considered outdated tomorrow (United Nations,2021). This comes with increased expectations from society as a whole, for customers to have instant access to services, and employees to have up-to-date systems that enhance productivity, streamline services and in turn increases revenue for many organisations (Newman et all,2022; People Management,2022b).
The pit falls of not providing suitable systems for both employees and customers comes at a price. Poor technology in the workplace causes frustration for employees, slows down productivity and therefore can affect customer service (Murty and Karanth,2022).
Such technological advances have enabled many to work from home, this option during the covid pandemic changed the way many organisations will work in the future, enabling consideration for thought to how this can be developed – not look at going back to old ways of working (People Management,2022b). 
Tai Tarian’s ability to move at pace and make fast key decisions was highlighted by the shift to home working in the pandemic. This saw an overnight “work from home” option, which enabled the organisation to continue (Tai Tarian,2020).  
Working from home is claimed to increase employee productivity, work satisfaction and work-life-balance (Deole et all, 2022;Mutebi and Hobbs,2022). This also reduces commute time and cost for employees and in turn carbon footprint (Gaskell,2021, which is a high on the organisation’s agenda (Tai Tarian,2022f).  
Although, some studies have revealed that working from home might have more adverse effects than initially thought. Working from home, virtual ad-hoc collaboration is lacking, in-person this is sometimes referred to as the “water cooler” effect – where employees get together on an ad-hoc basis and innovation is developed, therefore key improvements can be missed (Clark,2021).  
Increased employees burn out, loneliness (Niebuhr et all, 2022) isolation and need for human connection are also highlighted as issues (Cuadra,2022). It is important to note that not everyone will have an at home office set-up which is economically sound, therefore musculoskeletal issues amongst employees may rise (Birimoglu and Begen,2021). Consideration of absences figures (TaiTarian.co.uk,2022e) amongst employees that work from home show that there is an increase of mental health and musculoskeletal absences within the organisation, which suggesting that these impacts are affecting the staff. Therefore, even though increased productivity is highlighted as a work from home benefit it could be suggested that this is counteracted by related absence, showing there is a bigger picture to be considered for employees that work from home (TaiTarian.co.uk,2022e).
The way forward in relation to working from home is suggested to be through the provision of agile working options (Soutar,2022), which provides the increased productivity achieved from working from home (Mutebi and Hobbs,2022), along with the social interaction and human connection (Broady,2022) achieved through still going to the office, along with elevated feelings of isolation, loneliness and mental health issues (Niebuhr et all, 2022),  and also gaining back some of the innovation missed through the “water cooler” moments (Clark,2021).  
[bookmark: _Hlk122093385][bookmark: _Hlk121923295]Tai Tarian’s internal technology infrastructure has recently developed with the implementation of Microsoft office 365 (Tai Tarian,2022g). This has, in general, positively impacted working collaboration between the teams across the organisation. Although it has been established after a recent employee survey (Tai Tarian,2022h), feedback suggests that some employees are still struggling with what and how each part of the Microsoft office software should be used, suggesting further training is required for some employees to fully utilize the tool. Listening to and acting on feedback can help develop a positive culture, developing an advantage over other organisations (Mitrefinch,2020), it will also reduce the frustration caused by lack of knowledge to use the tools provided and hopefully improve employee experience of internal technology. This is something that was highlighted by a report from Ivanti (Economic times,2022), who surveyed companies worldwide which revealed that 49% of employees were frustrated by technology at work, with 65% claiming they would be more productive with better technology provision and 26% considering quitter because of the technology (Economic times,2022).
Analysis of the Technology and Innovation teams issue log shows clear and long-standing issues with the HR, Payroll and Annual leave system (Tai Tarian,2022i). The system is outdated, slow and needs continued manually intervention to complete basic tasks. The issues raised range from constant annual leave issues, incorrect balances showing, unable to request leave and general system unavailability due to technical issues (Tai Tarian,2022i).
[bookmark: _Hlk122093304]The HR / Payroll part of the system requires duplication of work and amendments by the HR/Payroll teams to ensure correct salary payments. Salary errors are normally rectified through robust analysis, but some incorrect salaries have been paid through no fault of each team, but once again due to the poor system. Payroll errors can cause undue stress and anxiety and effect moral and motivation within an organisation (Cave,2022), escalated by today’s challenges of the cost-of-living crisis.  Payroll errors could also result in tribunals for unlawful deduction of wage claims and negative impact on organisational reputation (Cave,2022).
HR Systems provide the main source of the data required for people analytics, this topic is at the forefront of HR professionals and Leadership focus, to drive effective organisational change (Kirkham,2022). This provides true insight into correct decision-making, for example, analysis of attrition data may show an issue in a particular team or department, which would then allow steps to be put in place to resolve negative impacts on the rest of the team and in turn customer service (Housing Quality Network,2022).
The poor reporting function of the current HR system requires 3-4 different reports to be downloaded from the system to manual integration to achieve a presentable format for the SM team on a monthly basis, this is time consuming and takes the HR team away from providing support and best practice guidance to the organisation (People Management,2022a).
The delay in the ability to provide instant reports and up-to-date data causes a reactive approach to issues identified (Taylor and Perkins,2021). This data should be the drive behind workforce planning and decision-making (People Management,2022b). Once again highlighting the risk to Tai Tarian– to make incorrect or delayed planning due to lack of readily available data potentially costing the organisation money it cannot afford to lose (Gupta,2022).
[bookmark: _Hlk121322489]According to a survey by the Information Services Group (2021) Investment in Up-to-date HR Systems had improved organisational output through productivity, cost saving and employee retention by 64%, out of 260 organisations surveyed.  
Data analysis can be used to improve customer and employee retention, making it an essential element of organisational priority (Gupta,2022;Newman et all,2022).Without the provision of a robust system the ability to make strategic decisions accurately is threatened (People Management Insight,2022).
3. Conclusion
The factors highlighted through consideration of Social, Technological and Economic current issues that affect the organisation pose a threat to the stability of the organisation going forward. 
The loss of talent through the aging workforce (CIPD,2018; Tai Tarian,2022a), changing employee expectations (Brown,2021; Cook,2021) and current difficulties of recruiting (Basul,2022; Jacobs,2021), along with the pressures on the organisation to provide more homes and increased demand on repairs of current stock (Community Housing Cymru,2022; Murphy,2022), leave the organisation vulnerable. These high expectations and demands of achieving credible customer service and legal frameworks set out by the Welsh government come under fire, with the potential lack of talent needed to achieve such goals (TaiTarian,2022b). 
The lack of workforce planning strategy is highlighted even more during these volatile times (Houghton,2019) with no plan in place to try to resolve these issues. It should be noted that workforce planning should be developed through reliable and timely data-driven decision-making (Kirkham,2022), which is something that can be questioned at this time due to the poor HR/Payroll system availability (Gupta 2022; People Management,2022b).
Future planning should allow careful consideration should be taken to review the organisations home working policy to ensure that it benefits all, with a focus on hybrid working practices made.  This will ensure that a blanket approach is not taken and therefore is inclusive to all (Soutar,2022).
The importance of investment into a HR/Payroll system has been highlighted. This will ensure payroll is correct therefore ensuring employees do not feel the burden of any salary mistakes (Cave,2022). Implementation of a new system would also decrease the HR teams time spent on repetitive administrative tasks, allowing time to be given to provide best practice guidance to the organisation (People Management,2022a), and importantly provide robust data to make important starting decisions for the organisations future (Kirkham,2022).  


4. Recommendations 
Recommendations from the consideration of Social, Economic and Technological factors affecting or that will affect Tai Tarian in the future include (in order of priority):
4.1 Purchase and integration of a new HR/Payroll/Annual leave system: 

· To provide a streamline service to all employees, through Absence, ER and Annual leave management, reducing frustration (Economic times,2022) and increasing productivity (Information Services Group ,2021; Murty and Karanth,2022) due to current time wasted dealing with system issues (Tai Tarian,2022g).   
· Increase reporting and data facilities to provide timely and compliant reports to support the organisation in future strategic decision making, reducing the risk of incorrect decision due to incorrect / out of date data reports from the current system (Cave,2022). 
· Allow the HR team to use their time more efficiently to support managers across the organisation (currently around 70% of role valued at approx. £2500 per month) of time given to system issues by 2 HR team employees), (Tai Tarian,2022g).
· Reduce risk of salary and annual leave calculations, which could leave the organisation vulnerable to unlawful deduction of wage claims and poor reputation (Cave,2022).
	[bookmark: _Hlk120701173]Initial costing

	New system implementation cost
	£5000 (one-off payment)

	HR team (2 team members over 6 weeks) support to implement:
	£6000**	

	IT team support (1 team member over 6 weeks):
	£3000**

	Total:
	£14,000**

	

	Ongoing costing

	
	Current costings
	New costings

	System subscription charge 
	£1500 p/m
	£2000 p/m

	X2 HR Advisor time housekeeping  
	£2500 p/m**
	£210 p/m**

	Total yearly charge:
	£48,000**
	£26,520**

		

	1st year saving: 
	£7480**

	2nd year + saving:
	£21,480**


** approximate costing 
4.2 Change to Annual salary increase (April 2023) –set amounts for all not a % of salary rise as previously made. 

· Due to the financial deficit of £2.7m (TaiTarian,2022c) increasing salary in line with the rent increase (which is the organisations usual stance) poses high financial risk. These savings can be put towards the financial deficit to increase stability and job security within the organisation (Tai Tarian,2022,c). 
· Provision of a set amount for all employees helps those at the lower end of the salary grades, who will need support the most, with the cost of living, fuel poverty (The Guardian, 2022).
· Instead of not providing a pay rise this gives all employees some financial gain. This could retain talent and therefore reduce attrition and the cost of recruitment.

	Increase salary’s by 6.1% (usual process) costing **Based on current salaries as of Dec 2022
	Increase all salaries by £1000 (to yearly salary) ** Based on 525 employees (Average headcount)

	£937,675.00
	£525,000.00

	                                       

	Saving:
	£412,675.00



4.3 [bookmark: _Hlk122106447]Development of Tai Tarian Apprenticeship program

· To include a developed Apprenticeship program for all roles requiring qualifications across the organisation, with career progression paths mapped out, encouraging talent to stay (Armitage & Keeble-Ramsay, 2015).
· Potential reduction to recruitment costs and lower attrition rate by providing learning and growth opportunities, which is a key element of why employees stay with organisation (Verasai,2022), 
· To support future workforce planning strategy to combat talent loss through an aging workforce and the great resignation (Conway,2022).
· To promote learning and development as highlighted as a key incentive to stay at an organisation by millennials and gen z (Basul,2022).
· Reduce the risk of not finding this talent and then being unable to provide a service to tenants – which would affect customer satisfaction and organisation reputation (Community Housing Cymru,2022;Murphy,2022). 

	Initial costing

	Recruitment/Onboarding/Induction/Training cost of specialist OD team member to oversee the development and ongoing running of the apprenticeship programmes and providing support for the apprentices. 
	£5000 ** 

	Total:
	£5,000**

	

	Ongoing costing

	Salary 
	£27,000 per annum**

	Total:
	£27,000**

	

	Potential savings
	

	· lower attrition rates
· higher internal promotion rates 
· lower recruitment rates  
	**£5000 for each recruitment not needed 

	**Costings should be offset by above
	


** approximate costing
**Implementation of recommendations 1 and 2 will provide support for recommendation 3 - through HR time availability to support workforce planning, provision of credible reports to consider for future workforce planning needs and financial availability to invest in the workforce plan. 
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