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	Company
	Tata Steel UK is the largest primary steelmaking company in the UK, producing almost 9000 tonnes of steel each day for a diverse range of customers from the automotive industry to packaging industry. Tata Steel UK employs over 8000 people across 13 UK sites. The 4 key markets that Tata Steel UK operate in are:
· Automotive, Tata Steel’s UK business supplies almost 50% of UK carmakers’ steel requirements; 
· Construction, construction represents 44% of the company’s sales by revenue; 
· Packaging, in the UK Tata Steel UK supplies more than three quarters of the steel used to make cans and tins; 
· Engineering, Tata Steel UK’s business supplies over half a million tonnes to a range of large and small manufacturing companies.

(Tata Steel UK, 2022a)

	Main Problem
	Tata Steel UK along with the rest of the steel industry has suffered significantly from the wider economic downturn caused by the covid-19 pandemic (The Guardian, 2022). In addition to this, there is an increasing pressure from key stakeholders for the company to turn to greener, more environmentally friendly operations, which poses further economical challenges. Tata Steel UK also has an internal social challenge of a considerable lack of a diverse workforce. The organisation is faced with an ageing, heavily male populated workforce with little non-male senior leaders, thus putting the organisation into an even worse position in an already turbulent and volatile job market. In addition to this, the current and future operations of Tata Steel UK are heavily reliant on technology, but the capability of the employees using technology is not at the level required. 

	Analysis
	Social 
It is clear to see that Tata Steel UK does not have a diverse workforce with many individuals not having an understanding or even an awareness of equity, diversity and inclusion. If Tata Steel UK focus on changing the narrative and driving a more diverse workforce, there is huge potential for change and innovation, likely making the business more attractive to external talent and those already within the organisation.

Technological
Technology is integral to all employees working life, whether site-based or office based. Due to the demographics of Tata Steel UK’s organisation, there is a great lack of capability in terms of general day-to-day technology, posing a potential issue for a data incident. By addressing the need for more familiarity using IT systems, Tata Steel UK may be able to become more efficient while decreasing the potential risk for data incidents, supporting the business operationally, legally and on a whole, financially.

Environmental
A need for decarbonisation in the steel industry as a whole is becoming an emergency for stakeholders involved. As the largest steel plant in the UK and one of the largest in Europe, it is an optimum time for Tata Steel UK to lead the way in decarbonisation and addressing the sectors impact on global warming. Without a strong initiative, Tata Steel UK will potentially come into trouble with legalities in relation to levels of carbon emissions due to their impact on the environment. As well as this, there is also a risk that Tata Steel UK will lose customers to steel-making organisations with more sustainable operations. 


	Conclusions
	PESTLE analysis is an essential activity for businesses to carry out in order to remain current and profitable within the market. Whether an organisation is planning for product development or resourcing for skill gaps, it is necessary for the organisation to understand the environment beyond their internal boundaries. External factors can have a considerable impact on an organisation, PESTLE analysis is integral to identifying and planning for potential risks (Rastogi and Trivedi, 2016). Looking at the PESTLE factors in relation to Tata Steel UK highlighted many areas for concern.

	Recommendations
	1. Installation of an electric arc furnace. The average cost of installing an electric arc furnace in 2018 was $154 million, although it is important to consider that additional costs would be incurred for decommissioning of the current blast furnaces along with other coinciding activities (Steelonthenet, no date).
2. Deliver Equity, Diversity and Inclusion training to every employee throughout the organisation. Some individuals have already been delivered the training, there is a further 7,770 employees to be included in the sessions. Based on this there would be approximately 389 sessions left to run, equating to 1165.5 hours. The training should be carried out by the local Area HR Manager and HR Case Advisor. The average salaries pro rata for the hours remaining would be £22,500 and £18,944 respectively. The total cost would be in the region of £41,444 but travelling and time out would need to be factored in.  
3. Introduce ‘Data Red Stripes’. The cost of this recommendation is likely to be very minimal. Due to the current number of data incidents the activity would not be foreseen to require much resource although, raising awareness and the importance of compliance would need to be communicated throughout site.
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Introduction 

PESTLE is a business analysis tool which can support businesses in identifying their barriers and opportunities (Nandonde, 2019). Due to the nature of the macro-environment factors it examines, PESTLE analysis is more commonly used to assess a business’ external environment, but it can also be helpful when looking internally (Bush, 2019). The PESTLE model investigates the political, economic, social, technological, legal and environmental factors facing an organisation (Nandonde, 2019). 

Over time the tool has evolved. Taylor and Perkins (2021) discuss how over forty years ago the tool looked only at political, economic, social and technological factors and was known as ‘PEST’ analysis. The tool progressed to ‘PESTLE’ in the 1990’s to recognise the ongoing developments e.g. the importance of ‘green’ issues and tighter regulations. With the increased concern in an organisation’s ethical responsibility the analysis tool has advanced to ‘STEEPLE’ to include an additional factor, ethical, to align with the external environment (Taylor and Perkins, 2021).

As highlighted by Tovstiga (2021), one key thing to consider when completing a PESTLE analysis is that not every macro-environment factor will be relevant, and of those that are, they will not be progressing and developing at the same rate. It is also crucial to understand when implementing PESTLE analysis outcomes, that they can often be interlinked. For example, TESLA in particular have driven a demand for advancements in both technological and environmental fields alike to develop more sustainable energy vehicles for mass production (Kainzbauer and Lortharaprasert 2021). 

As considered by Rastogi and Trivedi (2016) PESTLE analysis is commonly used as a strategic planning tool as it can assist a business in foreseeing potential difficulties allowing preparation for these to mitigate the threat, similarly it can also be used to identify new opportunities. However, as our markets are becoming ever more volatile, uncertain, complex and ambiguous (VUCA), it is becoming more difficult to plan ahead effectively and so pressure decisions are often made which are detrimental to organisations in the long-term (Taylor and Perkins 2021). As Rastogi and Trivedi (2016) have suggested, PESTLE analysis is a fairly simple and understandable tool which aids the enhancement of strategic thinking, however, due to its simplicity, it is common for those using the tool to neglect imperative information and data. 

As already mentioned, PESTLE has had several variations to align with the business and social environment. Due to more recent changes with ageing population, globalisation and international labour markets, Taylor and Perkins (2021) have proposed a new acronym ‘ELDEST PIG’. This variation introduces the international and demographic factors that organisations need to be conscious of. It is likely that with future changes in the business environment, more macro-environment factors will be incorporated into the acronym (Taylor and Perkins, 2021). 
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Social Analysis
One of Tata Steel UK’s organisational goals is ‘to be a brilliant place to work’, the organisation thrives to become an employer of choice and help their people be the best they can be (Tata Steel, no date). 

The Human Resources strategy takes this one step further and is underpinned by 5 key pillars: culture and engagement, connect through leadership; drive organisational change; unleashing potential and digital HR. As a sub-category to the culture and engagement pillar, the HR department strive to embed a culture of openness, trust and transparency to support an engaged TSUK Value Chain workforce and create a diverse, inclusive and collaborative environment where the employees are valued and supported (Tata Steel UK, 2022b)

According to Salminen-Karlsson (2020), for many individuals the steel industry has always and still is thought to be a male dominated industry with a masculine culture of physical work, of which women were completely disassociated from. Although, with more women following career paths in STEM subjects, the changing technologies and the need for organisations to become more diverse, all heavy industries are starting to see an increase of females in their workforce (Salminen-Karlsson, 2020).

Not only is it important to have women in the workplace to represent a diverse culture and meet the societal ‘norms’ research also shows that having women in organisations improves the workplace for all genders. Research into Fortune 500 companies has brought to light that organisations with low female representation on board are financially outperformed by those with a high representation (Joy, Carter, Wagner, & Narayanan, 2007). A paper by Hoogendoorn, Oosterbeek and Van Praag (2013) states that in general, gender diverse teams are more successful than male-dominated teams. In addition to this, Clerkin (2017) study shows that organisations have: more job satisfaction; more organisational dedication; more meaningful work and less burnout, when there is a higher percentage of women employed.

Although big strides have been made there is still a long way to go before Tata Steel UK can state that their workforce is diverse. As of Monday 15th October 2022, Tata Steel UK employed 8012 people, of this only 887 were females (Tata Steel UK, 2022c). A lot of effort is spent trying to attract women into the workforce and the recruitment team are often advertising for ‘Women in Steel’. However, within the last 2 months women account for 23.5% of Tata Steel UK’s leavers whilst only representing 11.75% of the workforce (Tata Steel UK, 2022c) and so it could be argued  the true issue lies within the culture of the workforce and focus should be directed on driving a cultural change to retain women in the organisation. 

As a means of trying to improve the culture that we work within, the Reward and Recognition team have developed Equity, Diversity and Inclusion awareness training. This is currently in pilot stage; training has been delivered to 242 employees over 21, 3-hour training sessions. The current plan is that once the content has been approved by a legal team for a full roll-out, the target audience will be Band E employees and above. All band E employees are considered to be ‘white-collar’ staff. Not only is it important from a legal perspective, it is also crucial for a motivated workforce where everyone feels accepted. 

There will undoubtedly be some challenges arising from the approach to create an inclusive and diverse workforce. As suggested by Neil Fleming (1995) and supported by his ‘VARK’ model of the modes of learning, people learn in different ways. The model supports 4 learning styles: visual, aural, read/writers and kinesthetics and it is an individual’s neuro-linguistic programming that determines their learning preferences. It would not be reasonable for the organisation to tailor the training to each learning preference and arrange the training schedule based on an individual’s preference especially considering the reach the programme is trying to achieve. 

On the other hand, the roll out of the equity, diversity and inclusion awareness training is essential in meeting the organisational and HR strategies. Without making employees aware of what diversity, inclusion and equity really is and how it can impact individuals’ careers and overall lives we will struggle to foster any change in culture. Having a diverse culture that is not only welcoming and supportive of all genders but also race, religions, disabilities etc. will improve the employer brand in turn increasing the attraction of talent to the organisation. The change in culture is also essential in the retention of our talent in the business, a diverse workforce is proven to increase productivity, decision-making and allow for greater innovation (Fisher Phillips, 2022). 

For Tata Steel UK to be truly inclusive, the change needs to be authentic, that means making all employees especially blue-collar workers, part of the movement. By including all employees in the training, we can hear and understand a range of different experiences which wouldn’t be seen with just white-collar workers. Sharing the legislation, support and the individual impact relating to equity, diversity and inclusions will accelerate the acceptance from the workforce (Murfet, 2020).
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Globalisation has accelerated the development of technology across the world and in turn every organisation’s survival has become reliant on technology. Information technology has advanced various sectors of the business such as marketing, communications, data storage and research and development to name a few. It has become a critical element of everyday life and without it nearly all business activities would become infeasible (Kendrick, 2010).

Technology has improved business activities and allowed organisations to optimise their resources and make them more efficient. Technology will be forever developing, and the maximum potential of technology is yet to be discovered, so it is vital that all employees in an organisation know how to use it safely (Raval, 2022).

The development and increased introduction of artificial intelligence, virtual reality and more have marked a new industrial revolution, known as the Fourth Industrial Revolution, or Industry 4.0 (UK Government, 2019).

The fourth revolution is already having major impacts on the steel industry. For example, Hyundai Steel has managed to decrease imports of fluorspar (a flux used in steelmaking) by 50% per annum. Working alongside Samsung Electronics and POS Ceramics, Hyundai Steel have developed technology to reuse wastewater sludge from semiconductor manufacturing as a material for steel making. This development sees 4 tonnes of cow dung being recycled to 1 tonne of blast furnace fuel. This not only benefits the company economically, but has huge environmental benefits (Kyung-Min, 2022). This goes to show that the power of technology has little bounds and its utilisation is crucial in being a competitive industry in an already turbulent market. However, as many revolutions do, it does pose threats to an organisation along with its employees.
The Tata Steel strategy focuses on technology under the innovation leg, stating “We conduct research programmes aimed at developing cutting-edge manufacturing and product technology…” (Tata Steel, no date). Although, the HR strategy focuses more on a viewpoint from business activity processes and within the Digital HR pillar states the wish to “improve data privacy maturity and mitigate HR cyber risks” (Tata Steel UK, 2022b).

Data privacy, often referred to as data protection has to be considered in all day-to-day HR activities whether you work within the learning and development or operations department and it is essential that all employees are aware of their responsibilities in relation to data protection (CIPD, 2022). As stated by the UK Government (2020), in 2018 the Data Protection Act was amended to become more suitable for the digital age. The Data Protection Act 2018 also empowers individuals to take control of their data and support organisations throughout the UK with the change in data protection (UK Government, 2020). 

Although a lot of data protection violations are underpinned by the Data Protection Act 2018 and that is the most up to date act with regards to the matter, there are also other regulations and frameworks in the UK that support data privacy including: The Freedom of Information Act 2000, The Telecommunications (Lawful Business Practice) Regulations 2000, The Investigatory Powers Act 2016 and the Privacy and Electronic Communications Regulations 2003 (CIPD, 2022). The Data Protection Act sets out the law that some data protection breaches can result in criminal proceedings (Jay & Clarke, 2010). If an organisation does not comply with data protection legislation then significant penalties can be imposed (CIPD, 2020). For example, HHD Solicitors (no date) shared a case study where they represented a client who bought a claim against his employer, a large multi-national organisation. He had been absent from work due to an illness and his employer sent an email to the wrong colleagues by mistake containing personal information related to his illness. Following negotiations with the legal representatives of the defendant, the claimant agreed to a settlement of £40,000 (HHD Solicitors, no date).

In October 2022, Tata Steel UK had 1 data incident within the HR department and when discussing the topic with the Digital HR Specialist it became apparent that many of the company’s data incidents over the past year and more, contained common themes and mistakes (Tata Steel UK, 2022d). This suggests that HR employees are not understanding the importance of data privacy or learning from theirs and other’s mistakes when it comes to handing personal data. It is important to note that the organisation has already introduced confidentiality settings to HR personnel emails to avoid emails containing confidential details to be shared with the wrong individual, particularly outside of the HR department. Although this is also reliant on the individual recognising the sensitivity of data and selecting the correct confidentiality setting, which is often overlooked. 

In order to increase awareness and understand the simple solutions/ways to avoid data incidents, Tata Steel UK could consider introducing ‘Data Red Stripes’. As an organisation ‘Red Stripes’ are already used to highlight health and safety incidents/potential incidents across the UK. The document sets out the nature of the incidents, the cause and actions for prevention or reoccurrence. As the importance of these documents is already greatly understood by the employees of Tata Steel UK, ‘Data Red Stripes’ could have great potential in increasing an individual’s accountability for their digital activity. However, many employees may not understand the importance of data safety and could disregard an information relating to it. As well as this, a lot of employees may not have daily access to online updates and so appropriate circulation would need to be considered. 
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Environmental Analysis
As many other heavy industries, the Steel Industry has significant impacts on the environment. Although there has always been an understanding that the steel industry would eventually need to reduce its effects on the environment, the need has been accelerated by The Paris Agreement, adopted on 12th December 2015. The legally binding treating aims to reduce Greenhouse Gas emissions in order to address global warming. The agreement binds all 194 parties, including The United Kingdom to adapt their businesses, no matter the sector, in order to achieve zero-carbon (United Nations Climate Change, no date).

It is essential for the future of our planet that we reduce carbon dioxide, along with other greenhouse gases emissions. As explained by Fecht (2021) It is proven that these gases absorb infrared energy (heat) and then re-emit a portion of it back towards earth, without the greenhouse gases present they would radiate into space. The heat then causes what we know as, global warming, the increase in surface air and sea surface temperatures across the globe. Prior to 1970 the global average temperature declined for 7000 years at 0.01°C per century, since 1970 it has seen a significant shift and is now rising at a rate of 1.7°C per century (The Intergovernmental Panel on Climate Change, 2018). National Geographic (no date) have highlighted the catastrophic effects from global warming, some we are ready starting to see, including sea-level rise caused by melting ice; changes in temperature affecting wildlife and crops; increased precipitation leading to floods in some areas and severe droughts causing water shortages in others. The future effects are increasingly harming with the expectation of sea levels rising between 10 and 32 inches; hurricanes and storms becoming more common and stronger; less availability of fresh water as a result of melting glaciers; the increased spread of diseases such as malaria as well as the extinction of species e.g. polar bears due to changing ecosystems (National Geographic, no date) 

The UK Government is aware that in order to work towards a green industrial revolution, decarbonising the industry is a key component. A green industrial revolution will see technologies such as carbon capture being implemented across the country, as well as the moving from high carbon fossil fuels to low carbon substitutions, for example, hydrogen (UK Government, 2021). 

Tata Steel’s Strategy supports this with an overarching theme of ‘responsible behaviour’. This underpins 3 statements including: “We support the development of breakthrough technologies to deal with the challenge of carbon emissions.” (Tata Steel, no date). It is undoubtedly expected that any development of breakthrough technologies would require either new resources or the information and access to allow employees to gain the competencies required. This is reflected in the HR Strategy to unleash potential in developing “the right capabilities and competencies” (Tata Steel UK, 2022b). By 2030, Tata Steel UK plan to have reduced their carbon dioxide emissions by 30%, and by 2045 aim to be carbon neutral (Kolisnichenko, 2022).

In Tata Steel UK’s latest sustainability report (2020/2021) it shows that the total carbon emissions created for the process, including those that occur at the power plants for our imported electricity and production of materials was 6.99 million tonnes in financial year 2020/2021. This is still an alarming figure but there are signs of improvement as the total CO2 emissions for financial year 2019/2020 were much higher at 7.51 million tonnes (Tata Steel UK, 2021). 

Tata Steel UK have seen some advancements with carbon capture and reduction of CO2 emissions. As illustrated by Swansea University (no date) they are currently working in partnership with Tata Steel on a Reduced Industrial Carbon Emissions (RICE) initiative. The initiative is looking at developing high value products and industrial chemicals from the CO2 emissions emitted by steel making. If successful, the initiative will drive a more robust and greener economy. One research project is investigating the use of algae to consume carbon dioxide. The proposal is for algae to be present in the steel making process for carbon dioxide to be captured from waste emissions. Some pilots have already taken place in Tata Steel UK’s Port Talbot site and following consumption of waste gases, the algae was then able to be used for other purposes including biomethane energy production (Swansea University, no date). 

In order to most effectively address the ever more critical concern over decarbonisation, a true opportunity lies within the development of electric arc furnaces. The blast furnaces currently in production at Tata Steel UK use coke or coal as a raw material to melt iron ore which creates pig iron, the furnace is then filled with oxygen to remove carbon and other impurities. The entire production line from sourcing raw materials to production of steel produces large volumes of carbon dioxide using the traditional blast furnace (ServiceSteelWarehouse, 2022). Studies in the United States have shown that steel produced by electric arc furnaces have a greenhouse gas emissions intensity approximately 75% lower than traditional blast furnaces (Green Car Congress, 2022). This technology looks at producing steel with one main raw material, steel scrap and although the technology is readily available, it does come at a significant cost (Hoffmann, Van Hoey and Zeumer, 2020). 

On the whole, electric arc furnaces pose many opportunities to the steel industry with improved efficiency without the need for large volumes of fuel for combustion or production of coke making the whole process less energy intensive and carbon emitting (M. Brashem, INC., no date). Although, it is important to note, that to be a truly ‘greener’ option, electric arc furnaces do require renewable electricity for the foreseeable future in addition to supply of high-quality steel scrap (Hoffmann, Van Hoey and Zeumer, 2020).
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External analysis is an essential activity for businesses to carry out in order to remain current and profitable within the market. Whether an organisation is planning for product development or resourcing for skill gaps, it is necessary for the organisaiton to understand the environment beyond their internal boundaries. External factors can have a considerable impact on an organisation, PESTLE analysis is integral to identifying and planning for potential risks (Rastogi and Trivedi, 2016). Although, the tool is best used in conjunction with other strategy tools such as SWOT, Porter’s Five Forces, competitor analysis and scenario planning, to ensure that factors are fully analysed in all forms (Battista, 2021).

Looking at the PESTLE factors in relation to Tata Steel UK highlighted many areas for concern. In terms of the social factors, it is clear to see that there is not a diverse workforce, and many individuals don’t have an understanding or even an awareness of equity, diversity and inclusion. If Tata Steel UK focus on changing the narrative and driving a more diverse workforce, there is huge potential for change and innovation, likely making the business more attractive to external talent and those already within the organisation. When considering the technological factors, it goes without saying that technology is integral to all employees working life, whether they be site based or office based. Due to the demographics of Tata Steel UK’s organisation, there is a great lack of capability in terms of general day-to-day technology, posing a potential issue for a data incident. By addressing the need for more familiarity using IT systems, Tata Steel UK may be able to become more efficient while decreasing the potential risk for data incidents, supporting the business operationally. The analysis on the environmental factors facing Tata Steel UK brought to surface some concerning figures and a real necessity for operational change. A need for decarbonisation in the steel industry as a whole is becoming an emergency for stakeholders involved. As the largest steel plant in the UK and one of the largest in Europe, it is an optimum time for Tata Steel UK to lead the way in decarbonisation and addressing the sectors impact on global warming. Without a strong initiative, Tata Steel UK will potentially come into trouble with legalities in relation to levels of carbon emissions due to their impact on the environment. As well as this, there is also a risk that Tata Steel UK will lose customers to steel-making organisations with more sustainable operations. 

Recommendations, in order of priority: 

1. Installation of an electric arc furnace. The average cost of installing an electric arc furnace in 2018 was $154 million, although it is important to consider that additional costs would be incurred for decommissioning of the current blast furnaces along with other coinciding activities (Steelonthenet, no date).
2. Deliver Equity, Diversity and Inclusion training to every employee throughout the organisation. Some individuals have already been delivered the training, there is a further 7,770 employees to be included in the sessions. Based on this there would be approximately 389 sessions left to run, equating to 1165.5 hours. The training should be carried out by the local Area HR Manager and HR Case Advisor. The average salaries pro rata for the hours remaining would be £22,500 and £18,944 respectively. The total cost would be in the region of £41,444 but travelling and time out would need to be factored in.  
3. Introduce ‘Data Red Stripes’. The cost of this recommendation is likely to be very minimal. Due to the current number of data incidents the activity would not be foreseen to require much resource although, raising awareness and the importance of compliance would need to be communicated throughout site.
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