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Task 1 
Introduction
Organisations operate in a dynamic environment influenced by external factors that shape strategic management activities, making adaptability essential (Mason,2007). Businesses currently can no longer rely solely on traditional management techniques due to the rapidly evolving nature of the business landscape (Chen, Xie & Liu, 2021). Achieving success requires a business model rooted in sustainability, resilience, and collaboration, supported by tools like the PESTLE analysis (Tatjana,2024).
PESTLE tools support organisations identify external forces impacting their operations, offering early warnings of potential threats and opportunities (Rastogi and Trivedi,2016). For example, businesses can gain insights into regulations or trends that might influence strategic decisions. However, the PESTLE model's simplicity can be a limitation, as it reduces complex scenarios to basic categories without considering internal factors (Amega et al., 2024; CIPD, 2024).
To effectively use PESTLE, businesses should keep up to date with external changes through government publications and periodic reviews (Walsh, 2024). These insights feed into a SWOT analysis, further refining strategic planning by linking external factors to organisational strengths and weaknesses (Kokemuller, 2019). SWOT, introduced in the 1960s, evaluates internal and external factors through four categories: strengths, weaknesses, opportunities, and threats (Learned et al., 1982; Lozano & Vallés,2007). Combining SWOT with PESTLE analysis offers a comprehensive framework, particularly for complex systems requiring detailed evaluations ( Hill & Westbrook, 1997; Menon et al., 1999).
(Madureira et al, 2024) mention while SWOT focuses on internal factors, PESTLE categorises external factors into Political, Economic, Social, Technological, Legal, and Environmental dimensions. Together, these analysis help organisations align their internal capabilities with external demands. (Srdjevic et al., 2012) highlight that this integrated approach enables businesses to account for external uncertainties while leveraging internal strengths.
Defining the scenario under review is crucial before applying the PESTLE framework, for instance, whether evaluating a potential investment or exploring market opportunities, businesses must tailor their analysis to relevant external influences (Carruthers, 2009). Specific examples include assessing the impact of sustainability and globalisation, emerging concerns that necessitate continuous refinement of PESTLE analysis to remain effective (Taylor & Perkins, 2021; Brandl, Chore & Junker, 2024).
(Helm, 2014) considered that PESTLE analysis supports strategic thinking by helping organisations evaluate current conditions and develop forward-looking strategies. The strength of this combined approach lies in its ability to balance internal considerations with external complexities, providing actionable insights for sustainable growth. For instance, it allows businesses to identify opportunities for innovation while mitigating risks associated with external disruptions (Sun, Tavakoli, Khalilpour, Voinov, & Marshall, 2024) 
By adopting the PESTLE tool and integrating it with internal-focused methods like SWOT, organisations can proactively adapt to change, strengthen resilience, and seize growth opportunities. This dual approach not only supports strategic planning but also ensures businesses remain agile in a competitive and ever-changing environment (Carreño, 2024). 
While traditional models offer valuable insights, integrating tools like PESTLE enables organisations to address both external and internal factors effectively. This strategic alignment is key to navigating the complexities of modern business and sustaining long-term success. Program management plays a critical role in guiding and structuring change initiatives, ensuring that these efforts align with the organisation’s broader strategic vision (BenMahmoud-Jouini & Charue-Duboc, 2022).
The social aspect of the PESTLE analysis is particularly relevant to the current organisational challenges as social changes have significantly influenced recruitment processes. Over the past decade, hiring skilled talent has become increasingly challenging (Renesch & Chawla, 2006). The growing skills shortage has re-emerged as a critical issue, significantly impacting the UK economy (Davies, 2021). Census data from 2021 revealed a population increase of 3.5 million in England and Wales over the preceding decade. However, in areas like Ceredigion, the population decreased by 5.8%, highlighting geographic disparities in workforce availability (ONS, 2023).
This issue directly impacts our organisation, as the decreasing local population has reduced the available talent pool, presenting risks to our manufacturing operations. The business must explore innovative strategies to address this challenge. (Chakraborty and Tripathi, 2024) emphasise that organisations should adopt creative methods to upskill employees and attract talent through continuous development plans. Education is crucial in equipping the next generation with workplace skills, but recent studies show a decline in time spent on workplace learning. In 2020, workers spent only 22% of their hours on learning activities compared to 31% in 2004.b (Cronin-Golomb and Bauer, 2023) Despite the decline, informal learning remains a vital part of professional development (De Grip, 2024).
Education prepares people to be a responsible leader in the future to come.  Strong characters, such as integrity, fairness and responsibility, are highly valued and respected in the world of work and leadership (Metcalf & Heller, 2022).  Establishing relationships with local schools and colleges can help recruit non-skilled talent and support their internal development. This approach would not only benefit the organisation by expanding its talent pipeline but also positively impact the local community by encouraging individuals to stay in the area. As a leading whey protein manufacturer requiring specialised expertise, partnering with universities and promoting apprenticeship programs are practical solutions for skill development in Ceredigion, where the population challenges are pronounced (ONS, June 2022).
An apprenticeship program is a promising initiative for addressing the skills gap, providing employees with structured development opportunities and young people with access to the labour market. Apprenticeships allow individuals to gain practical experience while earning qualifications, promoting career longevity and succession planning within the organisation (James Relly & Laczik, 2021; Brandl et al., 2024). Furthermore, these programs enable organisations to mitigate the skills shortage while adapting to the demands of the evolving workforce.
To develop a robust strategy, the organisation must thoroughly assess the causes of labour shortages. (Davies, 2021) notes that these shortages often focus on low-wage sectors, but quality and availability issues extend across industries. Reviewing HR strategies and recruitment processes can uncover areas for improvement, helping organisations attract and retain talent effectively. Moreover, the organisation must address challenges posed by the aging population. In Wales, over 21% of the population was aged 65 years and older in 2021, while the proportion of people aged 15–64 decreased by 12.2% (ONS, June 2022).
Upskilling employees remains a crucial challenge for organisations. As highlighted by Ravenscroft, founder of The Skills Builder Partnership, a lack of essential, transferable skills hinders long-term success. Modern workplaces demand not only technical skills but also interpersonal and critical thinking abilities. Today’s workforce is increasingly career-driven, requiring organisations to provide growth opportunities that encourage creativity and engagement (Ravenscroft, 2021). (McMahon and Oketch, 2013) argue that the benefits of education and human capital extend beyond earnings, impacting personal health, longevity, community well-being, and even political stability.
HR metrics underscore the urgency of addressing these challenges. Current recruitment turnaround times are three times longer than usual, indicating inefficiencies in sourcing skilled workers. Implementing a comprehensive HR strategy that manages the recruitment lifecycle, from sourcing to retention, is critical This strategy should prioritise attracting diverse talent while fostering an inclusive workplace culture.
Organisations must also adopt forward-looking approaches to remain competitive. Developing apprenticeship schemes and partnering with educational institutions enable businesses to nurture talent while addressing regional workforce challenges. For instance, creating tailored training programs ensures that employees acquire the skills needed for both current roles and future career advancement. (Brandl et al, 2024) note that such initiatives also promote organisational sustainability and resilience by aligning workforce development with long-term business goals.
Moreover, businesses must leverage data-driven insights to anticipate workforce trends and adapt to changing market conditions. For example, monitoring geographic and demographic shifts can help organisations identify emerging talent sources and tailor recruitment strategies accordingly. Encouraging employees to engage in lifelong learning fosters a culture of adaptability and innovation, positioning the organisation as an employer of choice (Nuraini, 2024).
(The Employment Rights Bill, CIPD 2024), falling under the political dimension of PESTLE analysis, significantly impacts organisations by simplifying trade union recognition processes. It removes the need for unions to prove majority support at the application stage and mandates employers to inform workers of their right to join unions. These changes underscore the need for organisations to stay informed and adapt to new regulations (Aoki, Delbridge & Endo, 2014).
(Aoki, Delbridge and Endo, 2014) highlight the critical role of collaboration between trade unions and HR in addressing workforce dynamics. While unions traditionally represent regular employees, they often exclude agency workers employed through staffing agencies, limiting their influence on company-wide decisions. However, unions have maintained leverage over pay and working conditions, resisting detrimental changes and negotiating key policies. Despite this, unions have minimal influence over work pace and processes, which remain management-controlled under systems like kaizen (Shimada, 2024). Kaizen, a method of business management aiming for continuous operational improvements through a bottom-up, hands-on, participatory approach, has been adopted by many Japanese companies. For example, Toyota, one of Japan’s leading automobile manufacturers, has adopted kaizen and calls it the Toyota Production System, which strengthens partnerships with unions can foster a more inclusive environment and ensure alignment with continuous improvement goals.
(Orr, 2021) argues that reviving worker education alone is insufficient to rejuvenate the labour movement. Building robust worker organisations and fostering collective action among both organised and unorganised workers are essential. The CIPD further emphasises the importance of fostering effective partnerships with trade unions. This is because industrial action increasingly disrupts sectors like healthcare, transport, and postal services, collaborative strategies between HR professionals and unions become more critical. Historical evidence, as outlined by (Morris, 2024), shows that the late 20th century's industrial unrest led to legislative efforts to stabilise labour relations while protecting workers’ rights.
Trade unions, integral to the UK’s history, have seen significant membership declines since their 1970s peak. However, they continue to provide employees with a collective voice, playing a vital role in employment relations. Building strong relationships with union representatives can foster a positive and cooperative workplace environment. Research highlights that recognising trade unions facilitates smooth transitions during organisational changes by ensuring clear communication and bargaining agreements. Failure to engage with unions can lead to strained employee relations, increased industrial action risks, legal complications, and lower employee morale and productivity (Morris, 2024). 
Arguably, case studies, such as those from the automotive industry, demonstrate the tangible benefits of union engagement. Companies like Ford and Land Rover have used collective bargaining agreements to ensure stability during economic challenges. These agreements have supported clear terms for wages, benefits, and job security, fostering cooperative solutions to labour issues and benefiting both employers and employees (Morris, 2024).
For our organisation, recognising trade unions can yield numerous advantages. A partnership with a trade union ensures clear channels for negotiation, leading to less bureaucracy, fewer tribunal cases, and reduced absenteeism. Such collaboration also boosts staff retention, facilitates high-quality recruitment, and improves decision-making processes. ACAS notes that having a recognised union allows smoother transitions during changes, as it provides a single point of contact for negotiations (ACAS, 2024). Arguably having union representatives at our workplace has enabled effective dialogue to take place between management and employees during the potentially unsettling transition when it was announced that another company was taking over the business. 
Additionally, open communication with trade unions—via scheduled meetings, newsletters, and informal check-ins—can build trust and maintain transparency. Including unions in workplace decision-making and addressing employee concerns early can prevent conflicts, improve morale, and foster a collaborative work environment. (Rudman & Ellem, 2024) state measures align with our organisational goals of maintaining a committed and motivated workforce by creating a democratic environment which is arguably representative of the aims of the political landscape.  
Recognising unions also offers measurable financial benefits. Key performance indicators (KPIs) from staff surveys, retention rates, sickness levels, and learning and development metrics can demonstrate the positive impacts of union recognition (Australian Bureau of Statistics 2024). For example, creating career development pathways through union collaboration supports future succession planning and reduces turnover. Employees who feel secure and valued are more likely to remain engaged and productive, which ultimately benefits organisational performances, such as reduced bureaucracy and tribunal cases, improved staff retention and recruitment of high-quality talent, lower absenteeism and conflict levels, enhanced decision-making processes and it also increased employee morale and organisational trust (Taylor & Perkins, 2021).
The absence of union recognition can lead to potential drawbacks. These include strained employee relations, increased likelihood of industrial action, and reduced capacity to address workplace concerns effectively. Such issues can negatively affect organisational reputation, both internally and externally (Pérez, 2024), and this was important when negotiations began with the takeover company as they were provided with a comprehensive profile of the company as well as the expectations of the employees in terms of them have a voice
(The Employment Rights Bill, CIPD 2024), underscores the importance of fostering cooperative relationships with trade unions. Recognising unions not only ensures compliance with legal obligations but also strengthens organisational stability. By engaging collaboratively with unions, our organisation can navigate workforce challenges effectively while building a resilient and inclusive workplace culture.
Finaly the impact of the law changes (Legal) under the new Sexual harassment laws. As outlined in the Employment right bill, Employers to take all reasonable steps to prevent sexual harassment in section 40A of the Equality Act 2010 (employer duty to prevent sexual 10 harassment of employees), in subsection (1), before “reasonable steps” insert “all”. 
With Ethical and moral obligations with recent negative press of addressing sexual harassment claims has a very damming reputational effect on an organisation’s status and as an organisation we had to ensure the working environment for all our employees so that they felt comfortable with management policy and confident that concerns would be addressed effectively. 
Sexual harassment, often dismissed as workplace "banter," can take many forms, which are addressed in a new, comprehensive guide. The guide examines the impact on victims and provides best practices to help eliminate sexual harassment in the workplace. Developed in close partnership with the LRA and fully supported by Women in Business, it was created after years of advocacy by the trade union movement and consultations with various staff groups (Hersch, 2024).
The new guidance also responds to a 2016 Trades Union Congress (TUC) survey, which found that more than half of women had experienced some form of sexual harassment or violence at work during their careers, with nearly 80% of those affected choosing not to report the incidents or seek support and this factor alone indicates the need for union representation in the workplace to ensure legal compliance.
As published on BBC News, A toxic culture of sexual assault, harassment, racism and bullying has been alleged by more than 100 current and recent UK staff at outlets of the fast-food chain McDonald's. In the report it was outlined that McDonalds’ employees deserved to work in a safe, respectful and inclusive workplace (Rosenfeld, 2024; ACAS, 2024; Willness, and Lee. 2007).
There are many pros in the new changes, sexual harassment has been largely overlooked until the 1970s, sexual harassment in the workplace is now internationally condemned as a form of sex discrimination and a violation of human rights (Lavi and Alberstein, 2024). And the bans on confidential settlements show promise by incentivising firms to deter harassment to avoid reputational damage (Hersch, 2024).
Sexual harassment is costly to workers and organisations. Yet it remains pervasive and underreported. Legislation and organisational policies have been insufficient to eradicate workplace sexual harassment. Success may require policies to enhance market and legal incentives by raising the costs to organizations of tolerating an adverse work environment. Promising measures include banning confidential settlements so that harassing firms and individuals risk reputational harm, raising caps on damages awards, denial of coverage by insurers of wilful illegal acts, and a complaints process that protects workers from retaliation (Mohammed, Ansah and Apaak, 2023).
As changes in sexual harassment legislation come into effect, organisations must take proactive measures to ensure compliance and foster a safe, respectful workplace. While some may assume their workplace is free of issues, this can be misleading. Employees often fail to report harassment due to fear of retaliation, lack of awareness, or unclear reporting mechanisms like identified in the McDonald’s case (2011). Addressing these gaps is essential to mitigate legal risks and protect workplace morale (Solotoff and Kramer, 2024).
Key actions include educating line managers to recognise and address concerns, providing all employees with training on the updated legislation, and establishing clear and accessible reporting structures. These measures not only ensure compliance but also build trust, improve morale, and enhance the organisation's reputation. Taking proactive steps demonstrates a commitment to creating an inclusive and respectful work environment while minimising potential legal and reputational risks (Supriyadi, Rahmi and Fahrudin, 2024). 
Studies emphasise the significance of addressing power differentials and the role of silence in perpetuating harassment (Medeiros & Griffith, 2019). Furthermore, interventions should consider the emotional and mental well-being of individuals affected by sexual harassment, given the psychological distress experienced by victims (Smidt et al., 2023).
Proactively addressing these issues not only ensures compliance but also demonstrates the organisation’s commitment to ethical practices.  Additional benefits include many key considerations such as the enhanced employee rust and moral. And a workplace culture rooted in respect and accountability strengthens the organisations brands image. A clear compliance framework reduces the likelihood of legal disputes. A workplace culture rooted in respect and accountability strengthens the organisation’s brand image (Gupta and Gupta, 2021).
Khan, Bibi, Khan, and Ahmad (2023) highlight that the prevalence and forms of sexual violence during war differ across conflicts, with ethnic wars often experiencing widespread abuses such as sexual slavery and detention-related torture. The International Criminal Tribunal for the Former Yugoslavia (ICTY) has been instrumental in addressing such atrocities, prosecuting sexual violence as a war crime, a crime against humanity, and an act of genocide since the mid-1990s. These legal developments underscore the need for organisations to recognise and mitigate the risks faced by their workforce in conflict zones. For instance, businesses operating in Ukraine during the Russian invasion had to confront heightened risks of harassment and exploitation among employees, particularly women (Perunova, 2024). Effective responses included implementing workforce protection measures, collaboration with humanitarian groups, and adherence to international human rights standards, demonstrating how theoretical recognition of sexual violence informs practical strategies in conflict-affected industries.
Conclusion 
In review of the PESTLE factor, there are numerous examples of external opportunities and risks that will affect the organisations success. Addressing labour challenges, regulatory changes, and workplace culture is essential for ensuring the sustainability, growth, and integrity of our organisation. The evolving labour market, characterised by skill shortages, demographic shifts, and an aging workforce, requires proactive strategies such as implementing apprenticeship programs, fostering continuous upskilling, and building strong relationships with educational institutions. These efforts will enable us to cultivate talent internally, address skill gaps, and encourage workforce retention in the local community. By focusing on development and innovation, opportunities that align with long-term organisational goals while contributing to the broader socio-economic stability of our region can be created.
Addressing the challenges associated with a declining and aging population requires innovative strategies such as apprenticeship programs, partnerships with educational institutions, and robust HR initiatives. By investing in skill development and fostering an inclusive, future-focused workplace culture, the organisation can mitigate the impact of social and demographic changes while securing long-term growth and success. 
Simultaneously, The Employment Rights Bill, (CIPD 2024) highlights the growing importance of trade unions in shaping fair and inclusive workplace practices. Recognising trade unions and fostering collaborative relationships can lead to smoother transitions during workplace changes, reduced conflicts, and stronger employee morale. Historical evidence, including cases from industries like automotive manufacturing, underscores the advantages of collective bargaining agreements, which promote stability and mutual benefit. By engaging with trade unions regulatory compliance can be navigated effectively, enhancing trust and transparency, and demonstrate a commitment to the workforce.
Additionally, addressing changes in sexual harassment legislation is not merely a legal obligation but an opportunity for organizations to demonstrate leadership and commitment to their workforce. By training line managers, educating staff, and enhancing reporting mechanisms, organisations can proactively mitigate risks and foster a safe, inclusive, and respectful workplace for all employees. This not only ensures compliance but also strengthens the organisational culture, reinforcing trust and respect across all levels of the workforce.
Recommendations:
To remain effective and successful, our organisation must embed HRM as a strategic partner in achieving business objectives. The report has identified opportunities from the PESTLE factor that could allow us as a business to be more proactive on certain opportunities, this involves not only addressing current challenges but also anticipating future needs. By using tools like workforce planning, employee engagement metrics, and external trend analysis, we can create a resilient and adaptable organization. The HRM function will play a central role in sustaining a culture of innovation, inclusivity, and collaboration, ensuring the business remains competitive in a rapidly evolving company environment.
Engaging all stakeholders, employees, trade unions, educational partners, and leadership is key to fostering alignment and collective commitment to these goals. A robust and forward-looking HRM strategy will enable the business to navigate challenges effectively, strengthen its workforce, and build a sustainable future.
Integrating these strategies will position our organisation to address both immediate and long-term challenges. From skill development and labour relations to workplace safety and inclusivity, adopting a comprehensive approach will create a resilient, motivated workforce. This dual focus will drive productivity, reduce absenteeism, and improve retention, ultimately strengthening our competitive edge in the dynamic labour market. By investing in our employees, fostering collaboration, and prioritising respect and safety, we can ensure sustainable success for our organisation and the communities we serve.
Moreover, the issue of workplace inclusivity and safety, particularly concerning sexual harassment legislation, underscores the importance of creating an environment that is safe and respectful for all employees. Strengthening training for managers, educating staff, and improving reporting mechanisms are essential steps to mitigate risks and uphold a positive workplace culture.


Task 2
Infographics are powerful tools typically used to visually communicate, transforming complex data into visually engaging and easily understandable formats. By integrating visuals like charts, icons, and concise text, infographics highlight essential points and enhance comprehension, fostering quicker decision-making. These tools are particularly useful for presentations, reports, and training sessions, as they create a shared visual reference that boosts collaboration. Diverse teams can better align on objectives and outcomes when key information is presented visually, making infographics indispensable in modern business communication (Jaleniauskiene & Kasperiuniene, 2023).
Using frameworks like PESTLE to analyse organisational factors is a structured way to assess external influences, including environmental and technological changes. This report focuses on two PESTLE factors environmental and technological and examines how they influence organisational strategy. Additionally, it explores how business adapts to these changes and uses infographics to visually communicate strategies effectively (Tatjana,2024). 
Environmental changes are a crucial element in the PESTLE framework, especially as sustainability becomes a global priority. Wales, a leader in recycling within the UK, has introduced strict laws aimed at advancing a circular economy and minimising environmental damage. These regulations focus on improving recycling rates, reducing landfill reliance, and creating sustainable waste management systems (Welsh Government, 2024).
Wales progressive recycling policies highlight the importance of aligning business practices with sustainability goals. For instance, Wales achieved a 56.5% household recycling rate in 2020, surpassing the UK average of 44.4% and becoming the only UK nation to meet the EU’s minimum 50% target (BBC News, 2024). Climate Change Minister Julie James emphasised the ambition to achieve zero waste by 2050, showcasing Wales long-term commitment to sustainability (Net Zero Reporting Welsh Public Sector, 2023).
(Roy, 2023) discussed that the circular economy approach is gaining momentum to address the challenges of low recycling rates and excessive packaging consumption. Initiatives like the EU’s Circular Economy Action Plan emphasise sustainable packaging and waste management (Madden and Florin, 2024). Recycling targets are essential for promoting sustainability globally, with countries such as the UK, Portugal, and South Africa adopting ambitious recycling goals (Carroll, 2020). 
These laws have significant implications for businesses, which must adapt their operations to comply with recycling mandates. Companies face challenges such as logistical changes, increased costs for sustainable packaging (Roy, 2023), and the need for employee training. However, these regulations also present opportunities, including cost savings from efficient waste management and improved brand reputation for meeting corporate social responsibility (CSR) goals (Baker, 2006). Forward-thinking organisations that proactively align with these laws can gain a competitive edge, demonstrating that environmental responsibility is both ethical and financially advantageous (Wales Online, 2024).
HRM is pivotal in helping organisations comply with new recycling laws. The business must implement training programs to educate employees about the regulations and their importance. They will also need to update company policies to integrate sustainable practices into daily operations (Taylor & Perkins, 2021).
Recruitment strategies may need adjustments to prioritise candidates with expertise in sustainability or waste management. Furthermore, HRM can establish metrics to monitor compliance and progress toward recycling goals, providing regular feedback to ensure continuous improvement. Beyond compliance, HRM can foster a culture of sustainability by organising events, workshops, or incentives that encourage employees to engage actively in recycling initiatives (Picardi, 2020).
Employee engagement is a critical factor in the success of environmental programs. When employees feel personally invested in sustainability goals, they are more likely to support and participate in these initiatives. This not only ensures compliance but also boosts morale and reinforces a company’s values (Malcolm, Whiting, and Jackson, 2010).
The second PESTLE factor, technology, plays an equally significant role in shaping modern business practices. Artificial Intelligence (AI) is transforming industries by streamlining processes, enhancing decision-making, and revolutionising training methods.
AI’s ability to personalise learning experiences addresses the growing demand for new technology skills, which traditional educational methods often fail to meet. As businesses face constant pressure to adapt to digital transformation, AI-driven training programs offer scalable, affordable, and customisable solutions. These programs can tailor content to individual learning preferences, skills, and interests, enabling employees to acquire relevant skills efficiently (Sofia, Fraboni, De Angelis, Puzzo, Giusino & Pietrantoni, 2023).
However, the integration of AI is not without challenges. Research indicates that people may alter their behaviours when they know their actions are being used to train AI models, potentially introducing biases into the system. These biases can persist, causing both humans and AI to deviate from optimal behaviours (Treiman & Kool, 2024). To address this, businesses must ensure that AI systems are designed with fairness and transparency in mind.
Despite these challenges, the benefits of AI-driven training are transformative. By enhancing knowledge acquisition, employee collaboration, and productivity, AI empowers organisations to remain competitive in a rapidly evolving digital landscape (Thakkar, Kumar & Sambasivan, 2020).
HRM is instrumental in integrating AI-driven training into the workplace. This includes identifying skills gaps, implementing AI tools, and managing the transition to new training methods. Management can monitor the effectiveness of AI training programs by gathering employee feedback and analysing performance metrics (Ðukić, Mladenović, and Jocić, 2024).
Moreover, HRM can address ethical concerns by ensuring that AI systems adhere to data privacy standards and mitigate algorithmic bias. Transparency in how AI processes and uses data is essential to build trust among employees (Taylor & Perkins, 2021). HRM’s role extends to fostering a culture of continuous learning, encouraging employees to embrace AI as a tool for personal and professional growth.
The infographic accompanying this analysis visually conveys the importance of the environmental and technological PESTLE factors. It highlights key statistics, such as Wales recycling achievements and the impact of AI on workforce development, using charts and icons to simplify complex data (Jaleniauskiene & Kasperiuniene, 2023).
By presenting the connection between these two factors, the infographic helps organisations understand the interplay between environmental regulations and technological advancements. For example, it visually demonstrates how HRM strategies, such as sustainability training and AI adoption, address these challenges and opportunities. This visual representation ensures that stakeholders can quickly grasp the message and take informed actions (Lorenz, 2022).
In conclusion, businesses must adapt to environmental and technological changes to remain competitive in a rapidly evolving landscape. Wales recycling laws emphasize the need for sustainability, while AI-driven training programs address the growing demand for digital skills. HRM plays a crucial role in managing these transitions, from fostering employee engagement in recycling initiatives to implementing AI tools for personalised training.
The PESTLE analysis demonstrates how environmental and technological factors influence organisational strategies, highlighting the importance of proactive planning and adaptability. The use of an infographic enhances this analysis by presenting key insights visually, making complex data accessible and actionable. By embracing sustainability and technological innovation, businesses can navigate these challenges effectively, ensuring long-term success and resilience (Ðukić, Mladenović, and Jocić, 2024).
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