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Executive summary
This report looks at the major environmental factors which are affecting the NHS. It examines the environmental tools including PESTLE and SWOT and briefly looks at Porters five forces and scenario planning. It looks at the advantages and disadvantages of PESTLE and SWOT and looks at their similarities and differences. The report then looks at three blogs which explore the factors which are impacting the NHS and its corporate and HR strategy. These include the social, economic and political factors. The social factors which are looked at are in relation to the ageing population and ageing workforce and the its implications. The political factor that is looked at is in relation to Brexit and the impact this is having in the NHS and the large percentage of EU workers which are currently working for the health service across the UK.  The final blog looks at the economic factors which are in relation to the NHS deficit and savings which have been adding to the pressure of the NHS since the implementation of austerity in the UK. The report concludes with some recommendations for the future of the HR and corporate strategy in order of importance. The first recommendation is for the organisation to carry out an environmental analysis and the second recommendation is to fill the current skills gap with older workers. This is based on best practice from other organisations. 
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1. Introduction 
1.1	This report will critically examine the PESTLE tool, looking at the advantages and disadvantages, comparing it other tools and how it can be used as a method to analyse the managerial and business environment for strategic planning. The report will present blogs analysing three environmental factors and looking at the implications these have on the organisation’s corporate and HR’s strategic direction. The report will conclude by giving recommendations for the organisation and will review best practice from other organisations. 
1.2	A PESTLE (Political, Economic, Social, Technological, Legal and Environmental) analysis a tool is used to analyse key external factors, which in turn reduces the threats to an organisation. (Farnham, 2015). Kew and Stredwick (2016) define the environment as anything which is external to an organisation which can affect its present or future activities. This means that the environment for each organisation will be different for each organisation. Environments can be static or turbulent (Campbell and Craig 2005, Capon 2009, Kew and Stredwick, 2016). Other environmental analysis tools include scenario planning, Porter’s five forces and SWOT (Strength, Weaknesses, Opportunities and Threats). Scenario planning is used to build different probable views of what the future can look like for an organisation. (Wade, 2012). According to Kew & Stredwick (2016 p. 13) this technic helps organisations to examine the “what-if situations” in times of uncertainty. 
1.3	Porter’s five forces looks at five important factors which can affect competition for organisations depending on their strength. The five forces are potential entrants, existing competitors, buyers, suppliers and alternative products/services (Magretta, 2012, Kew and Stredwick, 2016). Some of the advantages of a PESTLE are that the framework is simple to adopt to different organisations. It also provides organisations with a better understanding of the wider business environment in which it operates. Furthermore, a PESTLE analysis allows organisations to see potential threats to their businesses and therefore plan the necessary steps or strategies in order to avoid or lessen the impact which these may have on the organisation (CIPD 2018c, Finlay, 2000).
1.4	Some of the disadvantages of a PESTLE are that it can be very time consuming because in order to be effective, it would need to be untaken regularly (Hopkin, 2017, CIPD 2018c). Another disadvantage of PESTLE would be that it could be outdated in a short time depending on how quickly changes happen externally (David Campbell & Tom Craig, 2005). Some of the advantages of SWOT are that it is flexible, and it enables organisations to foresee threats and be able to take the appropriate action to either evade or reduce the impact. In addition to this, a SWOT analysis enables organisations to be aware of their strengths and weaknesses. Some of the disadvantages of SWOT are that the data is only effective when undertaken regularly. Another disadvantage of SWOT is that the external factors can change at a rapid pace and therefore make it more difficult to know what you expect in the future. (CIDP, 2018b).
1.5	There are similarities in these tools in that, PESTLE and SWOT are simple frameworks which support the development of strategic thinking. Both tools help organisations to be able to identify business opportunities and therefore take advantage of them.  On the other hand, A PESTLE analysis only looks at the external factors whereas a SWOT looks at both the internal and external factors. (CIPD 2018a, CIPD, 2018b) With the current environment in the UK being turbulent for many organisations, it is difficult to know what the political environment will be like in the near future (CIPD, 2019a).  The best way of analysing the environment would be a combination of two or more of these tools as one in isolation would be limited. 

2.Social trends
2.1	Hywel Dda University Health Board is a large public sector organisation which employs over 11,180 staff and provides health care services to a population of 384,000 people across West Wales (Hywel Dda, 2018). The annual quality statement for Hywel Dda University Health Board states that nearly a quarter of this population is over 65 years of age (Hywel Dda, 2019). According to the CIPD (2018b), an ageing population is likely to have an impact on HR policies and processes. One of the challenges that Hywel Dda faces is a growing and ageing population and workforce (Hywel Dda, 2019). According to the ONS (2019a) “the population of the UK is ageing, and it is projected to continue to age; by 2050, one in four people in the UK will be aged 65 years or over”. 
2.2	The implications of this on the corporate and HR strategy is that there will be an increasing need for health care staff, specialising in elderly care. This would require additional investment and training for staff already working within the organisation. As well as an ageing population, Hywel Dda Health Board equally has an ageing workforce. The figures within the organisation also show that over half of employees are aged 46-55 (NHS Wales, 2018).  There is also an increasing amount of staff who are choosing to retire and take out their pension then return to work. The organisation is faced with the difficulty of wanting to retain skills but with an ageing workforce, this is having an impact on sickness rates (NHS Wales, 2018). 
2.3	The impact that this has on the organisation and HR strategy has been the development of an All Wales Menopause policy which provides support to women who are going through menopause in the workplace. The development of this policy comes as a result of the recognition that within the NHS, majority of employees are female and are within the menopause age range (NHS Employers, 2019). There has also been the recognition that there can be a number of symptoms for menopause, so managers are now being encouraged to support staff and be aware of the signs and symptoms of menopause (NHS Wales, 2018). Another implication for the HR strategy has been the development of the retire and return policy. This has been developed because of the ageing workforce and the need to retain skills (NHS Wales, 2018).
2.4	Moreover, with an ageing population, this means that there is an increase in caring responsibilities for staff members who may have older parents. This has meant that staff need to take time off more regularly for extended periods of time to fulfil their caring responsibilities (Walker, 2018, Harper and Hamblin, 2014). According to the ONS (2019b) “One in four older female workers, and one in eight older male workers, have caring responsibilities.” The implication of this on the corporate and HR strategy is that there will need to be more policies developed which will promote flexible working and work breaks to fulfil caring responsibilities. 

3. Political trends
3.1	One of the political trends affecting the NHS is the uncertainty of Brexit (CIPD, 2018a, Martill and Staiger, 2018). The NHS recruits medical and clinical staff from the EU and other international countries. According to the BBC (2018), there are currently 1.5 million EU nationals working in the NHS, 9% of this number are doctors, 5% are nurses and midwives, and 16% are dentists. It is estimated that one in every twenty employees in the NHS is an EU national. At present the NHS does not require visa or working permits for EU staff however, this is likely to change with Brexit (Gov Wales, 2019).  The NHS relies upon these overseas recruits in order to provide a safe service to the local population. The threat of Brexit has made EU staff feel insecure in employment and has resulted in staff leaving their UK employment and seeking work in the EU (Clarke et al. 2017).  
3.2	Staff who are EU nationals are required to apply for settlement status in order to continue working in the UK. Staff who do not have the right to work in the UK will not be able to continue working (CIPD, 2019a, Gov Wales, 2019). The impact of this would have detrimental effects on patient care due to staff shortages (Guardian, 2018, People Management, 2019).  The implications on the HR strategy in preparation for Brexit would be to engage with staff and reassure them, especially EU staff who are valuable to the NHS. Hywel Dda have taken steps to support staff by providing clear guidance on the EU settlement scheme and has also requested for all staff to ensure that their nationality is registered on the ESR (Electronic Staff Record) system. In addition to this, staff have been signposted to the HR team regarding any employment concerns (Hywel Dda, 2019) 
3.3	Furthermore, there needs to be an awareness of the changes to legislation which may result in Brexit in relation to EU workers and trading with the EU (CIPD, 2019b). Another implication would be the training requirements for managers to be aware of the changes which Brexit will bring. According to the BBC (2019), Brexit has now been extended until 31 January 2020. Although there is uncertainty at this stage of what these changes will be, the organisation needs to be more agile and ready for change during this unpredictable period (CIPD, 2019b).   


4. Economic trends
4.1	Since the financial crisis of 2008 and the subsequent implementation of austerity in the UK, the public sector has been facing relentless scrutiny. The NHS has been faced with reduction in budgets and also an increase in patient demand (Exworthy, Mannion and Martin, 2016). One of the economic factors which can are likely to impact the organisation are the current deficits and savings required each year. According to the BBC (2019) the NHS deficits in Wales are currently £97.4m across the seven health boards. Hywel Dda has the highest deficit across Wales of £35.5m. At present, the health board needs to make a saving of £28.8 million before the end of the financial year (Hywel Dda, 2019a). 
4.2	This means that there is added pressure to the individual departments within the organisation having to make savings in order to meet with the set targets (Wanna et al. 2015).  Hywel Dda pays approximately £3.7 million a month on agency cover This can have an impact on the services which are run across the organisation and can have a negative impact on staff morale, sickness absence and patient care (NHS Employers, 2019). The implications of this on the corporate and HR strategy, is to focus on the retention of staff, ensuring that they are well engaged and feel valued. The strategy would ensure that staff are aware on the non-monetary benefits such as flexible working, NHS pension scheme, NHS discounts, staff wellbeing counselling sessions and training and development (Hywel Dda, 2019b, NHS Employers, 2019). 
4.3	One of the ways of tackling the agency spend, will be to implement a ban on high costing agencies such as Thornbury. Furthermore, the Health Board offers bank contracts to agency staff as this cost less than paying at the agency rates (Auditor General for Wales, 2017). Using a resource-based view model would enable the organisation to focus on the internal resources within the organisation therefore be able to make the best use of them (Farnham, 2015).  The Health Board has a program specifically developed to look at reducing variable pay and has put in place stronger measures for the authorisation and approval of agency staff (Auditor General for Wales, 2017).

5. Conclusion and recommendations
5.1	In conclusion, this report has critically examined different environmental analysis tools. It looked at three factors which are likely to have an impact on the NHS, these included the social, political and economic trends. The social trends were in relation to an ageing population and workforce (Hywel Dda, 2019). The political trends were in relation to Brexit and its impact on the NHS and the EU staff who currently work within the organisation (Gov Wales, 2019). A finally looked at the economic trends in relation to the current deficit in which the NHS is faced with and the need to make savings in areas such as agency spend (Auditor General for Wales, 2017). The report looked at the implications that each of these factors has on the HR and corporate strategy.
5.2	This report will make some recommendations in order of importance for Hywel Dda University Health relating to the future corporate and HR strategy. The first recommendation for the future corporate and HR strategy is for the HR department to complete an environmental analysis for Hywel Dda University Health using a combination of the tools in this report. For an organisation to be aware of the environmental factors is not an option but a necessity for its survival (Kew and Stredwick, 2016). The second recommendation is to set targets within the organisation to fill the skills gaps within the NHS with older workers. An example of best practice is seen with Boots, Barclays and Aviva. These organisations have unveiled their plans which aim to increase their over workforce of over 50 years old by 12 percent by the year 2020. The reason for this is because they recognise that there is a skills gap within the economy which can be filled by those within this age group (Ralph, 2017). 
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6. Action plan 
	Action
	Who is responsible
	Resources
	Costs

	Timescales

	Complete and PESTLE & SWOT analysis for Hywel Dda University Health Board
	HR department

Managers
	Time to complete the environmental analysis 
	No additional costs
	3 weeks

	Fill the skills gap with older workers
	HR department

Recruitment

Line Managers
	Time

Trac jobs website

NHS jobs website

Social Media adverts

Internal webpage and email communication
	No additional costs as existing communication and advertising channel to be utilised
	On-going, to be reviewed quarterly

















7. References 
Auditor General for Wales (2017) Temporary Staffing Review – Hywel Dda University Health Board. Available at: https://audit.wales/system/files/publications/hywel_dda_uhb_temporary_staffing_review_final.pdf (Accessed: 1 October 2019). 
BBC (2019), Health Board deficit down to £97.4m in Wales. Available at: https://www.bbc.co.uk/news/uk-wales-47737183 (Accessed: 4 November 2019).
BBC (2018) Six key questions Brexit poses for the NHS. Available at: https://www.bbc.co.uk/news/health-46350966 (Accessed: 7 October 2019).
BBC (2019) Brexit: Is this latest extension the final delay? Available at: https://www.bbc.co.uk/news/world-europe-50214224 (Accessed: 7 October 2019).
Campbell D, Craig, T. (2005) Organisations and the business environment. 2nd edn. Oxford: Elsevier Butterworth-Heinemann.
Capon, C. (2009) Understanding the business Environment. 3rd edn, Essex: Pearson Education Limited.
CIPD (2018a) Preparing for Brexit through workforce planning. Available at:  https://www.cipd.co.uk/Images/brexit-workforce-planning-guide_tcm18-38797.pdf (Accessed: 7 October 2019).
CIPD, (2018b) The impact of an ageing workforce. Available at: https://www.cipd.co.uk/news-views/cipd-voice/issue-16/impact-ageing-workforce (Accessed 21 October 2019).
CIPD (2018c) PESTLE Analysis. Available at:
https://www.cipd.co.uk/knowledge/strategy/organisational-development/pestle-analysis-factsheet (Accessed: 3 November 2019).
CIPD (2019a) What do employers need to do about a ‘no-deal’ Brexit? Available at: https://www.cipd.co.uk/news-views/news-articles/employers-no-deal-brexit (Accessed: 7 October 2019).
CIPD (2019b) Continuity planning for HR: Brexit and Beyond. Available at: https://www.cipd.co.uk/Images/continuity-planning-for-hr-brexit-and-beyond_tcm18-55181.pdf (Accessed: 7 October 2019).
Clarke, D. H, Goodwin, M. Whiteley, P. (2017) Brexit: Why Britain voted to leave the European Union. Cambridge: Cambridge University Press.
Exworthy, M. Mannion, R, Martin P, (2016) Dismantling the NHS: Evaluating the impact of the Health reforms. Bristol: Policy Press.
Farnham, D. (2015) Human Resource Management in Context: Insights, Strategy and Solutions. 4th edn. London: CIPD.
Finlay, P. (2000) Strategic management: An introduction to Business and Corporate Strategy. Harlow: Pearson Education Ltd.   
Gov Wales, (2019) Preparing Wales to leave the EU. Available at:  https://gov.wales/preparing-wales (Accessed: 7 October 2019).
Guardian (2018) Brexit: Most doctors and nurses now think that NHS will get worse. Available at: https://www.theguardian.com/politics/2018/oct/13/brexit-doctors-and-nurses-nhs-will-get-worse (Accessed: 7 October 2019).
Harper, S. Hamblin, K. (2014) International Handbook on Ageing and Public Policy. Cheltenham: Edward Elgar Publishing Limited.
Hopkin, P. (2017) Fundamental of Risk Management: Understanding, evaluating and implementing effective risk management. 4th edn. London: Kogan Page.
Hywel Dda University Health Board (2018) Overview of Hywel Dda University Health Board. Available at: http://www.wales.nhs.uk/sitesplus/862/page/40317 (Accessed 9 October 2019).
Hywel Dda University Health Board (2019a) Written evidence to the public accounts committee NHS finance. available at:  http://www.senedd.assembly.wales/documents/s90831/PAC5-19-19%20P5%20-%20HDUHB.pdf  (Accessed: 4 November 2019).
Hywel Dda University Health Board (2019b) What we offer.
Available at: http://www.wales.nhs.uk/sitesplus/862/page/81645 (Accessed: 6 November 2019).
Hywel Dda University Health Board (2019c) Annual quality statement. (Available at:  http://www.wales.nhs.uk/sitesplus/documents/862/Annual%20Quality%20Statement%20201819%20English.pdf) [Accessed ].
Hywel Dda University Health Board (2019d) Supporting Staff. Available at: http://www.wales.nhs.uk/sitesplus/862/page/98115 (Accessed: 1 October 2019). 
Kew, J, Stredwick, J. (2016) Human Resource Management in a Business Context, 3rd edn. London: CIPD.
Magretta, J. (2012) Understanding Michael Porter: The Essential guide to Competition and Strategy. Boston: Harvard Business Review Press.
Martill, B, Staiger, U. (2018) Brexit and beyond. London: UCL Press.
NHS Employers (2019) Improving staff retention: A guide for employers. Available at: https://www.nhsemployers.org/-/media/Employers/Documents/Retention-guide.pdf (Accessed: 6 November 2019).
NHS Employer (2019) Menopause and the workplace. Available at:  https://www.nhsemployers.org/retention-and-staff-experience/health-and-wellbeing/protecting-staff-and-preventing-ill-health/taking-a-targeted-approach/menopause-in-the-workplace (Accessed 9 October 2019).
NHS Wales (2018) NHS Wales Menopause policy. Available at:  https://www.nhsconfed.org/-/media/Confederation/Files/Wales-Confed/Wales-Employers/FINAL-NHS-Wales-Menopause-Policy-19-Dec-18.pdf (Accessed 9 October 2019).
ONS (2019) Living longer: caring in later working life. 15th March 2019 Available at: https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/ageing/articles/livinglongerhowourpopulationischangingandwhyitmatters/2019-03-15) (Accessed 9 October 2019).
ONS (2019) Living older and old age dependency – what does the future hold? 24th June 2019 Available at:  https://www.ons.gov.uk/peoplepopulationandcommunity/birthsdeathsandmarriages/ageing/articles/livinglongerandoldagedependencywhatdoesthefuturehold/2019-06-24 (Accessed 9 October 2019).
People Management (2019) NHS workforce figures show sector still struggling with chronic staffing shortage. Available at: https://www.peoplemanagement.co.uk/news/articles/nhs-chronic-staffing-shortage (Accessed 6 November 2019).
Ralph, O. (2017) Businesses set targets for recruiting older workers. Available at: https://www.ft.com/content/f700d202-3f01-11e7-9d56-25f963e998b2 (Accessed 1 October 2019)
Wade, W. (2012) Scenario planning: A field guide to the future. Boston: John Wiley & Sons Inc.
Walker, A. (2018) The new dynamics of ageing. Bristol: Policy Press.
Wanna, J. Lee, H. Yates, S. (2015) Managing under austerity, delivering under pressure: Performance and productivity in public service. Acton: Griffin Press. 



[bookmark: _GoBack]
2

