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What is PESTLE?
As described by Hayden (2025), a PESTLE analysis is a macro environment analytical tool and an acronym for Political, Social, Technological, Legal and Environmental which considers external factors that could affect strategic decision making within an organisation.

Kew & Stredwick (2010, p.9) explains the benefits of organisations utilising the PESTLE tool by being proactive in identifying and analysing external environmental factors affecting and influencing current and future organisational and HR strategies.

The analytical tool was first used in the early 1980’s referred to as PEST and by the 2000’s evolved into STEEPLE recognising ethics as an additional factor for consideration.

Hayden (2025) refers to the PESTLE tool as a simple framework in supporting strategic decision making and longer-term sustainability.  However, in order for it to be effective, it is suggested that it should be regularly reviewed and incorporated into change management processes, utilising expertise and resources within the organisation.

Buye (2021) suggests that the best approach would be to integrate PESTLE with other analytical tools e.g. SWOT analysis (CIPD, 2025) and Five Porters Forces (Havard Business School, 2008) to obtain critical internal and external information to understand the wider context enabling holistic decision making, supporting organisational goals and ensuring employers remain competitive.

How is Technology affecting NPT?
Change is constant and therefore, it is important for organisations to keep abreast of the advances in digital technology to understand the impact on both the HR and Organisational strategies.  Thus, taking a reasonable approach in adapting to the changes and knowing how technology can change working lives, (CIPD, 2025).

Eddy (2025) recognises the use of Artificial Intelligence (AI) being integrated into everyday lives and how HR play a key role in adapting to the changes, reviewing policies and procedures to ensure they remain fit for purpose whilst also embedding effective workforce planning into strategic decision making to meet the future requirements of the organisation.

Soliman (2024) suggests that whilst the introduction of AI may provide an opportunity for organisations to streamline and digitalise tasks, repurpose roles and utilise resources more effectively, this may also impact staff morale and raise concern in relation to job security.  It is therefore important to take an inclusive approach, encouraging employee voice and providing career development opportunities.

NPTCBC are engaging with digital experts and relevant stakeholders in developing a roadmap as to how the organisation aims to integrate AI within the short to medium term to enhance decision making and improve service delivery.  It is recognised that implementing a robust policy for the use of AI and providing specific training and raising awareness are vital to ensure staff remain ethical and compliant when utilising AI, (NPTCBC, 2024).

NPTCBC recognise opportunities to utilise AI in making efficiencies by reducing administrative workloads and building capacity enabling staff to undertake added value tasks.  An example of which is to utilise an AI tool, Magic Notes to write up case notes, providing capacity for the HR Team to work smarter and move towards a business partner approach, offering specialist HR advice to the organisation in accordance with the future of work strategy, (NPTCBC, 2022-2027).

One of the wellbeing objectives detailed within The Future of Work Strategy, (NPTCBC 2022-2027) focusses on addressing any skills gaps and upskilling the workforce to ensure they are prepared for advances in technology.  It recognises the requirement to invest in HR analytics and data skills to develop and incorporate digital transformation into HR Strategy.  However, the question remains has to how AI can complement HR rather than replace the Human element of People Management, (Bhattacharya, 2025).

Why is Social Impact important?
NPTCBC is one of the largest employers within the local area, employing over 6,500 people to deliver a diverge range of services to the community of Neath Port Talbot.  Understanding the social impact will enable the organisation to measure the effectiveness of the services and aim to achieve wellbeing objective 2, ‘All communities are thriving and sustainable’ as set out within the Future of Work Strategy, (NPTCBC, 2022-2027).

The increased cost of living is impacting people’s lives and subsequently affecting their resilience within the workplace.  In February 2025, a survey of 5000 employees found that 31% reported how their financial concerns have had a detrimental impact on their performance, (Cotton, 2025).  Therefore, it is important for HR to support the organisation in reviewing and developing financial wellbeing initiatives.

The pay scales for Local Government services are determined by the National Joint Council, negotiations take place between employers and trade unions with the aim of improving working lives and in 2025-2026, an agreement of 3.2% was reached with a commitment of deleting the lowest pay spine point in 2026, (Local Government Association, 2025).

The annual workforce data report 2024/25 (NPTCBC, 2025a) shows that 26.5% of the workforce are currently paid within the lowest pay bracket, the majority of which are within Catering, Cleaning and Social Care roles.  Therefore, it is suggested that the impact of such change in conjunction with the National Minimum Wage (NMW) Increase will positively impact financial wellbeing, subsequently improving performance, reducing poverty and supporting recruitment and retention, (CIPD, 2021).

BBC News (2025) reported NPTCBC as being one of the most deprived areas in Wales, ranked 4th out of 22 Local Authorities.  Data within the Poverty Impact report identifies that 28.4% of people are living in poverty, with an expectation of this figure to rise to 34% by 2030.  NPTCBC (2025b) and have developed a number of initiatives to support the financial wellbeing of the workforce and wider community.  Thus, aiming to maintain employee health and wellbeing and enable continued access to essential services.  The Employee Financial Wellbeing Strategy (2023-2025) has been developed to support employees through financial hardship and created a culture to improve the lives of our employees.

CIPD research, (Cotton, 2025) found that 59% of staff value the importance of financial wellbeing with 65% stating it would be a considering factor for prospective employers.  Therefore, as society changes, it is important for NPTCBC to measure the impact and work with key partners to continue to review and communicate financial wellbeing strategies to support the workforce and maintain competitive as an employer.

The world of work is ever evolving and therefore as Team NPT, we can work together to shape the future of the organisation.

If you require any further information, please contact Stephanie Evans, HR Manager @ s.evans2@npt.gov.uk

We are Team NPT!!!
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