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Task 1: Word count:- 3823

The external factors which Hywel Dda University Health Board operates within
Executive summary
This report aims to explore the external factors which Hywel Dda University Health Board is operating in given that the external environment can be described as volatile, uncertain, complex and ambiguous (VUCA) (Koshemani, 2020). A review of PESTLE analysis which explores external factors found some weaknesses (Battista, 2021). However, PESTLE Analysis does encourage the principles-led, evidence-based and outcomes driven approach which the CIPD (2021) highlight as good practice. This report will apply three of the six factors from the PESTLE Analysis model. Specifically, this report will focus on the economic, social and technological factors. 
Firstly, within the report, an analysis of the cost-of-living crisis found that the crisis has financial implications for both the organisation and its employees (Weal, 2022). Organisations could seek to work with existing staff benefits or to modify this provision as the value added for the employee is usually greater than the cost to the business (Edwards, 2017). Given that Hywel Dda University Health Board already has the Hapi Platform in place, this existing staff benefits platform could be promoted to staff and monitored to track popular and unpopular staff benefits (Mhatre, 2012). 
Secondly, from a social perspective the analysis in the report found that what an employee expects from the workplace is changing (Cassidy et al, 2021). Adapting to these new expectations can save organisations money on leased estates (NHS Property Services, 2019). Although where some employees work cannot be changed due to the nature of the tasks they carry out, adapting shifts to be shorter in duration can have benefits for the employer and employee (McCracken et al, 2020).
Finally, it was highlighted that automation is a topical advancement in technological trends (Balasundaram, 2020). Whilst there are some concerns (Hislop et al, 2018), automation offers several benefits for both the employer and employee (Advaithi, 2022). These advancements have emphasised the need for employers to ensure employees are provided with development opportunities not only to enhance technological skills (Sproul et al, 2015) but also for skills which are deemed less automatable such as social, emotional, creative and complex cognitive skills (Manyika, 2018). This is important for HDdUHB given the key strategic aims of “enabling our people to release their potential” and “delivering a workforce fit for our future” (HDdUHB, 2020).
Considering the key objectives in the current HR strategy (Hywel Dda University Health Board, 2020), and in light of these external factors a set of three recommendations were highlighted in the report in order of priority. It is recommended that the Health Board prioritises the need to actively promote benefits and support available to staff and monitor the engagement with current provisions as the cost-of-living crisis continues to bear financial burden for several employees (Weal, 2022). The Health Board should ensure clear communication about the support available as part of the employee benefits package as research has shown that clear communication and offering support to staff is related to positive employee engagement and commitment (Walden, Jung, and Westerman, 2017). It will also be important to monitor the usage of the package as a whole to assess if it needs modifying (Mhatre, 2012).  Another recommendation of the report is to review how agile working practices could be applied to different areas of the workforce as there are a range of benefits to doing so (Heidt et al, 2022), including saving money (NHS Property Services, 2019). This is of significance given the rising costs facing the organisation (ONS, 2022). This will need to be managed and communicated clearly to staff to mitigate the risks to employee wellbeing (Heidt et al, 2022) and to ensure contractual implications are addressed (Cholteeva, 2022). Finally, it is recommended that the Health Board reviews processes within HR to assess the scope for automation as there are a range of benefits (Sampsel, 2020; Adaithi, 2022). The organisation will need to communicate clearly to staff to mitigate the risk of staff fearing job loss (Gifford & Houghton, 2019). The Health Board should also ensure plans are put in place to effectively upskill staff (Manyika, 2018) in order to ensure they are supported to work in these new ways. 
It should be noted that future correspondence will provide further details on the implementation of these recommendations. 
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Introduction
Businesses operate in environments which are predominantly volatile, uncertain, complex and ambiguous (VUCA) (Koshemani, 2020). Current issues which contribute to the VUCA environment include the war in Ukraine, rising inflation and the impacts of the Pandemic (Birshan, Seth, and Sternfels, 2022). There is a need for businesses to act with speed and resilience through application of different thinking, management models and methods (Thiemann, 2021). Whilst the relationship between businesses and the environment can be reactive, there is argument to support People Professionals being proactive in their approach to try and forecast and manage risks (Taylor and Perkins, 2021). Due to the nature of VUCA environments businesses need to be agile to adapt to frequent changes in the environment which involves reactive responses (Taylor and Perkins, 2021). Reactive actions may be less effective than proactive actions which have been methodically thought out over a longer time-period (Taylor and Perkins, 2021). However, Koshemani (2020) argues that organisations can manage this in uncertain environments by ensuring they take steps to provide clarity through clear communication and reviewed policies and priorities. Birshan et al. (2022) expand this to argue that leaders must lean into the volatility and seek opportunities.
There are several tools businesses can use to analyse external factors that influence organisations (Taylor & Perkins, 2021). Political, economic, social, technological, legal and environmental (PESTLE) analysis is a well-established tool which has evolved to include legal and environmental factors to reflect the growing importance of these factors for businesses (Taylor and Perkins, 2021). The framework is relatively simple which makes it easy to follow (Battista, 2021) but it could be argued that other significant factors to modern day businesses such as the aging population, ethical considerations, globalisation and international labour markets should be reflected by amending the model further (Taylor and Perkins, 2021). However, these factors could be reviewed under the broader current titles. Whilst it encourages the user to engage with strategic thinking about the wider business environment, due to its simplicity it risks users oversimplifying or complicating their data use to make effective decisions (Battista, 2021). However, as People Professionals, users should be ensuring that they are principles-led, evidence-based and outcomes driven in line with the Profession Map (CIPD, 2021). Therefore, the core values, knowledge and behaviours (CIPD, 2021) should be continually employed in conjunction with any framework used. Whilst PESTLE analysis can enable organisations to highlight and act upon challenges and opportunities, due to the VUCA nature of the external environment, organisations must continually engage with the process to ensure they are abreast of everchanging factors (Battista, 2021). This report will apply three factors of PESTLE Analysis to explore some of the external factors which the Health Board is operating in. It will the address how the organisation can adjust to these external factors. 

Main findings
Economical Trends:
Inflation has risen sharply over the last year and is currently at 8.8% which is the highest inflation rate in over two decades (ONS, 2022). This is impacting everyone in the UK as utility bills, food costs and fuel prices continue to rise (Weal, 2022). Employers are assessing what they can do to support employees through the cost-of-living crisis (Weal, 2022). Findings of a Labour Market Survey earlier this summer reported that over half of employers were unsure if they would raise wages (CIPD, 2022). It is important to think of alternative strategies to pay rises as inflation impacts the organisation as well (Weal, 2022). Not only do pay rises’ have significant cost implications for the organisation but due to deductions, they can be very minor enhancements to an employee’s take-home pay (Edwards, 2017). Given that Hywel Dda University Health Board (HDdUHB) is a public sector organisation, it does not have scope to consider pay rises. Alternatively, organisations can consider benefits which will support employees to spend less and support their health and wellbeing (CIPD, 2022). This will be an important consideration for HDdUHB because a key element of their Workforce and Organisation Development strategy involves retaining staff (HDdUHB, 2020). 
Employee discounts cost the employer a small amount in comparison to the savings for employees (Edwards, 2017). HDdUHB has a staff engagement platform called Hapi which offers a wide range of benefits such as everyday discounts, health and wellbeing support, salary sacrifice, eye care vouchers and signposting to financial wellbeing resources. Over ¾ of the traffic on the site is to financial support such as to staff benefits, salary sacrifice and everyday discounts (Hapi Platform, 2022). This illustrates the increased need for financial support as financial click-thru’s have increased over the past year (Hapi Platform, 2022). Monitoring employee benefits enables businesses to review financial costs, risks and alignment with staff needs and business goals (Mhatre, 2012).
Salary sacrifice and cycle to work schemes can be effective financial support mechanisms (Weal, 2022). As salary sacrifice involves reducing an employee’s cash pay in exchange for a non-cash benefit it has implications for tax and National Insurance contributions (HMRC, 2021). Whilst this can be a positive financial exchange for the employee it is important to consider that it will leave them with less take-home pay per month (Edwards, 2017). To mitigate this risk, HDdUHB has implemented checking minimum wage into the salary sacrifice process to check that it is being ethical when allowing staff to sacrifice a proportion of their salary. 
Tailoring the provision to employee needs is important (Howlett, 2019). Protected characteristics can indicate different needs an employee may have (Weal, 2022). There are a range of ways protected characteristics impact employees financially (Weal, 2022). For example, the gender pay gap means that women on average are paid less than men (Weal, 2022). Research from the UK Government found that “27% of females overused a sanitary product as they couldn’t afford a fresh one” (Government Equalities Office & Mordaunt, 2019). This highlights an additional cost women that experience periods face which can lead to adversity. Mersey Care NHS Foundation Trust provide access to free sanitary products in all of their toilets (NHS Employers, 2022a). This can help to reduce stigma and support people that experience periods to access sanitary products. However, it is important to note that this would not support all women in bridging the gender gap as not all women experience periods. 
Agile working can be considered to be a benefit which does not cost the employer much but can significantly benefit the employee (Howlett, 2019) by enabling them to more effectively manage household costs such as their fuel bill (NHS Employers, 2022b). Most employees cannot work from home (Cassidy et al, 2021). In HDdUHB there are many clinical staff that need to be physically with their patients to carry out their role effectively and whilst some may be able to adopt a hybrid approach, others, notably predominantly lower paid roles such as domestics have no option but to carry out their role in the physical workplace.  
NHS Employers (2022a) highlights the provision of subsidised or free access to food as a good practice approach to supporting staff who are struggling financially to access food and enable them to bring their best self to work. Given that the cost-of-living crisis affects the organisation as well (Weal, 2022), this could reduce the waste that the organisation needs to dispose of whilst also supporting staff.
The Workforce and Organisation Development Strategy (HDdUHB, 2020) highlights the strategic intention of “delivering collective and compassionate leadership” which involves collaborating to ensure everyone is present and focusing on others, understanding the challenges others are facing, empathising, and taking action to help and support others (Bailey & West, 2022). Therefore, it is important to recognise that staff may be struggling financially. Financial wellbeing, flexibility and work life balance has been shown to have a positive relationship with productivity and job satisfaction (Jackson, & Fransman, 2018). Give that, clear communication to employees has been shown to be related to positive engagement (Walden, Jung, and Westerman, 2017), it will be important to ensure employees are communicated to clearly about what support is in place as feeling supported by the employer has also been shown to be related to employee engagement and commitment (Walden, et al, 2017). This is of particular importance to HDdUHB given the retention issue (HDdUHB, 2020). 
Demonstrating awareness of the cost-of-living crisis and taking a proactive approach to supporting staff can keep a positive ethos and attract and retain the workforce (Weal, 2022). Given that “recruiting and retaining staff” is a key part of the Workforce and Organisation Development strategy (HDdUHB, 2020), it will be vital for HDdUHB to ensure that it is proactive in its approach to the current financial crisis employees face. 

Social Trends:
[bookmark: _Hlk119403050]The agile working methods that were rapidly introduced as companies adapted to the needs of the workforce during the pandemic are still prevalent (Whitley, 2022). Agile working empowers employees to work where, when and how suits the task (Richardson, 2019). Whilst agile working originated in software organisations, there was argument for adopting this approach across other sectors (Denning, 2019), prior to the Pandemic. Heidt, Gauger and Pfnur (2022) highlight retention, job satisfaction, productivity and organisational performance as factors which can be positively impacted by enabling employees to adopt an agile working approach. This is important for HDdUHB to consider as staff may leave to work for organisations that have fully adapted to this change which would stiffer the ability to fulfil the key objective of “attracting and retaining staff” (HDdUHB, 2020). 
The way people want to work has changed now and organisations should be looking at how they support and equip employees to work in the new way rather than forcing employees back to traditional working methods (Cassidy et al, 2021). Enabling staff to adopt an agile approach has savings implications for the organisation as it reduces spends on leases of estates (Richardson, 2019). NHS Property Services (2019) case study shows that through developing a space suitable for collaboration and enabling smarter working practices the Clinical Commissioning Group were able to save money which can be spent on patient care, improve collaboration which provided a more joint up approach and provide staff with suitable agile working space. HDdUHB have started to adopt this approach with its HR staff through the introduction of hot desking at one location for HR staff but it is worth considering whether other directorates could adopt this approach to strengthen the appeal to work for the organisation. 
The majority of prospective candidates are keen to work fewer hours for the same pay as many believe they would still produce the same amount of work (Cholteeva, 2022). Given that Hywel Dda (2020) highlights the strategic aim of “recruiting and retaining great people,” HDdUHB should be mindful of desirable working practices to ensure that roles appeal to current and potential staff as it competes for labour. Recruiting and retaining staff is critical to ensuring that staffing levels are kept to a level which is conducive for patient safety and effective performance (HDdUHB, 2020). However, organisations need to consider the psychological need for human interaction (Cassidy et al, 2021). Individual differences can mean that some employees could be distressed, lonely or have reduced wellbeing due to working remotely (Heidt et al, 2022). Organisations should ensure that employees are supported with managing agile working to ensure employee wellbeing is not harmed (Heidt et al, 2022). Being a more flexible employer also has contractual implications which organisations must consider carefully (Cholteeva, 2022).
Data published by Welsh Government (2022) illustrates that the largest staffing group is nursing, midwifery and health visiting which predominantly encompasses tasks which require face to face interaction with patients (See figure 1). 

Figure 1: Percentage of staff across different staff groups within Hywel Dda as reported by Welsh Government (2022). 
Whilst working from home would not be suitable for all roles, the flexibility in terms of working times could be assessed in line with service needs. As part of the strategy involves “engaging with staff” to ensure wellbeing at work (HDdUHB, 2020), it will be important to consider the impact of agility on individuals’ wellbeing. With Cholteeva (2022) noting that a reduction in hours for the same pay could cause some employees to feel stressed or anxious about workload. Conversely, McCracken et al. (2020) highlight the need for NHS organisations to improve shift patterns due to the adverse effects of long shifts such as poor sleep and reduced wellbeing which has a negative impact on the quality of patient care provided. Birmingham Women’s and Children’s NHS Foundation Trust introduced a team-based rostering system to improve work-life balance and increase flexibility whilst ensuring that service needs were met (NHS Employers, 2020). This resulted in improved culture and work-life balance for nurses and it was hoped this would lead to improved retention rates (NHS Employers, 2020).
Assessing exit survey data (HDdUHB, 2022b), in figure 2, whilst the majority of respondents have agreed that work life balance and their needs were supported (HDdUHB, 2022b), not all leavers have responded and psychological safety must be considered as Gee (2020) suggests that engagement with employee voice functions is impacted by psychological safety in the workplace. Maxwell (2021) notes that responses may not provide the genuine views of the employee as they may be reluctant to voice the true reason directly to the organisation. 
Figure 2: Data from exit survey.
	Creating a work environment which is flexible, ensures fairness and supports wellbeing is key to retention (Maxwell, 2021). HDdUHB should consider how it can adapt to the aspired work practices which offer the employee flexibility (Cassidy et al, 2021; Cholteeva, 2022) and have been shown to benefit the employer with increased productivity and improved retention rates (Heidt et al, 2022) as the organisation strives to “attract and retain staff” (HDdUHB, 2020).

Technological Trends:
The rapid development of technology has given rise to speculation about how technology will shape the world of work (Hislop et al. 2018). There is growing pressure on people professionals to assess the strategic value of technology (Balasundaram, 2020) as it becomes more affordable and readily available (Advaithi, 2022). HDdUHB’s digital vision acknowledges that a digital transformation is necessary to deliver the priorities of the health and care strategy (HDdUHB, no date). 
The digital vision within HDdUHB involves more change implementation than simply supplying technology (HDdUHB, no date). Automation can increase efficiency as it enables the worker to act on other tasks (Sampsel, 2020). Advaithi (2022) expands on this by highlighting higher yield and agility as key benefits of automation. Other benefits of automation include reduction in the occurrence of human error (Sampsel, 2020). Therefore, automation is an important technological trend for HDdUHB to assess.
Whilst technology may shape the workplace with Gifford and Houghton (2019) highlighting that there is fear around job losses, it should not be seen as a threat to the workforce (Harris, 2020). Manyika (2018) describes the transformation as complementary to the workforce rather than replacement of the workforce. Manyika (2018) highlights the historic changes that developments in technology have had on job roles and notes that the jobs that were historically considered high skill that were automated such as weaving would no longer be desired occupations. Supporting this view, research at Boston University suggests that tasks being fulfilled by automation will be offset by creation of new roles (Acemoglu & Restrepo, 2019). Although some tasks may be automated, there is potential for more roles to become available involving the creative industries or roles requiring high levels of emotional intelligence (Taylor & Perkins, 2021). Evidence suggests that technological advancements in productivity have increased employment rates (Manyika, 2018). Adaithi (2022) suggests that the impact on jobs depends on how organisations manage the change. Rather than damage jobs the fourth industrial revolution could create economic opportunities and provide more career pathways (Adaithi, 2022). Occupations which involve less routine, or processes lend themselves less to automation (Sproul, Knowles-Cutler, & Lewis, 2015).
Technological developments are likely to bring changes to the workplace with some job roles carried out by machines and rising demands for greater technology skills in the workforce (Taylor & Perkins, 2021). Automation has been used in the recruitment process in Royal Free London NHS Foundation Trust to improve both staff and candidate experiences (NHS Employers, 2021). Benefits included a reduction in the reliance on agency staff as well as improved satisfaction with the recruitment process (NHS Employers, 2021). Given that HDdUHB has a key aim of “recruiting and retaining staff” this will be important to consider. The changes which were worked on in partnership with a private sector company also enabled the Trust to redeploy staff into more value adding roles (NHS Employers, 2021). Advaithi (2022) recommends that working in collaboration across sectors is imperative for successful transition management. Within HDdUHB, Service Bot has been introduced in collaboration with Microsoft to support staff to resolve digital issues at a faster pace than the previous human to human system allowed (HDdUHB, 2022a). This has enabled staff within the informatics service desk team to be more productive (HDdUHB, 2022a). 
It is estimated that around 75 million workers will need to adapt to different occupations within the next 10 years (Manyika, 2018). In a survey of 100 businesses Deloitte reported that digital know-how was one of the top skills required in both the public and private sectors (Sproul et al, 2015). The rapid pace at which technology is advancing means that organisations will need to retrain workers on scale that has not been seen for decades (Manyika, 2018). The digital vision involves “building a digitally skilled workforce that is directly engaged in digital transformation, and growing our digital leadership capability” (HDdUHB, no date). There is a need for employers to ensure that employees are supported through any changes and provided suitable opportunities to develop necessary skills (Sampsel, 2020) in readiness for opportunities which arise for transition from repetitive tasks to roles which are more dynamic and rewarding (Advaithi, 2022). In their report to the UK Government, the CIPD (2018) highlighted the need for the UK to encourage and enable life-long learning of skillsets that will be needed to compliment advancements in technology. (Manyika, 2018).
Whilst there is growing emphasis on technological skills (Sproul, et al, 2015), there is also emphasis on skills which are less automatable such as social, emotional, creative and complex cognitive skills (Manyika, 2018). People professionals will not only need to ensure that the workforce are supported to develop the necessary skills but also ensure that the workforce feel psychologically safe that they will still have jobs (Balasundaram, 2020). Organisations that introduce automation tend to increase training provision for employees (Gifford &Houghton, 2019). Given that key strategic aims of HDdUHB include “enabling our people to release their potential” and “delivering a workforce fit for our future” (HDdUHB, 2020), it will be important for HDdUHB to ensure that skills needs are identified and developed so that staff are able to work with the technological advancements as they arise.

Conclusion
To conclude, there are a range of external factors which the organisation should consider (Taylor & Perkins, 2021). The current cost of living crisis has emphasised the need for benefits packages (Weal, 2022). Whilst HDdUHB has a benefits package it could look at promoting this further both in recruitment information to prospective candidates and internally to current staff to support the objective of “attracting and retaining staff” (HDdUHB, 2020). Agile working has become a popular working practice (Cassidy et al, 2021) and has several benefits for the organisation (Heidt et al, 2022). HDdUHB needs to be aware of the way people want to work as it strives to “attract and retain staff” (HDdUHB, 2020). The fourth revolution is emphasising the need for skill development including with technology (Sproul, et al, 2015) and other skills which are less automatable (Manyika, 2018). To achieve the key strategic objectives of “enabling our people to release their potential” and “delivering a workforce fit for our future” (HDdUHB, 2020), it is vital for HDdUHB to ensure it acts to ensure the workforce skillset is developed to adjust to the changes which will arise across the workplace. The external factors which the organisation operates in should be analysed using a tool such as PESTLE (Taylor and Perkins, 2021) to allow the organisation to gain clarity (Koshemani, 2020) and seek opportunities (Birshan et al. 2022). 

Recommendations 
1. To actively promote benefits and support available to staff and monitor engagement with current provisions.
This should occur as soon as possible due to the continual rise of inflation (ONS, 2022) which is a growing concern for staff (Weal, 2022).

Benefits
· Low cost for the organisation but greater benefit to employees than a pay rise (Edwards, 2017).
· Encourages staff to access financial support available as an employee which could help retain them (Weal, 2022).
· Attracts prospective employees to the organisation (Weal, 2022).
· Aligned with current objective of “attracting and retaining staff” (HDdUHB, 2020).
Risks
· Benefits currently in place may not all be used. To mitigate this the organisation should periodically review the package
· Must be careful with language used to minimise the risk of staff receiving this badly during the cost-of-living crisis
Financial implications
· Internal Communications Officer required to spend time creating posters, digital communications, social media posts and collecting testimonials with a median hourly rate of £15.34.
· Benefits Officer required to monitor and review impact and engagement with current provision at a median hourly rate of £15.34.
· Printing costs for posters to promote to wider workforce.

2. To review processes within HR to assess the scope for automation. 
Timescale
January 2023 – January 2024
Benefits
· Potential to increase efficiency and reduction in human error (Sampsel, 2020).
· Will enable staff to carry out other tasks (Adaithi, 2022).
· This will support the organisation to “deliver a workforce fit for our future” (HDdUHB, 2020).
Risks
· Some staff may fear their job is at risk (Gifford & Houghton, 2019) but clear communication to staff should mitigate this risk.
· Staff will require upskilling (Manyika, 2018).
Financial implications
· Staff may require training in automation internally provided by the Digital Transformation Team but staff will need to be released from their duties for the length of a training session.
· Hardware and software may need to be purchased.

3. To review how agile working practices could be applied to different areas of the workforce.
Timescale
January 2023 – June 2025
Benefits
· Positive relationship to retention, job satisfaction, productivity and organisational performance (Heidt et al, 2022).
· Money saved on leasing outweighs costs (NHS Property Services, 2019).
· Improved shift patterns can positively impact staff wellbeing which has been shown to lead to better patient care (McCracken et al, 2020).
· Supports the organisation to “attract and retain staff” (HDdUHB, 2020).
Risks
· Potential risk to employee wellbeing (Heidt et al, 2022). 
· Must ensure contractual implications are addressed (Cholteeva, 2022).

Financial implications
· Reducing staff numbers on site could save money on estates.
· Provision of equipment to work remotely.
· Additional Health and safety and management training.

Further details on the implementation of these recommendations will be provided in future correspondence. 
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Task 2 1700654 Charlotte Lawrence word count:1099
HR MUST KNOWS: PESTLE ANALYSIS
Discover its uses, limitations and current external factors impacting organisations to equip you to assist your organisation.

What?
PESTLE Analysis is a well-established tool used to assess external factors (Taylor and Perkins, 2021). The framework supports flexibility and simplifies complex analysis (Eierle et al, 2022). Simplicity could mean that key factors are omitted from analysis such as demographics, globalisation or international labour markets (Taylor and Perkins, 2021). 

Why?
Awareness of external developments is important for businesses because the external environment is predominantly volatile, uncertain, complex and ambiguous (VUCA) (Koshemani, 2020). Applying this tool supports organisations to gain a complete understanding of external factors that are impacting the organisation (Eierle et al, 2022) and adapt to them (Taylor & Perkins, 2021). External factors are often correlated therefore, organisations should seek to look at the range of external factors rather than an isolated approach (Eierle et al, 2022). The analysis is limited by the extent of the research and information available (Eierle et al, 2022). Whilst this cannot be relied upon to find definite outcomes, it can support organisations to analyse trends (Eierle et al, 2022) and highlight areas of concern (Taylor and Perkins, 2021). Failure to adjust to external factors can have negative consequences including legal repercussions, consumer boycotts and financial cost (Leonidas, 2017). 


Political
The extent which policymakers intervene in the environment (Eierle et al, 2022).
Explore: political stability, state ownership and corruption (Eierle et al, 2022). 

A political factor which recently had implications for UK businesses was the turbulence of the UK Government during Liz Truss’ short stint in office (Stewart & Allegretti, 2022). This political turbulence led to substantial borrowing and economic downfall without reassuring investors and economists prior to public announcement (Stewart & Allegretti, 2022). A month prior to these developments Cholteeva (2022) discussed how the change in leader may have supported UK businesses. Therefore, it must be noted that external factors cannot always be easily predicted when applying PESTLE Analysis and must be closely monitored (Taylor & Perkins, 2021).

Economical
This factor represents the economy (Eierle et al, 2022).
Explore: gross domestic product (GDP), purchasing power, inflation, economic stability, interest rates, exchange rates. (Eierle et al, 2022).

Social
This explores the socio-cultural attributes and demographics that can be related to attitudes, opinions and behaviours of people (Eierle et al, 2022). 
Explore: culture, social norms, health consciousness, criminality, lifestyle, education and protected characteristics (Eierle et al, 2022).
Demographical changes can alter the needs of customers or service users. A NHS Health Board is aware that its service users are on average older than in other health boards, that the population has grown and is predicted to further increase and that there are more people living in the area with mental health and chronic conditions (Hywel Dda University Health Board (HDdUHB), 2020). HDdUHB (2020) notes that the services put in place in 1948 need to adapt to meet the needs of the current service users so they are taking steps to make alterations to ensure patient care is suitable for the needs of their population (HDdUHB, 2020). As a public sector organisation with a clearly defined target audience HDdUHB needs to be aware of the demographics of its service users as it has a duty of care to provide healthcare to them (HDdUHB, 2020). 

Technological
This factor is becoming increasingly important due to the rapid advancements in technology (Eierle et al, 2022).
Explore: technological infrastructure and trends, innovation incentives and pace (Eierle et al, 2022). 

Legal
This addresses regulations that organisations must comply with. (Eierle et al, 2022). It can be argued that there is some overlap between legal and political factors (Eierle et al, 2022).
Explore: laws and regulations (Eierle et al, 2022).
A key legal factor which organisations needed to adapt to was the change to GDPR regulations (Castro-Edwards, 2019). Castro-Edwards (2019) highlights that the changes led to time consuming and demanding implications for businesses. There was concern surrounding how smaller businesses would apply adequate resources to comply (BBC, 2021). However, retrospectively it is clear that these changes to the law also impacted larger organisations with businesses such as Google, H&M and British Airways being fined millions of pounds for breaches (BBC, 2021). 

Environmental
This element includes ecological issues (Eierle et al,2022). Environmental strategies can be an opportunity to build value for small business and the communities they are in (Leonidas, 2017).

Explore: climate change, weather and sustainability (Eierle et al, 2022). 

The Trussell Trust (2022)
The Trussell Trust are a third sector organisation and have had to consider external factors when operating their food banks (The Trussell Trust, 2022). They have had to be aware of the pressing economical forecast as inflation continues to soar which is resulting in continual rising costs for the service users, donators and the organisation (The Trussell Trust, 2022). Political developments such as the £20 cut to universal credit have also been factors which they have needed to keep abreast of to be aware of the demand for their services (The Trussell Trust, 2022). The demographics of their service users are changing because of this with more workers needing to use the service (The Trussell Trust, 2022). 
It could be argued that if The Trussell Trust did not pay attention to external factors it would not have been able to adapt to the growing demand and decreased donations which it incurred (The Trussell Trust, 2022). 

First Bus Group (2022)
There is growing pressure on all organisations from consumers and political figures to ensure they are contributing to a greener and sustainable ethos (Renner & Cook, 2022). The United Nations (2015) created Global Goals to action several issues including climate, sustainability, responsible consumption, protecting species and clean energy. 
First Bus Group are a large private sector organisation and are aware of the environmental, political and social factors driving the need for companies like First to adapt to greener fuels. They are continually assessing technological developments with greener energy sources for their buses such as electric power (2022). Whilst being aware of these factors will support First Bus to ensure they are fully aware of external developments which will impact the way they operate (Taylor & Perkins, 2021) it should be noted that despite electric buses being highlighted by First Bus Group (2022) as a key development, the Department for Business, energy and industrial strategy (2021) focus on hydrogen. This exemplifies the fast pace of the VUCA environment (Koshemani, 2020) and the need to be aware of multiple external factors (Taylor & Perkins, 2021) such as the technological advancements and political stance highlighted in this example.
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Percentage of staff across different staff groups 

Headcount	


Medical and Dental	Nursing, midwifery and health visiting	Adminsitration and estates	Scientific, therapeutic and technical	Health care assistants and other support	ambulance	other non-medical	583	5089	3225	1915	494	8	12	Percentage	
Medical and Dental	Nursing, midwifery and health visiting	Adminsitration and estates	Scientific, therapeutic and technical	Health care assistants and other support	ambulance	other non-medical	5.1400000000000001E-2	0.44929999999999998	0.28470000000000001	0.16900000000000001	4.36E-2	6.9999999999999999E-4	1E-3	

Exit survey data

Strongly Agree	Work life balance was practiced and promoted	My needs as an individual employee were given due consideration	Health and wellbeing was practiced and promoted	Sufficient resources and staff were available to cover work	28	32	32	17	Agree	Work life balance was practiced and promoted	My needs as an individual employee were given due consideration	Health and wellbeing was practiced and promoted	Sufficient resources and staff were available to cover work	36	32	35	26	Neutral	Work life balance was practiced and promoted	My needs as an individual employee were given due consideration	Health and wellbeing was practiced and promoted	Sufficient resources and staff were available to cover work	19	20	17	16	Disagree	Work life balance was practiced and promoted	My needs as an individual employee were given due consideration	Health and wellbeing was practiced and promoted	Sufficient resources and staff were available to cover work	14	12	8	26	Strongly Disagree	Work life balance was practiced and promoted	My needs as an individual employee were given due consideration	Health and wellbeing was practiced and promoted	Sufficient resources and staff were available to cover work	4	5	9	20	Key questions
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