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[bookmark: _Toc37711331]Executive Summary
This report examines the business context of HR, and how the sector and type of organisation influences the ways in which HR operates both strategically and operationally.  This report concludes that the business context is rarely static as organisations must respond to change in order to survive and that the level and pace of change can vary according to business type, purpose and sector. This report underpins the recommendation that HR must adapt their position within the organisation to align with the changing structure and working practices of the organisation and continually strive to find the best fit to organisational needs, even as these needs continue to develop and evolve.






























[bookmark: _Toc37711332]Introduction 
This report examines the business context of HR, and how the sector and type of organisation influences the ways in which HR operates both strategically and operationally, specifically comparing two different types of organisation and their operational/business purpose.







































[bookmark: _Toc37711333]Main Body
Pembrokeshire College is a large, quasi-public sector organisation, which provides post 16 further education and training in Pembrokeshire with no immediate or direct competition.  The College relies heavily on public funding, with the majority of their income coming from the Welsh Government. The College operates within the Instrument and Articles of Government and the Corporation Board is accountable for setting the College’s educational character, mission and strategic direction.

Valero is a Fortune 50 company headquartered in San Antonio, Texas. Valero operates 15 petroleum refineries and 14 ethanol plants worldwide, with a combined production capacity of 1.73 billion gallons of transportation fuels and petrochemical products per year. Valero’s Pembroke Refinery, is one of Western Europe’s largest and most complex refineries with the capacity to produce 270,000 barrels per day. With over 500 employees and hundreds of term contractors, Valero is one of Pembrokeshire’s largest private sector employers. Valero operates in an intensely globally competitive market.

Both organisations are affected by external factors, exerting opposite influences.  

Pembrokeshire College has benefitted from political pressure to minimise the number of school leavers not in education, employment or training (NEET) and to meet targets set by the Welsh Government to raise skill levels across Wales, which have resulted in increased numbers entering post 16 provision. Valero Energy Ltd is subject to increasing government pressure to reduce the use of fossil fuels in commercial and domestic markets. 

	Pembrokeshire College
(Quasi-Public Sector)
	Valero Energy Ltd
(Private Sector)

	Registered charity – local to Pembrokeshire
	Multi-national organisation (US owned)

	Post 16 education
	Oil refining

	Union influences – structured pay scales based on qualifications and experience with incremental pay rises linked initially to qualifications and experience and then to service years
	Union influences – pay is based on qualifications and experience linked to market rates. Pay rises (other than annual increases) are dependent upon meeting the criteria listed in the Refinery’s development model

	Linked to other post 16 providers with regards to pay scales, holiday entitlement and terms and conditions of employment
	Independent approach to terms and conditions of employment. Highly competitive remuneration package

	Monopoly on FE provision within the county
	Profit / performance driven

	Reactive
	Proactive










In an ideal situation, the HR function should be intrinsically linked with organisational development for the formulation and implementation of organisational strategy, and through processes linked to performance reviews, talent management, succession planning and competence management and assurance. The HR function should underpin organisational business planning so that employees develop in tandem with the business. This approach is dependent upon the financial resource available for Human Resource Development (HRD) activities – if cost minimisation is a priority, which is often the case in the public sector as according to Gold et al, (2013) they are “under pressure to reduce costs and become more efficient” (Taylor & Woodhams, 2016, p. 145).
“HR professionals may have to develop more efficient ways of delivering learning activity, or, alternatively reduce the scope of learning activity.” (Taylor & Woodhams, 2016, p. 145)

The type and purpose of the business may present further restrictions to this concept:
· Incremental pay rises, predominantly present in the public sector can result in additional duties and responsibilities, with job roles being linked to pay rates, regardless of ability or suitability. This can be detrimental to the quality of provision, allowing employees to progress in the organisation without having to demonstrate the required improvements in qualifications or experience expected by private sector employers. This can lead to lack of clarity when evaluating performance and measuring effectiveness of employees. 
· The development of the human resource in the private sector can be linked more directly to organisational need.  Clear expectations – experience, often in different business areas, thus broadening experience and exposure to a range of employee groups and management styles and additional qualification requirements are quantifiable, making it easier for HR to assess suitability for progression or promotion. There is a greater focus on strategy and business goals, in line with– the three stages in the strategic management process - formulation, implementation and evaluation, identified by David (2013). 

In 1992, legislation was introduced to detach further education institutions from local authority funding mechanisms, following which college income was linked to a recurrent funding mechanism. Subsequent austerity measures have resulted in a continual drive for efficiency improvements. Staff development funds have decreased in real terms, with an increasing focus on in-house HRD provision.

Legislative pressures have had the opposite effect at Pembroke Refinery, where compliance is a priority and the majority of Continuing Professional Development (CPD) activities are externally provided by specialist companies as part of the evidence for the Competent Authorities, such as the Health and Safety Executive (HSE) and associated audits and inspections.

It is apparent that the business type and sector can have a significant impact upon the HR functions related to CPD, progression and compliance requirements.

 “The journey from an organisation’s mission to the achievement of its vision requires an appropriate structure in which management roles and responsibilities are defined with ownership of the organisation’s functions co-ordinated via clearly articulated goals and objectives.” (Campbell & Craig, 2011, p. 35)

Dynamic organisations will review their structures as part of the improvement cycle and take a transformational approach through both organisational design and development strategies. 
Organisational design relates to shaping the organisation’s structure to meet strategic objectives. This can be achieved without significant investment although should not be considered as a short term solution but rather should be both a short and long term strategy for optimising performance and achieving goals.

Organisational development is a longer term approach to improving performance through the employees and as such is likely to require a longer term investment, in the form of CPD funds, employee time or a combination of both.

On a surface level, the extent to which the organisation is hierarchical affects the HR function within organisations – the more layers of management in the structure the greater the degree of hierarchy. Also pertinent is the level of devolved or delegated decision making (macro vs micro), which may be influenced by the size of the organisation.

In the case of a localised or micro decision making approach, management have more impact on the HR function.  In larger, multi-national companies, organisational policy can be decided at a macro level, therefore limiting the input of local management.  The private sector is more competitive, with a top down approach and a focus on skills and competency. The public sector is more bureaucratic with a greater focus on legality – “power belongs to the office, not to the office holder” (Kew & Stredwick, 2016, p. 20).

“According to Charles Handy and Roger Harrison, an organisational culture cannot be separated from other aspects of the organisation. Especially the culture and structure are closely connected.  Where a low power distribution can be found there are clear hierarchical structures.” (Mulder, 2018)

The ‘Handy and Harrison Model of Organisational Culture’ is based on a two-dimensional approach to the distribution of power and the specific levels of cooperation. They developed a grid showing power distribution and level of co-operation from low to high. The various combinations result in four different organisational cultures, which are: 
· Power culture 
· People culture
· Task culture
· Role culture
Organisational culture will inevitably impact upon HR and will influence the delivery of HR services and the position of HR within the organisation. This can range from a contributory role fostering employee relationships and developing commitment to the organisation, to one of control, through enforcement of policy and procedures. Equally important is the level of delegation of authority to managers and the extent of co-operation between managers and HR.  

The organisation’s approach to determining organisational strategy will influence the extent to which HR’s input is required. There are three basic, alternative approaches, each of which impacts on the HR role within the process:
· The rational approach is predicated upon senior managers developing the strategy and developing goals.  It will fall to HR to proactively identify current skills capabilities against planned developments, identify the associated learning and development requirements and the associated costs (both in monetary value and time required for upskilling). This is more likely to be found in the private sector, where organisations recognise that external factors are critical to business sustainability and therefore must consider the impact of the internal and external environments in order to remain competitive.
· The emergent strategy recognises that theoretical strategy evolves over time in response to the business environment. HR therefore may be required to alternate between proactive and reactive as the business goals are amended.
· The symbolic approach is based on the strategy emerges as a rationalisation of business activity and is formalised predominantly to present a strategy for appearance’s sake.  This approach is more suited to the public sector, which is less affected by market forces, competition or the need to invest in Research and Development (R&D). In this scenario, HR is reactive.
Mintzberg identified a rapidly changing business environment and increasing complexity within organisations to the point that the approaches identified above were insufficient and proposed ten schools of thought on strategy formation, three of which are “prescriptive in nature - more concerned with how strategies should be formulated than with how they necessarily do form.”, six that “consider specific aspects of the process of strategy formation.  They have been concerned less with prescribing ideal strategic behaviour than with describing how strategies do, in fact get made." And one school “which it could be argued really combines the others.” (Mintzberg, et al., 2009, pp. 5,6)

HR can only actively contribute towards strategy development if included and involved in the process. This can take the form of:
· Providing, analysing and interpreting data;
· Identifying trends in retention, recruitment, attrition, succession planning, training requirements;
· Reviewing staffing profiles and identifying areas of potential over-supply;
· Ensuring compliance with HR policies and legal requirements
Gold et al, (2013) distinguished between HR strategy and HR practice and developed a comprehensive model linking organisational structure, outputs and the environment to overall strategy, with HR practice flowing from the HR strategy. In this context the nature of the environment is significant – public sector organisations are more likely to “have static or placid environments where it is reasonable to suppose that the future will be a continuation of the past.” (Kew & Stredwick, 2016, p. 8) 

Private sector organisations have the opportunity to capitalise on the HR role through quantitative data linked to targets such as financial, productivity, retention of market share and R&D activities. Public sector organisations are more likely to identify qualitative targets and operate a consensual or consultative approach to HR policy and management. The private sector system facilitates a more active approach for HR.

Both sectors are impacted by much of what has already been discussed, from the type and purpose of the business, the operating environment, size, structure and ownership. Other factors that will influence HR delivery of strategy and policy are organisational culture and management style, for example whether there will be key performance indicators (KPIs) identified for HR or whether they will be expected to devise their own, whether the system is top down, bottom up, interactive or semi-autonomous and finally whether budgets are devolved or centrally co-ordinated.

Whilst it is essential that HR strategy should reflect organisational strategy, this is only possible if there are clear strategic aims and objectives that can be used to measure whether implementation has been successful.

































[bookmark: _Toc37711334]Conclusion
The aim of this report was to examine the business context of HR, and how the sector and type of organisation influences the ways in which HR operates both strategically and operationally. The business context is rarely static as organisations must respond to change in order to survive. The level and pace of change can vary according to business type, purpose and sector, but change is a fact of business life. Organisational change and development will invariably involve HR, given that the human resource is such a significant element of any business. This report underpins the recommendation that HR must adapt their position within the organisation to align with the changing structure and working practices of the organisation and continually strive to find the best fit to organisational needs, even as these needs continue to develop and evolve.




































[bookmark: _Toc37711335]Recommendations
As organisations change their structures and working practices, so too must HR adapt their position within the organisation.  The traditional HR structure is still very much in evidence, but Ulrich’s development of a model of human resource services delivery has changed the face of the HR function, particularly in larger organisations.  This illustrates the continuing requirement for HR to strive to find the best fit to organisational needs, even as these needs continue to develop and evolve.








































References
Campbell, D. & Craig, T., 2011. Organisations and the Business Environment. 2nd ed. Oxon: Routledge.
Gold, J., Holden, R., Stewart, J. I. & Beardwell, J., 2013. Human Resource Development - Theory & Practice. 2nd ed. Basingstoke: Palgrave Macmillan.
Kew, J. & Stredwick, J., 2016. Business Environment: Managing in a Strategic Context. 2nd ed. London: CIPD.
Kew, J. & Stredwick, J., 2016. Human Resource Management in a Business Context. 3rd ed. London: CIPD.
Mintzberg, H., Ahlstrand, B. & Lampel, J., 2009. Strategy Safari. 2nd ed. Harlow: Pearson.
Mulder, P., 2018. Handy Model of Organisational Culture. [Online] 
Available at: https://www.toolshero.com/management/handy-model/
[Accessed 1 3 2020].
Taylor, S. & Woodhams, C., 2016. Human Resource Management: People and Organisations. 2nd ed. London: CIPD.
Taylor, S. & Woodhams, C., 2016. Studying Human Resource Management. 2nd ed. London: CIPD.






























Bibliography
Campbell, D. & Craig, T., 2011. Organisations and the Business Environment. 2nd ed. Oxon: Routledge.
CIPD, 2020. Strategic human resource management. [Online] 
Available at: https://www.cipd.co.uk/knowledge/strategy/hr/strategic-hrm-factsheet
[Accessed 2 3 2020].
CIPD, 2018. Getting started with people analytics: a practitioner’s guide. [Online] 
Available at: https://www.cipd.co.uk/Images/peope-analytics-guide_tcm18-51569.pdf
[Accessed 2 3 2020].
Gold, J., Holden, R., Stewart, J. I. & Beardwell, J., 2013. Human Resource Development - Theory & Practice. 2nd ed. Basingstoke: Palgrave Macmillan.
Kew, J. & Stredwick, J., 2016. Business Environment: Managing in a Strategic Context. 2nd ed. London: CIPD.
Kew, J. & Stredwick, J., 2016. Human Resource Management in a Business Context. 3rd ed. London: CIPD.
Mintzberg, H., Ahlstrand, B. & Lampel, J., 2009. Strategy Safari. 2nd ed. Harlow: Pearson.
Mulder, P., 2018. Handy Model of Organisational Culture. [Online] 
Available at: https://www.toolshero.com/management/handy-model/
[Accessed 1 3 2020].
Taylor, S. & Woodhams, C., 2016. Human Resource Management: People and Organisations. 2nd ed. London: CIPD.
Taylor, S. & Woodhams, C., 2016. Studying Human Resource Management. 2nd ed. London: CIPD.
www.2deloitte.com
www.cipd.co.uk
www.peoplemanagement.co.uk
www.personneltoday.com
www.pwc.co.uk























Qualification: CIPD Diploma in Applied Human Resources

Module Name: Understanding the Business Context of Human Resources

Activity 2: Analysis of current external factors impacting on the organisation

Word Count: 646



Student Name: Melanie Gough
Student Number: 1910141
CIPD Membership Number: 54660544



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: Melanie Gough

Date: 18/04/2020

Contents
Executive Summary	3
Introduction	4
Main Body	5
Conclusion	7
Recommendation	8
References	9
Bibliography	10
Appendix 1	11
Notes – SWOT Analysis	12
Appendix 2	13
Notes – PESTLE Analysis	14


































[bookmark: _Toc38226391]Executive Summary
This report discusses the techniques and tools that can be used to analyse the organisational and business environment. It also identifies the current external factors impacting Valero Pembroke Refinery, with consideration given to market forces, social trends, technological developments, legislation and globalisation. This report underpins the recommendation that organisations should use reliable techniques and tools to analyse their organisational and business environment, in order to identify current external factors that could impact organisational decision making.







































[bookmark: _Toc38226392]Introduction
This report provides a broad explanation of the techniques that can be used to analyse the organisational and business environment and identifies external factors that impact the organisation.









































[bookmark: _Toc38226393]Main Body
Valero is a US owned Fortune 50 company that operates 15 refineries worldwide. Pembroke Refinery is one of Western Europe’s largest and most complex refineries and over 500 employees and hundreds of contractors, make it one of Pembrokeshire’s largest private sector employers. As an international manufacturer of petrochemical products, there are many internal and external factors that impact Valero. 

Several techniques can be used to analyse the organisational and business environment, including SWOT analysis, PESTLE analysis, Porter’s Five Forces and the PRIMO-F model.  

“A SWOT analysis is a planning tool used to understand key factors - strengths, weaknesses, opportunities, and threats - involved in a project or in an organisation.” (CIPD, 2020). It is a simple way for organisations to identify and link their internal strengths and weaknesses to their external opportunities and threats. While it’s not a strategic process, it can be used to encourage strategic thinking and inform organisational decision making. (Appendix 1)

“A PESTLE analysis is one of the most effective frameworks available for understanding the ‘big picture’ and external environment in which an organisation operates.” (CIPD, 2020). It can be used to identify and assess external factors that may impact strategy and organisational decision making. Organisations must understand how political factors, such as government policies and technological factors, such as artificial intelligence impact how they operate. (Appendix 2) 

In order to remain competitive in today’s market, organisations must assess the impact of current market and competitive forces, from exchange rates and inflation to globalisation.  

Globalisation is "the process enabling financial and investment markets to operate internationally, largely as a result of deregulation and improved communications" (Jeffrey, 2002)

As an international manufacturer, Valero relies heavily on globalisation for international trade. Globalisation has increased considerably over the last few decades, with the World Wide Web playing a major part in its ongoing success. Globalisation drives competition, while technological advances and e-commerce have allowed organisations to be more efficient, effective and competitive in the global market.  
 
There are also social trends affecting organisations. Valero offer a highly competitive remuneration package, which is an effective retention tool – evident by the number of longstanding employees. The attrition data also suggests that the workforce is an aging population, meaning that HR must have robust talent management and succession plans in place to ensure business critical roles can be filled in the future.  

The gender imbalance in the refining sector is significant and while there are many initiatives to encourage females to consider careers in engineering, the sector remains underrepresented by females. HR must ensure gender inclusive recruitment and selection. 
As a complex refinery, there is greater reliance on technology for systems as opposed to automation to replace employees. Pembroke Refinery is committed to research and development and competence assurance, ensuring the highest standards of workforce capability.

A number of key current legislation impact organisations, such as the Health and Safety at Work etc. Act 1974, the Equality Act 2010 and the General Data Protection Regulation (GDPR). The GDPR came into force across the EU in 2018 and gives individuals the right to access information that is held about them. This was a major change for the way that organisations handled personal data. HR are responsible for raising awareness and reviewing and updating policies, procedures and systems in order to be compliant and minimise risk. Further upcoming employment law changes that will impact organisations and the HR function include the Agency Worker Regulations (2010) and Parental Bereavement (Leave and Pay) Act 2018. 






























[bookmark: _Toc38226394]Conclusion
Several reliable techniques that can be used to analyse the organisational and business environment and identify external factors that can impact organisations. 










































[bookmark: _Toc38226395]Recommendation
Organisations should use reliable techniques to analyse their organisational and business environment and identify external factors that could impact organisational strategy.
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SWOT


	STRENGTHS
	WEAKNESSES

	
Location

Productivity

Downstream

Plant Complexity

Storage Capacity

Pipelines & Terminals

Employees

	
Competition

Fossil Fuels

Oil Price

Exchange Rate

Capital Investment

	OPPORTUNITIES
	THREATS

	
Mergers

Expansion

New markets

International Maritime Organisation (IMO)

Plant Complexity







	
Acquisitions

Competition

Electric Vehicles (EV)

Fuel Excise Duty (FED)

Coronavirus









[bookmark: _Toc38226399]Notes – SWOT Analysis
Strengths
· Location – the Refinery is situated in a prominent position on the south bank of the Milford Haven waterway, which has one of the deepest natural harbours in the world making it accessible for large oil tankers without reliance on third parties. 
· Productivity – throughput capacity of 270,000 barrels per day (bpd), made up of 220,000 bpd of crude oil and 50,000 bpd of other feedstocks.
· Downstream – refines crude oil and gas into finished products, such as gasoline, natural gas liquids and diesel ready to be distribution and sale to consumers.
· Plant Complexity – one of Western Europe’s most complex Refineries with the ability to refine most crudes. Nelson Complexity Index (NCI) rating 11.8.
· Storage Capacity – approximately 10.5 million barrels of storage allows the Refinery to store products until the demand and price are high.
· Pipeline – owns four pipelines and five terminals in the UK. The Mainline pipeline connects Pembroke Refinery with the Midlands and Manchester. Pipelines are the least hazardous means of oil transportation.
· Employees - employer of choice, attracting and retaining talent from all over the UK and abroad.

Weaknesses
· Competition - six direct downstream oil sector competitors in the UK including Essar, Exxon Mobil, Petroineos, Phillips 66 and Total which could lead to market saturation.
· Fossil Fuels - heavy reliance on the use of fossil fuels in Refining - the excessive consumption in the twentieth century has led to the depletion of these reservoirs of fossil fuels.
· Oil Price - as a downstream oil company, the Refinery is reliant on the price of oil that it purchases in order to carry out the Refinery operations process.
· Exchange Rate - US owned company. The $ to £ exchange rate fluctuates and is uncontrollable - this impacts the Refinery's budget.
· Capital Investment - Valero own 15 petroleum Refineries throughout the US, Canada and the UK. Capital Investment is on a competitive basis between the Valero Refineries.

Opportunities
· Mergers – as a successful downstream oil refining company, Valero could identify opportunities to merge and increase its market share.
· Expansion - currently constructing a £100 million Combined Heat and Power (CHP) Cogeneration Unit at Pembroke Refinery. The CHP Cogen Unit will provide the refinery’s electrical power and support its steam demands.
· New markets – Expertise to produce complex products.
· International Maritime Organisation (IMO) - reduction in sulphur content of shipping fuels.
· Plant Complexity – one of Western Europe’s most complex Refineries with the ability to refine most crudes. Nelson Complexity Index (NCI) rating 11.8.

Threats
· Acquisitions – potential to be acquired.
· Competition - six direct downstream oil sector competitors in the UK including Essar, Exxon Mobil, Petroineos, Phillips 66 and Total.
· Electric Vehicles (EV) - the introduction and growing demand for EV's will eventually have a lasting effect on oil production.
· Fuel Excise Duty (FED) - fuel tax is levied on most fuels in the UK - the rate is dependent on the type of fuel and the associated emissions. FED is currently frozen until the end of the 2019/20 tax year.
· Coronavirus - COVID-19 is an unprecedented worldwide pandemic. The effects to business are currently unknown but could result in economic decline and recession.
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[bookmark: _Toc38226401]Notes – PESTLE Analysis
Political
· Tax & fiscal policies - Government adjustments to spending levels and tax rates in order to influence the economy.
· Trade tariffs - revenue generated for the Government on imports to the UK.
· Health and Safety Executive (HSE) - Regulating and enforcing health and safety standards
· Environmental law - legislation protecting the environment e.g. pollution control – air quality; water quality; waste management; contaminant clean-up; chemical safety.
· Brexit - possible tariffs on fuel exports e.g. carbon emissions tax.
· Sulphur content - International Maritime Organisation (IMO) enforced a decision to reduce the sulphur oxide emissions from shipping fuels by 2020.
· Control of Major Accident Hazards (COMAH) - top tier COMAH registered site, regulated by the HSE.
· Fuel tax increases - fuel tax is levied on most fuels in the UK - the rate is dependent on the type of fuel and the associated emissions. FED is currently frozen until the end of the 2019/20 tax year and is expected to increase.

Economical
· Inflation - increase in inflation and decrease in purchasing power.
· Exchange rates - US owned company – the $ to £ rate fluctuations can affect budgets, spending and investments.
· Foreign investment - recent investment in Mexico - marketing and logistics for importing refined fuel products into Mexico for further distribution.
· Carbon emissions tax - dependent on the terms of Brexit.
· Employment rates - one of the largest private sector employers in Pembrokeshire; 500+ employees plus hundreds or terms contractors; up to 2,000 personnel on site during shut down/turnaround events.
· Globalisation - reliance on ability to trade internationally.
· Coronavirus - unprecedented global pandemic; short term/long term impact currently unknown.

Social
· Corporate Social Responsibility - commitment to community support; volunteering; charitable donations; environmental offsets.
· Demographics - over 42% of employees have at least 15 years’ service; over 17% of employees have at least 25 years’ service; Aging workforce with 50% aged 44 or over (37% aged 50 or over) and 11% of the workforce expected to retire within the next 5 years; Only 10% of the workforce is female with the number of females being in traditional administrative roles compared to engineering roles is 43% and 57% respectively.
· Consumer spending - increase demand for jet fuels during school holidays.
· Disposable income - highly competitive remuneration package (shares, bonus, private medical cover, dental care).
· Rural Location - dependent on LPG and fuel oil for heating and fuel for travelling - very limited public transport in the area.

Technological
· Automation - greater reliance on technology for systems as opposed to automation in place of employees.
· Research & Development - dedicated R&D team.
· Process control systems - equipment used to control the process operation, including measurement, calibration, fault finding, testing and repair.
· Instrumentation - used for indicating, measuring and recording physical quantities of product and pressure etc. 

Legal
· Health & Safety at Work etc. Act 1974 - ensuring occupational health and safety in the workplace standards; RIDDOR, COSHH; PPE standards etc.
· Safety standards - top tier COMAH registered site, regulated by the HSE.
· Employment law - working time regulations, Equality Act 2010, General Data Protection Regulation (GDPR).
· International Maritime Organisation (IMO) - the regulatory authority for international shipping – regulates sulphur oxide emissions from shipping fuels. 

Environmental
· Climate change - Increased use of fossil-fuels.
· Weather - effects on jetty operations – demurrage costs.
· Geographical location - situated on the south bank of the Milford Haven Waterway - one of the deepest natural harbours in the world, allowing easy access for large oil tankers without reliance on third parties. Approximately one quarter of the site is set within the Pembrokeshire Coast National Parks.
· Environmental offsets - renewable diesel segment - Diamond Green Diesel, produced from recycled animal fats, used cooking oil and inedible corn oil.
· Pollution - Air, water, noise, soil.
· Carbon emissions - pressure to reduce carbon emissions; performance metrics - Greenhouse gas Emission Reductions; Flaring Reduction; Energy Efficiency.


