This infographic is designed for Sofidel’s people management colleagues, providing a clear overview of the tool and illustrating how Social and Technological factors currently shape our HR priorities and workforce capability. 
PESTEL Analysis and critical evaluation of the social and technological factors:
The PESTLE tool is widely utilised to determine the Political, Economic, Social, Technological, Legal and Environmental impacts on the decision-making process of an organisation. Richard Whittington et al. (2021) asserts that PESTLE enables organisations to interpret trends in the Macro Environment and to convert these into strategic choices. 
PESTEL examines the external environment to determine the drivers that will influence the organisation to consider both risks and opportunities (CIPD, 2025). In terms of Human resources, the use of PESTEL will assist the workforce in making informed decisions through evidence-based workforce planning, capability development, and policy implementation (CIPD, 2020; CIPD, 2025). It is important to remember that all elements of PESTEL interact with each other continuously and the examples provided in the context of Sofidel UK, demonstrate these interactions between Social and Technological factors. 
At a general level, the interaction between PESTEL factors means that social expectations often drive legal reforms (e.g, Make Work Pay), and technological advancements generate new social pressures concerning skills, workplace fairness and job security (CIPD, 2024; Florisson, 2024). This helps HR interpret not only what is changing, but why it matters for both the people and the organisational capability. 
Social Factor:
· Rising expectations around communication and employee voice
One of the key social pressures that are currently influencing the operation of Sofidel UK relate to increased expectations around transparent communication, employee voice and visible leadership. 
Sofidel’s most recent global engagement-survey action plan clearly outlines this issue. Multiple initiatives including television screens located throughout production areas to communicate real time updates, quarterly CEO presentations delivered in local languages, “Virtual coffee with leadership”, the interactive FAQ knowledge system and sustainability learning kits are intended to develop stronger levels of trust, clarity and two-way communication (Sofidel, 2024).
· Societal trends reinforcing employee voice
Sofidel’s organisational efforts are reflective of wider societal trends. The Work Foundation’s 2024 good work report amongst other things states that employees are increasingly expecting dignity, fairness and influence in their working environment and identify voice and communication as central to job quality (Sofidel, 2024).
The Chartered Management Institute CMI (2020) similarly state that relational elements trust, communication and visibility of leaders are currently the primary drivers of engagement and retention.
OECD (2024) reports that in many manufacturing workplaces, employees lose contact with their managers because they do not know what information is available about them and when they do rely on digital methods for information, it may not be accessible to all employees. 
· Engagement theory and communication practices 
Theoretically, the actions taken by Sofidel are closely linked to Kahn’s (1990) original model of Engagement. Khan argues that employees engage more deeply when they experience psychological meaningfulness, safety and availability.
Leader visibility, transparent messaging and accessible information can enhance these three conditions. Nevertheless, engagement theory also recognises a risk unless there is clear evidence that employee input generates chang, the communication initiatives may be perceived as cosmetic rather than empowering. 
· Digital Inclusion and access challenges 
An Equitable challenge arises around access, some of the new communication initiatives (eg. Virtual coffee, digital toolkits) require employees to have access to company devices. The OECD (2023) highlights that digital first approaches can unintentionally exclude lower paid workers or shift-based workers who do not regularly have access to company devices, thereby reinforcing the inequalities around who’s voice is heard, and since roles in industrial production represent the majority of jobs at Sofidel UK, this continues to be a key issue. Additionally, as identified through research from outside of the organisation, the success of employee voice initiative is directly tied to the closing of feedback loops (Nicholson, 2021). 
The social factor illustrates increasing external expectations of fairness, respect and highlights capability gaps that Sofidel needs to continue to address in order to maintain workforce engagement and trust (OECD, 2023).
Technological Factor:
· The establishment of a new group AI department 
Technological change represents another major external factor illustrated by Sofidel group’s announcement (November 2025) establishing a central AI department led by a chief AI officer and head of AI, which will appoint AI representatives to every department (Sofidel, 2025). This represents a movement to a new strategy for transforming digitally, automating tasks and using data to drive decision-making, 

· Global technological trends and opportunities for Sofidel
The world economic forum (2023) future of jobs reported that AI was identified as the most impactful disruption in the global labour market and that at least sixty percent of the current work force will need to be significantly re-skilled or up skilled by 2027.
Similarly, MacKinsey’s 2023 state of AI report that AI is increasingly being integrated into operational and organisational processes thus raising the need for advanced digital capabilities, cross-functional collaboration and data literacy (McKinsey, 2023). Therefore, Sofidel has the potential to transform predictive maintenance, production efficiencies, sustainability modelling, HR analytics and supply chain optimisation using AI. However, technological change also creates a number of human capital risks that HR needs to understand. 
· Human Capital risks of AI adoption 
Theory of change management states that transformation fails due to insufficient communication, lack of role clarity and fear of job loss common issues in AI adoption.
Kotter (1996) argues that technological change requires widespread understanding and buy-in to be successful. Therefore, given the communication challenges identified in Sofidel’s survey related to engagement, this risk is particularly relevant. The Work Foundation (2024) notes that in a world where digital technology is changing how people work, those with the greatest need for education/training are less likely to receive it, which increased the risk of technological changes making pre-existing inequities worse due to inconsistent learning opportunities (Work Foundation, 2024). 
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