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UWTSD – University of Wales Trinity Saint David

PESTLE – Political, Economic, Sociological, Technological, Legal and Environmental

SWOT – Strengths, Weaknesses, Opportunities, Threats

AI – Artificial Intelligence 

COVID-19 – Coronavirus 

WFH – Work(ing) from home
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The following report outlines the major environmental factors affecting organisations, specifically addressing the current economic, social and technological factors that are impacting the University of Wales Trinity Saint David.  
The report explores the ever-evolving digital climate and the possibilities AI technology brings to organisations. Automated systems are examined with further consideration into Chat Bots, to aid the University’s shortlisting process, which is suggested for UWTSD. The substantial costs and additional labour to facilitate this are noted and is for this reason, is suggested as a potential future investment. 
The report later considers the University’s intentions to bring staff to the office on a full-time basis. Following a detailed analysis of the current societal environment and the understanding that employee expectations have severely altered since the pandemic, it is suggested that the University continue to offer a hybrid working pattern, especially during such a constrained recruitment period, in order to retain and attract staff. The health and wellbeing of staff is highlighted and is suggested that it be monitored along with employee productivity to ensure both the University and its staff are benefiting from the hybrid working arrangement.  
Finally, following an evaluation of the current economic state, as a priority, the report proposes that the University consider addressing the cost-of-living crisis with staff, through the use of internal comms. The report acknowledges the scale of disruption that the pandemic and the Russian war have inflicted on the UK’s economy and the importance of ensuring employers are supportive of their staff during a strenuous time. Minor costs would be required to circulate the internal comms, thus mostly being the cost of time needed of certain staff to draft and publish them. Further suggestions are discussed surrounding implementing a financial wellbeing policy.
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[bookmark: _Toc121831914]University of Wales Trinity Saint David
The University of Wales Trinity Saint David (UWTSD) is a Royal Chartered University and a Registered Charity with approximately 1350 core staff members. The University relies on students to conduct its day-to-day operations and “putting learners first” is the University’s primary strategic priority (UWTSD, 2022a).
Universities are among other organisations that are sensitive to external factors, which are often beyond any company’s control. It is essential that businesses, specifically Universities for the benefit of this report, acknowledge these external influences to track any changes and minimize their consequences. A well-thought-out strategic plan can set the University apart from other institutions and ensure the University’s operations are in the best interest of their students, staff, and themselves as an employer. 
The aim of this report is to firstly critically analyse the PESTLE analysis as an external analytic tool and outline three key environmental factors affecting the University of Wales Trinity Saint David, followed by a set of recommendations relating to the University’s future corporate and HR strategy, in order of priority. 


















[bookmark: _Toc121831915]PESTLE
PESTLE analysis is an analytical tool used to “understand the external macro-environment in which an organisation operates” conducive to strategic planning (Ross, 2008, p.49). PEST analysis was widely adopted during the 1980s and early 1990s (Kew and Stredwich, 2010). As a result of the ongoing growth of awareness among environmental and legal factors, Kew and Stredwich (2020) claim that by the mid-1990s, it became more common to use the PESTLE analysis. PESTLE identifies risk under various subgroups, under the broad headings of Political, Economic, Social, Technological, Legal and Environmental (PESTLE) considerations (Christodoulou and Cullinane, 2019), providing a comprehensive list of influences on the possible success or failure of an organisation (Dalirazar & Sabzi, 2020). 
PESTLE as an analytical method, is one of the most used models in the evaluation of the external business environment (Gupta, 2013) due to its ability to guide strategic decision-making and encourage competitive advantage (Heery & Noon, 2017). PESTLE is considered by many an easy, cost-effective tool which raises awareness of threats to a business, assists in anticipating future difficulties and identifies opportunities and exploits them (Mihailova, 2020). 
Although used as a strategic tool, PESTLE’s limitations can greatly affect its results. Many claim that PESTLE is an insufficient analysis on its own for strategy development, requiring the use of additional tools such as SWOT analysis (Cox, 2021) or Porter’s Fiver Forces (Sammut‐Bonnici and Galea, 2015). As indicated by Halaychik (2016), PESTLE analysis can be time-consuming, broad, and often based on assumptions (Mihailova, 2020). Furthermore, the rapid pace of change in society and the complexity of the environment means that it is increasingly difficult for organisations to predict any occurrences that may affect their future (Mihailova, 2020). Consequently, the outcome of the analysis may become outdated almost immediately afterward due to the dynamic changes in the environment (Wolfe & Buchwald, 2000). 
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Technology continues to evolve and develop at an unprecedented pace, and by extension, has penetrated our everyday work lives (Taylor and Perkins, 2021). The internet has created new capabilities and opportunities for employees (Trevisan, 2017), leaving organisations with little choice but to develop in conjunction with it. HR professionals have benefited from various technological tools to aid them in the employee recruitment and selection process (Taylor and Perkins, 2021). 
COVID-19 first affected the United Kingdom in late January 2020. Social distancing introduced the inevitable rise in the concept of ‘working from home’ to protect the lives of the public (Kaushik and Guleria, 2020). As a result, many organisations were forced to rely on technology for day-to-day activities. During January 2021, the HR department at UWTSD adopted a new e-recruitment system named Webrecruit which offers a platform for online recruitment advertising, applicant tracking and onboarding (Webrecruit, 2022). The purpose of the system is to encourage a more efficient recruitment process for the University’s staff and create an overall enhanced experience for candidates.  
Scholars have identified the growing use of online recruitment processes in organisations (Maurer and Cook, 2011; Lee, 2011). Kar and Bhacharya (2009) state that online recruiting enables enhanced targeting and allows organisations to reach a wider audience of candidates, unlike the usual traditional methods. This benefit contributes to the University’s strategic plan when achieving specific recruitment needs (UWTSD, 2022a).The University saw a 23% increase in new starters between 2020 and 2021 compared with 2019 and 2020. The data demonstrates that between September 2021 and 2022, the University saw a 97% increase on the previous year (UWTSD, 2022b). Although unable to confirm the true correlation between the data and the system, it is believed that the implementation of the system has posed some influence on the rise in number of candidates the University has been able to attract. More recent scholars reinforce the benefits of e-recruitment systems and talk of their support for managers in reducing stress, time, and financial resources (Rajest and Suresh, 2018). The University now has over 600 managers using Webrecruit, enabling them to raise their own job requisitions, shortlist candidates and schedule interviews. The general feedback from managers across the University has been positive as it has provided them with greater ownership over their department’s recruitment activities (Jones, 2022). 
AI is commonly used within organisations to automate parts of the recruitment process (Davenport and Kalakota, 2019; Hagendorff, 2020), specifically the repetitive, time-consuming tasks such as screening applications and shortlisting for interviews (Wilfred, 2018; Bhalgat, 2019). COVID-19 has caused a surge in the use of this type of automation as we see AI being used in more and more sectors (Cedefop, 2020). UWTSD’s managers have expressed a general negative perception towards shortlisting candidates, which is reinforced by Wilfred’s (2018) research which suggests that 50% of recruiters claim that they find the screening of applications to be the most difficult part of the recruitment process. This rationalises the desire for AI processes for many employers and highlights the benefits the University could endure from the use of an automated system. 
The use of AI within the recruitment process is something the University could consider. Currently, managers manually screen candidate applications and complete the shortlisting process through Webrecruit. Although this is a more efficient way than screening paper applications, the process could become more automated. AI enables websites to filter and match the most suitable candidate, based on their application to a job (Bogle and Sankaranarayanan, 2012). American organisation, Mya Systems, uses AI for this purpose (Hook, 2017). The organisation uses a chatbot, that questions candidates, relating to a job, to determine whether they would be suitable or not. This could relieve time for the University’s managers and provide candidates with an immediate outcome based on their application, creating an overall more efficient experience for both the applicant and manager.
Having a subconscious bias is a challenge for human recruiters. Frida Polli, co-founder of Pymetrics said “you can remove bias from an algorithm, but it’s impossible to remove from humans” (Pymetrics, 2017). As a result, web developers have implemented a range of tools and resources to create web pages and systems that are accessible to all (Kane, Shulman, Shockley, & Ladner, 2007), specifically in a recruitment capacity, to prevent human hiring biases during the selection process (Dragovich, 2021). AI is designed to “provide equal weights to candidates based on selection criteria” (Javed and Brishti, 2020, p.3). Both Gray and Wegner (2012) and Waytz and Norton’s (2014) research implies that algorithmic systems have less emotional capability than humans, suggesting that chatbots are more rational than a human being. As the University request a supporting statement for their vacancies, there is a potential that managers can interpret a candidate’s statement in a way that is led by their human bias or perception. 
Scholars discuss the risk of discrimination and inequality when relying entirely on algorithmic decision-making (Lee, 2018; Simbeck, 2019) and contradictory to the threat of human bias, the risk of potential system biases is highlighted. Discrimination and biases are frequently not identified until after the algorithm has produced its decision. The outcome of an algorithm is determined by the data that has been inputted (Suresh and Guttag, 2019), therefore algorithms are susceptible to copy or deliver biased conclusions if the input data itself is biased (Chander, 2016). Some scholars have also stated that having complete reliance on a chat bot can pose as a risk for organisations due to the possibility of candidates being automatically rejected because of a minor factor, such as failing to include a key term in their application despite providing evidence of relevant experience Marinelli (2021). This could affect the University’s ability to appoint promising candidates as the system risks interpreting the data from a supporting statement incorrectly. 
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The COVID-19 pandemic has caused extensive disruption to organisations across the UK (Etheridge et al., 2020; Schuster et al., 2020) and as a result has redefined the traditional perception of working from home (Xiao et al., 2021). Prior to the pandemic, working from home was often referred to as ‘telecommuting’ or ‘remote working’ (Sullivan, 2003; Huws, 1997) and was typically offered on a casual basis and to only certain types of jobs. The use of WFH increased in the early 2000s as technological advances in ‘telecommuting’ continued to develop (Bouziri et al., 2020), however WFH was not considered achievable by all organisations. Any previous apprehensions organisations once had regarding WFH have been reassessed as technology has enabled most day-to-day tasks to be digitalised and staff have been provided with the necessary IT equipment to allow them to work remotely (Fadinger, Schymik and Alipour, 2020).
A study by Felstead and Reuschke (2020) revealed that 5% of workers worked from home prior to the pandemic, in comparison to 45% in April 2020. It was predicted in 2020 that this figure wouldn’t decrease dramatically once restrictions eased and that WFH would become more common in businesses than it was previously (Etheridge et al., 2020). The pandemic has since altered employee’s perceptions and expectations of WFH and as a result, many are seeking the new normal which will allow staff to continue working from home in a hybrid manner (The Economist, 2020; European Commission’s Science and Knowledge Center, 2020). The University, along with other organisations are currently having to identify the change in employee expectations and navigate a way that works in the best interest for both the employees and employer. 
UWTSD are an example of an organisation who continue to offer the opportunity of WFH, the feasibility of which is closely monitored by heads of departments and is only operable for certain job types. During the University’s annual Vice Chancellor briefing in September, Professor Medwin Hughes spoke of the University’s intention to bring all staff back to the office on a full-time basis (Hughes, 2022). The aim is to analyse both the benefits and limitations to this working pattern whilst considering how it would affect the whole workforce. 
Studies have emphasised the benefits of WFH and identified that working remotely increases employee productivity and job satisfaction (Martin and Macdonell, 2012; Beauregard and Henry, 2009; Becchetti et al., 2013). Many scholars believe this is a result of the reduction in office distractions which enables employees to concentrate on their individual duties (Kelliher and Anderson, 2010; Kim and Dear, 2013). Helping employees boost their work-life balance is also seen more and more as a fundamental benefit of WFH which can also lead to the attraction and retention of personnel (Martin and Macdonell, 2012; Guyot and Sawhill, 2020). Academic staff at UWTSD often carry out work that requires little to no interaction with other colleagues. A key element of a lecturer’s role is to prepare material for their lessons; working from home provides them with a quieter, more isolated environment to do so. Importantly, studies have shown that students prefer in-person teaching over e-learning, as approximately 20,000 students sue Universities for their lack of in-person teaching during the pandemic (Merriman, 2022). The University need to ensure they are proactively working towards their strategic objective of ‘providing learners with a high quality, supportive and inclusive learning experience” (UWTSD, 2022a, p.6), which may entail ensuring lecturers are on campus on a more permanent basis where available to offer in-person support outside of lectures. 
Although some believe that WFH enables work-life balance, other scholars argue that WFH can blur boundaries for many individuals, and cause difficulty for some to detach mentally from work (Vander Elst et al., 2017). Since the pandemic, we have seen many staff working longer hours at home, which raises concerns around staff becoming stressed and overworked. Survey results revealed that employees found switching off from work at the end of a day one of the biggest challenges they face whilst WFH (Routley, 2020). Additionally, some have argued that the commute home from the office forces an individual to ‘switch off’ and leaving their IT equipment at the office prevents them from carrying out further work after hours (De Klerk, Joubert and Mosca, 2021), which can result in a lower risk of burnout (Baert et al., 2020). 
Studies have also revealed that employees risk weakening their co-worker relationships whilst WFH (Baert et al., 2020; Tavares, 2017). Many of the support staff at UWTSD are required to work within a team to conduct day-to-day tasks and could therefore be affected by this. Additionally, without in person interaction and social support, many could also suffer mentally (Bartik et al., 2020; Silvermann, 2020). Their research has revealed that the health and wellbeing of many are affected when WFH; with 48% feeling time pressured and 46% feeling stressed. Poor mental health will affect an individual’s ability to work efficiently and will undoubtably become detrimental to the University (Chung et al., 2020). The University refers to its staff as a key resource to the successful delivery within its organisational strategy (UWTSD, 2022a), along with the importance of Staff Wellbeing which is reinforced in the HR Strategy (O’Rourke, 2022). 
The initial presumption was that the pandemic had established a long-lasting increase in WFH which encouraged many organisations to restructure their offices to accommodate the decrease in number of staff in the office, however, the alarming household bills are forcing many back to the warmer offices, pressing businesses to rethink and adapt their strategies (ITV, 2022). It is evidently not feasible for organisations to continually adapt to the social changes and needs of their employees. It is critically important that the communication between both the University and staff is clear and that expectations are understood on both ends. The University do not want to risk demotivating their staff by not having clear communication as studies have shown that communication is deemed as one of the most important activities in an organisation as it creates relationships and helps motivate employees (Harris and Nelson, 2008). 
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2022 has witnessed major disruption to the UK’s economy and attention has been directed to the country’s current cost of living crisis. COVID-19 affected 188 countries (Shankar, 2020), afflicting poor health on millions around the world, consequently damaging the economic development of nations (Dao, Le and Pham, 2021). The war in Ukraine has raised further concerns as we see substantial price increases in fuel and oil, the largest since the oil crisis in 1973 (The World Bank, 2022).
As of October 2022, inflation was at the highest it has been in over two decades at an alarming 8.8% (ONS, 2022) and the effects of the subsequent spending habits are forecasted to induce an economic recession (Zemanik, 2022). As the cost of living continues to soar and wages are failing to sustain the frightening rise in prices, for many, disposable incomes are failing to cover the essentials, such as gas, fuel and food prices (Mosely and Szendrei, 2022; Goodwin, 2022). As a result, it is estimated that in 2022, 1.5m households are having to face the choice between feeding their families or heating their homes (Bhattacharjee et al., 2022). After what seemed the very worst the UK could face, the cost-of-living crisis has officially exceeded COVID-19 as the leading concern for most (The Lancet Publish Health, 2022). The University must now consider how this is affecting its staff. 
As a result of the pandemic and the war between Russia and Ukraine, the current economic state has undoubtably influenced businesses across the country. Since March 2021, the country saw a surge in individuals leave the workforce due to child and social care arrangements (Cohen, 2021). Many left voluntarily and decided on early retirement whilst others took a change in career with the hopes of reducing stress and work hours (Hymes, 2021; Kaplan, 2021), as the pandemic provided them with the opportunity to reassess their work-life priorities (Dean and Hoff, 2021). This phenomenon has since been labelled ‘The Great Resignation’ (Serenko, 2022). 
[bookmark: _Hlk119328994]Labour market studies continue to report skills and labour shortages (Zemanik, 2022); research has revealed that 45% of UK employers are having difficulty in appointing to vacancies with 65% expecting the endeavour to continue over the next 6 months (CIPD, 2022). UWTSD are currently experiencing fewer applications for jobs and once eventually appointing, receiving a major influx in salary disputes, and with research suggesting that this is going to remain for the immediate future, the University will need to ensure they are better prepared. 
To address the labour shortage issue, the University have recently implemented a relocation policy which offers candidates £2,000 towards their relocation costs (UWTSD, 2022c). The University predict this monetary incentive will attract talent during this challenging time of recruitment and enable them to reach a wider pool of dispersed and diverse candidates (Deters, 2018). Once news of the incentive begins to circulate, this could cause frustration among existing employees who were not offered this at their time of appointment. Kumar (2020) highlights the importance of the attrition of existing employees as well as new. 
Some may argue that similarly to the University, most research has focused on the recruitment of staff and the difficulties faced in doing so during these uncertain times, rather than the importance of focusing on their exiting staff, as retention is just as crucial (Vui-Yee and Paggy, 2020). Many Universities have begun offering financial support to staff. Wightwick from Wales Online (2022) has revealed that Cardiff university are offering £500 one-off payments for staff and Swansea University are offering £750. News outlets are questioning the effects the one-off payments will have on employees; although most wouldn’t turn down the additional pay, some argue that the gesture would “not make a significant long-term impact on people’s financial positions” (Royle, 2022). Some even begrudge bonus’ and the push from unions to increase pay as it has moved them to a higher tax bracket (Timmins, 2022). UWTSD have not yet announced any form of ‘bonus’ as such for their existing staff, however the University have recently implemented their 2022 pay award which is effective on the 1st of August every year (UWTSD, 2022d). Unfortunately, August 2022’s increase did not reflect the new inflation rate. This has caused anxiety among many and has resulted in UCU calling on its members to take industrial action. UCU members will take three days of strike action on the 24th, 25th and 30th of November, 2022 and will take continuous short of a strike from 23 November 2022 until April 2023 (UWTSD, 2022e). The University will need to consider the impact this will have on the University in both a short-term and long-term capacity. 
CIPD (2022) are one of many who are encouraging employers to ensure their managers can provide mental health support to their employees during the cost-of-living crisis. As expected, when the prices of goods rise quicker than that of wages, it can inflict extreme financial and mental strain on families (Anderson and Reeves, 2022). UWTSD need to ensure that employees feel supported during this difficult period and that senior teams are showing sympathy and understanding towards their staff as financial wellbeing platform, Mintago’s CEO says, “organisations who don’t consider their workforces’ financial wellness could find it difficult to retain staff” (Mintago, 2022). Furthermore, the University need to ensure communication is clear to ensure staff feel heard and valued so that morale is high and employees continue to work productively. 
A £1.7m bursary scheme has been put in motion by UWTSD alongside a money support team, to aid students in managing their finances (Wales Online, 2022). Perhaps the University now need to ensure they are supporting both their students and staff during these uncertain times. 
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A PESTLE analysis enables organisations to conduct an external analysis on their business, however as we are aware, a HR department can never truly predict future activities which is why the HR function is seen as a reactive role (Golden and Ramanujam, 1985). Nonetheless, it is important that organisations have a strategy in place to set direction and priorities within the business (Nosratabadi et al., 2019). 
A priority for the University is to provide support to their employees during the current cost-of-living crisis. Understandably, not all businesses will have the capacity to provide monetary support to their staff, however the University would benefit from publishing comms that acknowledge the situation and that show compassion and understanding for the current crisis that most staff are facing as research shows that employees are happier to work when they feel heard (Kris, Kluger and Lyddy, 2021). Emails, posters, and team meetings require minimal cost from the University but can have a major impact on the wellbeing of individuals (McGuire and McLaren, 2009). The comms can direct staff to useful governmental resources, that can support them with their finances and wellbeing. A financial wellbeing policy could also be put into place, that employees can refer to during times of need. Acknowledgement is the primary focus for the University. 
As discussed, the Vice Chancellor has announced his intentions to bring all staff back to the office on a full-time basis (Hughes, 2022). The report acknowledges both the benefits and limitations of WFH, however it is crucial that the University understand the shift in employee expectations regarding working from home in order to implement a strategy that considers employee opinions. By continuing to offer a hybrid working structure, employees have the flexibility to work where they feel most productive and in a way that enables them to obtain a better work-life balance. It is important that the University requests feedback from its staff and listens to how they would prefer to work moving forward, again, so employees feel heard and valued. Although perhaps UWTSD will not be able to address every concern, allowing staff to be a part of the discussion will allow them to feel heard. One could argue that the University can cut costs if hybrid working were to continue, due to lower usage of gas and electricity on campuses. However, employees will need to be monitored to assure individuals are not taking advantage and that the University are not paying employees who are not working to their full potential as this would impact negatively on the University’s output. 
Finally, once both other factors have been addressed, the University can consider implementing further automated systems within the recruitment process. Although not a priority, during a challenging recruitment period, managers would benefit from AI technology, and a chatbot, to screen and shortlist candidates. With an increasing surge of vacancies, managers are finding it difficult to manage their day-to-day work and recruitment duties (Thomas, 2022). Implementing a chatbot would require a substantial monetary investment for the technology itself as well as the recruitment of certain staff to apply and manage it. Chatbot.com (2022) offer their services to businesses for £424 per month. At least two IT specialists would also be required on a Grade 6 salary, which equates to roughly £32,000 per annum. Managers would also need considerable training and time to understand the system and be able to navigate it when required. Further to the benefits previously mentioned in the report, the implementation of AI will decrease the amount of manual work during the selection process and allow time for managers to focus on the promising candidates (Guchait et al., 2014).
Further details on how to implement these recommendations will be outlined in a coming report.
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