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Section A

1.1 
A PESTLE analysis is a framework to analyse the key factors (Political, Economic, Sociological, Technological, Legal and Environmental) influencing and organisation from the outside (CIPD, 2020b). 
· Political – Brexit 
· Economic – Growth 
· Social – Flexible working /Wellbeing 
· Technology – Artificial Intelligence 
· Legal – Legislation 
· Environmental – Climate change, recycling standards. 
Pestle is used by the organisation to measure the opportunities and threats from the external environments according to Franham (2015 p.139), ‘an analysis of these helps senior managers not only understand the complexities and interrelationships to be taken into account in predicting future trends but also to be aware of the key factors affecting the success or otherwise of the organisations they manage’. A tool used in a range of business planning situations, which include strategic business planning, workforce planning, marketing planning, product development, organisation change and people strategies. BPN as an organisation benefit from using Pestle as a tool of analysis to examine the saturated Pet food market when brainstorming new product ideas to ensure differentiation from the competitors is maintained and the growth plans are followed. 
There are many advantages and disadvantages of doing a Pestle analysis for an organisation as seen in Table1. 
	PESTLE Advantages:
	PESTLE Disadvantages: 

	· advantages of using a pestle analysis are it will facilitate an understanding of wider business environment using this as a way of analysis will also give the business an advantage to anticipate future business threats and take action to minimise and avoid their impact.
· Encourages the development of external strategic thinking allowing the business to be ahead of competition in some cases 
	· is that the pace of changes in business at this time with Covid-19 makes it increasingly difficult to use a pestle analysis to measure the affect it would have on the business.
· For a pestle to be effective this must be done on a regular basis for many companies including Burns is task is not viable giving the time management on other tasks taking priority.


Table 1 – PESTLE Advantages and Disadvantages. 
A SWOT analysis is a planning tool which seeks to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or organisation. It is a framework for matching an organisation’s goals, programmes and capacities to the environment in which it operates (CIPD, 2020a).
SWOT analysis can support BPN (Burns Pet Nutrition Ltd) to identify the internal and external factors that are either supportive or unfavourable to ensure that the business reaches the objective set out. SWOT can support BPN through current times when making decisions to continue driving the business forward an example of this would be identifying the threats Covid-19 has had on the business. 

	SWOT Advantages
	SWOT Disadvantages

	· The advantages of using the Swot analysis tool as opposed to using Pestle it enables the business to target its strengths and enables senior manages to build further on the organisations opportunities to exploit them further.
· Encourages the development of strategic thinking. 
	· SWOT analysis can lack structure and therefor would see it as a downfall when business use this tool giving that it may miss some key elements. 
· Data used may be based on assumptions that prove to be unfounded. Leaving the organisation with unwanted data – wasted exercise. 



Table 2 – SWOT Advantages and Disadvantages. 

1.2 
‘Companies adopt new Priorities based on the goals of the company at that particular time. There are times when many companies adopt similar Priorities because of business issues that have a broad impact. For example, cybersecurity became a Priority for many companies due to rapidly increasing online threats’ Margolis (2020). 
The current changes in environment surrounding the Covid-19 pandemic has seen organisations take similar steps to priorities strategic measures to ensure the business remains competitive and survives through these circumstances. Form the People Management Article by Palmer (2020) she states that almost two in five organisations have no contingency plans in place to deal with the coronavirus outbreak. Having a contingency plan in place should be a strategic priority for businesses it enables them to adapt to unforeseen circumstances and analyse the risks the business is faced with it will allow the business to get back to normal operations as quickly as possible with minimal effect to employees and customers. Failing to have a contingency plan could lead in the business firefighting through changes made to keep up with market demands this was the case or Burns during the early stages of the coronavirus pandemic. Palmer (2020) ‘many contingency plans were often little more than confidence boosters for employees and were unlikely to be tested before now’. 
The changes in environment has seen a shift in home working becoming more and more popular according to Sweney and Makortoff of Barclays Bank (The Guardian, 2020) who believe that having over crowded offices is a thing of the past and home working will become a more popular demand from employees. Palmer (2020) states that HR should now be more flexible when it comes to home working, this is a strategy businesses should now be putting in place to ensure that when normal business commences they can deal with the high level of home working requests to allow flexible working to become the norm. This will lead onto the coaching and development of managers that needs to be prioritised in businesses as managers would not have been faced with these situations before as suggested by Palmer (2020) managers need to develop skills to allow them be more adaptive, agile and open minded in these changes. 
Having these strategic priorities in place will develop the business to become more agile in their working ways and allow it to be more resilient in the future when faced with the effects of faced paced environmental change. 


1.3 
‘Resilience is the capacity to withstand challenges through the cultivation of individual, team and organisational capacity. Resilience has become a common term for modern business, describing how HR professionals increasingly are faced with ensuring organisations maintain the quality of key employee outcomes - including well-being and performance’ CIPD (2017)
During the Covid-19 pandemic leaders and HR of BPN have been forced to lead through quick business changes effected by the legislations from the government. According Mckinsey (2020), what leaders need during a crisis is not a predefined response plan but behaviours and mindsets that will prevent them from overreacting to yesterday’s developments and help them look ahead. HR at BPN have been at the front of supporting senior management with crucial decisions that need to be made to ensure the companies resilience. Setting out clear understandings and setting out a clear response ensuring employees are communicated with and feel empowered to carry out their roles effectively if possible. Ensuring that BPN communicate all updated changes and government legislation effectively a direct email address to all managers has been created giving them daily updates on the current situation and how the business plans to move forward, this plat form allows managers to discuss and have a voice and that employees know the leaders of the company have pulled together to ensure BPN come out of the crisis strong and as competitive in the market. 
Working alongside senior management the HR department create if not already created a contingency plan the purpose of these plans is to minimise disruption, safeguard data and ensure the safety of everyone involved. There is a good chance that a business never has to make use of its contingency plans. It is still important to have one because no business can see into the future (Global, 2019). Business leaders and HR must work collaboratively to ensure all areas of information is covered and employees are involved with every update the business has for them, business must take the approach of pause-assess-anticipate-act cycle it supports business leaders to maintain clam and avoid overreacting to new information as it comes in (Mckinsey, 2020). 






Section B
2.1 (B)
When looking at social trends they cover a wide range of factors for businesses such as an ageing workforce, open talent economy and artificial intelligence but the focus for BPN for long term sustainability would be the focus on mental health wellbeing. 
According to statistics from the HSE (health and safety executive) in 2019 over 600,000 employees were confirmed to be suffering from mental illness in the workplace when broken down by the HSE the main factor causing mental illness with 41% is workload, with 128 million working days absent of work across the UK due to mental illness. BPN strive to improve these figures to ensure we keep employees happy motivated and in the workplace. There is a stigma around mental health according to Haddlad (2015) the stigma around mental health occurs when there is a lack of knowledge, negative attitude and people behaving in ways that disadvantage the stigmatised person. 
Over the last 12 months BPN has seen a decline in the amount of mental health absences the reason behind this is that the company has taken necessary steps to support all employees. Burns has seen the amount of absences caused by mental health drop by 20% (BPN, absences records, 2019) employee health and wellbeing is paramount to BPN this is what drives the positive culture and creates a good working environment. Sickness records from 2018 showed HR at BPN that the main cause for mental health absence was lack of management guidance and communication leaving employees feeling lost and vulnerable each day at work. In order for BPN to remain a sustainable business It was a must to ensure that all BPN leadership teams had the correct training to manage effectively in all scenarios and to also become mental health first aiders for the company, HR worked with each department to achieve both goals set out for management training which resulted in a positive decline in mental health cases for Burns. Burns HR continued to go a step further promoting mental health to erase the stigma surrounding it through becoming a time to pledge employer publicly showing that BPN support employees with mental health to over come it and be happy at work. Each department has a nominated employee champion giving employees a range of channels available to them when its needed. 
BPN is a great example of how supporting mental health at work can lead to long term sustainability for the business. Having happy and well employees increases productivity in each department gives employees a sense of purpose and belongings when their ideas are, and work is put to good use. It also creates a positive atmosphere and culture for the business which is attractive for employees leading to them staying in the business and wanting the business to remain as successful as it has been in previous years. Mental health and wellbeing for all organisation should be at the forefront mission statements to main sustainability in and continue reaching goals and targets through having a positive welcoming working culture.






2.2 (A)
‘The design of appropriate HR Strategies and solutions in contemporary organisations is directed towards the purposes of improving organisational performance, efficiency and effectiveness (Franham, 2015 p.72)
There are many competitive forces shaping HR’s agenda’s, HR should aim to anticipate these changes and devise appropriate change management strategies in order to support these strategies HR must align these with the activities and strategies already set out by the business and its stakeholders. These forces include labour market, supply and demand, employment law, skills shortages, technology, climate change and demographics. 
HR have had to become more agile in the way they working to keep up with environment changes this leads to the strategies and practices of the organisation to be more agile and able to respond quicker to changes in the environment to stay ahead of their competitors and to meet consumer expectations. The success of the changes put in place by HR are down to the communication and successful management of the changes, changes can cause conflict HR must play an essential role in creating a culture than embraces change. 
 Analysis tools that can be effectively used to identify the competitive strategies for HR when creating new strategies or developing existing ones is the Porters 5 Forces and PESTLE both of these tools will support in different ways Porters will examine where the power lies in a competitive situation and PESTLE will identify how various external factors such as tight labour markets will effect an organisations competitive position. 
The review of strategies at BPN is constant with the changes in the surrounding environments the approach has been taken to create and develop further strategies to improve BPN’s position in the current tight labour market. ‘In high demanding periods, the labour market is tight unemployment will be low and there will be many unfilled job vacancies’ CIPD (2019). BPN aim to attract talent and retain talented employees in an extremely competitive market the company continues to update their flexible working strategies to become an employer of choice in the area. ‘An employer of choice is an employer that offers a fantastic work culture and workplace environment that attracts and retains superior employees’ (Heathfield, 2019). Changes have been made to adapt to home working and the introduction of flexible working approaches giving employees the freedom which means that there is no set finish time giving that the contracted hours are met once Friday comes. Studies from Kappel (2017) show that showing employees a clear career path is what will successfully attract talented employees to BPN and encourage them to be long term employees. 
For BPN to better its competitiveness in a tight labour market and to strive to become an employer of choice attracting the best talent from the talent pool adapting policies that suit millennials must take place for example creating a learning and developing policy to continue enhancing the skills of current employees and giving new employees that opportunity for progression many millennials according to McNeely (2017) millennials will take a lateral move across the company if that meant happiness. 





2.3 (B)
Recent legislation has made an impact for BPN with HR working alongside other departments to ensure that everything is in place and changes are made to fall in line with recent changes. 
The main legislation changes of 2020 that have had an impact on BPN are the changes to agency workers rights, Burns engage with agency workers to catch up on customer demands moving forward Burns will be obliged to as stated by ACAS to present all agency workers with a written document that set out clearly their employment relationship and terms and conditions with their agency, Burns will also be obliged to pay agency workers equal pay to their counterparts after 12 weeks working on the same assignment. Working with the agency contacts and a legal team for documentation purposes is something BPN must consider ensuring that all legalities are met. 
In this recent time of the Covid 19 pandemic there have been many legislation set out by the UK Government and more recently by the Welsh Government that all business must adhere to. These legislations include, social distancing measures, home working where possible, only travel if it is essential etc. Burns and all other businesses must act to successfully respond to these legislations set out. Health and safety is paramount and responding to the legislation set out regarding social distancing is something that BPN has successfully done as suggested by the CIPD (2020) organisations must ask themselves ‘is it essential’, ‘is it safe’ and ‘is it mutually agreed’ Burns must identify if working from home is possible BPN should strive to improve their abilities enable employees to work from home and keep the business running the recent changes in attitude towards home working is something BPN should consider. Giving that Burns is seen as a key supplier supplying pet food to animals across the UK it is essential that the distribution and production departments continue running as normal, research from the HSE (2020) BPN must take the necessary steps to measure the risks that the employees could be faced with and how to tackle these risks using best practice this would involve setting out risk assessments, designated areas for each employee to go line with social distancing rules, hand washing facilities and PPE. BPN have responded to all of the legislation set out surrounding employee welfare and health and safety the improvement areas would be the working areas these should remain at a distance to avoid transmitting any other illnesses this has given the health and safety department a good insight on how things can improve to avoid sickness levels rising.  
As best practice and advised by legal advisors HR must not take it into their own hands when giving out medical advice. Angela O’Connor (CEO, The HR Lounge, 2020) also suggests that ‘HR should not be distracted in becoming medical experts and instead communicating with staff in ‘simple human terms’” Many employees will want to remain in work but as HR and as a company the decisions must be made quicker to furlough these employees to ensure their health is not affected. A challenging times for HR professionals and business with fast paced changes HR at BPN continue to work endlessly to ensure the health and safety of employees is paramount and BPN is continuously improving on their communications with all employees. 
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