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[bookmark: _Toc24629883]EXECUTIVE SUMMARY

Organisational management must analyse the external environment in which they work within. Organisations who undertake regular analysis can plan for change and maintain competitive advantage.
A widely used tool for analysing the external environment is PESTLE analysis. This analysis identifies the political, economic, social, technological, legal and environmental factors which impact organisations. 
In the last five years GDPR has impacted The Magstim Company significantly. Ensuring personal data is accurate and stored correctly within the organisation is imperative, A keynote for department managers is ensuring data is only kept for the correct retention period.
Technological advances are one of the most visible external factors effecting organisations. Organisations which keep abreast of technological change are likely to have a distinctive advantage over their competitors (Farnham, 2015). To manage these changes and make the most of technology and AI, employers must consider the people perspective and their abilities to interact with technology and HR professionals must take the role in this (CIPD, 2019a). HR professionals must focus on a social approach to learning, especially through participation in everyday practical activities (Lave & Wenger, 1991) (Mumford & Gold, 2004).
It is imperative for employers to adopt mental health initiatives which make the workplace a safe and more welcoming place to work (Kelsey, 2017). With Managers admitting that discussing mental health is a barrier in conversations with members of staff an objective for the Magstim HR department for 2020 is to train all Managers and Supervisors.
Recommendations 
1. Managers and supervisors to attend ACAS Mental Health in the Workplace: Skills for Managers course (ACAS, 2019).
2. The ICO penalty enforcements must be at the forefront of Senior Management Strategic thinking both legally and financially. The penalties faced by organisations such as British Airways’ who were fined £183.39m for data infringements (ICO, 2019a).
3. Continuations of Cyber Essentials Accreditation by the IT department
4. Manage technological change by ensure training is undertaken by employees who are impacted.

Action Plan
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[bookmark: _Toc24629884]Managerial and Business Environment
An organisation can be identified as being either private, public sector or third sector (Etzioni, 1975) (Farnham, 2015). In order to ensure an organisations sustainability, survival and reputation, management must consider corporate governance and the contribution its stakeholders are persuaded to share (Monks & Minow, 2008). 
Management within organisations who are responsible for critical functions, however, management can also be seen as a complex process responsible for planning, allocating, motivating, co-ordinating and controlling employees work (Harbison & Myers, 1959) (Hales, 2001) (Farnham, 2015) (Daft, 2008). 
The organisational change agenda can be seen as implicit justification for a specific change programme within an organisation, an alternative view is that change must be continually addressed if organisations wish to remain competitive (Grey, 2009) (Grint, 1997). In order to maintain competitive advantage, private sector organisations must change. This change can be so small and frequent that it can also be continual (Linder & Cantrell, 2001). The Magstim Company (Magstim) is private sector organisation within the medical device industry. Magstim has been in existence since 1990 and in 2016 was acquired by a private equity investment firm, THP (The Magstim Company, 2017). A feature of private sector businesses is market driven and market led. In order to survive, private sector organisations must produce and sell their products into the market to satisfy customer demand (Farnham & Horton, 1996). 
[bookmark: _Toc24629885]Organisational Strategies
[bookmark: _Toc24629886]Developing organisational strategy
It has been identified that there are three elements of strategy: Goals or objectives, Policies and Programmes (Quinn, 1980). Strategy formulation must encompass the needs of organisational stakeholders, whilst adapting to changes within the external environment in order to gain competitive advantage (Hax & Majluf, 1996). 
[bookmark: _Toc24629887]Internal and External environmental factors
It is imperative that organisational and HR leaders scan to the environment in which they work within, in order to address and adapt their HR and business strategies (Torrington, et al., 2008) (Farnham, 2015). Organisations which consider their external environment are able to plan for change and plan for the future, thus increasing their competitive advantage (Ulrich & Lake, 1990) (Kew & Stredwick, 2016). The Magstim HR department must respond to several external factors or contexts and an understanding of this allows management to respond appropriately. 
The CIPD HR outlook winter 2016-2017 report found five leading challenges which organisations face:
· Cost management
· Increasing flexibility of organisations
· Talent management
· Productivity 
· Increasing customer focus (CIPD, 2017).
A widely used tool for analysing the external environment is PESTLE analysis. This tool analyses the political, economic, social, technological, legal and environmental factors influencing an organisation (Farnham, 2015). 
[bookmark: _Toc24629888]External Political Factors affecting Magstim
From 25th May 2018, the Data Protection Act was replaced with the General Data Protection Regulation (GDPR). This framework focused on data held by organisations on EU citizens, and the employer obligations surrounding access to this data (CIPD, 2018).
GDPR concerns the processing of personal data of employees and customers. Personal data refers to whether a person can be identified directly or indirectly (ICO, 2019). 
Data must be processed clearly (and consent must be given), collected and used for a specific purpose while maintaining that data in an accurate, secure manner until the purpose of holding this information has expired. It must then be permanently deleted (Forbes, 2018). 
The HR department within The Magstim Company conducted an audit of what personal data is stored within every department of the organisation. The HR department holds personal data of its 98 employees including sickness absence and performance appraisals within personnel files (The Magstim Company, 2018). As part of the organisations biometric clocking in system, extra precautions are in place to ensure employees biometric data is protected. The IT department in 2018 was awarded Cyber Essentials Accreditation, ensuring all possible procedures are in place to protect personal data (The Magstim Company, 2019c). 
If organisations do not secure data adequately in line with the General Data Protection Regulation, there are substantial penalties which the ICO can impose. The maximum fines are just under £17.5million or 4% of global annual turnover, whichever is greater (ICO, 2019). In order to ensure compliance, organisations have to implement safeguards to ensure data is stored securely to maintain customer trust (Garber, 2018). 
The safeguarding of personal date is important to all customer facing departments of The Magstim Company. Document retention policies are in place for all departments to abide by. The HR Department also adheres to regulations regarding the retention of medical records. Occupational health reports and health surveillance records are kept within personnel files. Once employees leave the organisation and the retention period has passed each file is checked for medical records and copies are stored separately for forty years (CIPD, 2019). 

[bookmark: _Toc24629889]External Social Factors affecting Magstim
The World Health Organisation estimates that 300 million people worldwide experience depression or a mental health problem (The Lancet, 2017)
According the (HSE, 2019) one in four people will have a mental health problem at some point. Whether an aspect of work is the issue or not, employers are legally responsible to help their employees. In a recent mental health review it was discovered that only 11% of employees discussed a recent mental health problem with their line managers (Farmer & Stevenson, 2017).
Mental health, or specifically depression, is an issue close to the hearts of all employees of The Magstim Company. For the last 30 years Magstim have designed and manufactured Transcranial Magnetic Stimulators from its head office in West Wales. Mental health issues, such as depression and anxiety, significantly impact on employee well-being and are a major cause of long-term absence from work (CIPD, 2019a). The Deloitte 2018 Global Human Capital Trends report identified that the issue of a highly stressed workforce and that the relentlessness pace of businesses and 24/7 working styles significantly impacts on workers, with 40% of workers who were questioned admitted that working in highly stressful organisations significantly affects their productivity and health (Deloitte, 2018).
The (CIPD, 2019b) discusses the direct impact line managers have on an employee’s well-being. Understandably line managers themselves are under pressure but in order to create a happy workforce, line managers should consider steps which will support employees in the long run:
1. Lead by example to promote healthy working habits
2. Assess management style
With several employees divulging their mental health struggles to line managers and to the HR department within The Magstim Company since January 2019 (The Magstim Company, 2019b), a plan is implemented and agreed by all parties, to adapt their working patterns. When necessary, the core hours are not enforced to employees who are struggling with their mental health and a more friendly approach is undertaken (The Magstim Company , 2016). This approach has seen an increase of 20% in attendance (The Magstim Company, 2019b). 
Many managers within organisations have found discussing mental health issues more uncomfortable than discussing employees’ physical health (Paton, 2016). 

[bookmark: _Toc24629890]External Technological Factors affecting Magstim 
It was noted by (Morris, et al., 2005) that new business technologies had become so invasive that that their adoption has become part of the norm. Magstim has adopted a vehicle recognition carpark system and a biometric clocking in system (The Magstim Company, 2018).
Technological developments have also had an impact on visitors to The Magstim Company. Upon walking into the reception area, they are greeted by the AI receptionist. Artificial intelligence can be defined as computers engaging in human like thought processes (CIPD, 2019). These developments have impacted the first communication visitors have with organisations (Soete, 2001). The successful implementation of technology within an organisation depends heavily on the behaviour, readiness to accept and adaptation of the end user (Rubela, et al., 2017). Research found that employees performed four different technology adaptation behaviours – exploration to innovate, exploitation and avoidance – based on whether employees appraised a new technology as an opportunity or a threat, and whether they perceived they had control over the technology  (Bala & Venkatesh, 2016).
Following the acquisition of Magstim’ European sister company Technomed in 2016 and the opening of its US office in Minnesota, technology, specifically the online communication tool skype, have influenced the way the company operates (The Magstim Company, 2017). Meetings can be held involving all members of the organisation whilst reducing international travel.

[bookmark: _Toc24629891]Analysis of evaluation tools
Although a PESTLE analysis tool is beneficial to organisations, as it allows for strategic thinking and exploration of potential business opportunities, it does have its disadvantages. These disadvantages can include the need for analysis to be undertaken on a regular basis and assumptions made on data which may prove to be unfounded (CIPD, 2018a) . 
Whereas a PESTLE analysis focuses on the external business environment, a SWOT analysis takes an internal approach which identifies the strengths, weaknesses, opportunities and threats (Armstrong, 2012). 
As with the PESTLE analysis framework, a SWOT analysis also has advantages and disadvantages to organisations. The advantages are that it is a simple framework identifying the strengths, weaknesses, opportunities and threats within an organisation and encourages management to develop strategic thinking. The disadvantages are that it is reliant on accurate internal data which can be time consuming to obtain. If too much data is compiled it can become difficult in interpret (CIPD, 2018b). 
Whereas, PESTLE  analysis focuses on the on the external environment and SWOT analysis looks at the internal environment Michael Porters five forces model identifies the competitive structure and rivalry within an industry (Kew & Stredwick, 2016). This model focuses on five major forces:
1. The threat of entry
2. The power of buyers
3. The power of suppliers
4. The power of substitutes 
5. The intensity of rivalry amongst existing companies (Porter, 1980). 
[bookmark: _Toc24629892]The Best Fit approach
The best fit approach links HR strategy and an organisations competitive advantage. This approach allows businesses to identify the HR strategy which best fits the product market, labour market, structure and strategy (Farnham, 2015). 
According to (Gratton & Truss, 2003) there are three dimensions to the best fit approach; vertical, horizontal and implementation. The Magstim Company operates within the best fit approach as the HR strategy is developed from the organisation’s strategy and overall structure.
[bookmark: _Toc24629893]Competitive environment 
The UK economy has significantly changed over the years following the 2008 recession, however in the August 2019 GDP report, the UK economy grew by 0.3% in the three months to August, reducing fears the economy would return to a recession (BBC, 2019). 
According the (ONS, 2019) from June to August 2019 the UK employment rate was 75.9% with the unemployment rate reducing to 3.9% from the previous year. In a recent survey the ONS believed that approximately 1.5 million jobs in England face a higher risk of becoming automated in the future. Women, young people, and part time workers are most likely to work in roles that potentially could become automated (ONS, 2019b). 
[bookmark: _Toc24629894]Globalisation and international forces affecting organisations
Globalisation involves cross border trade and internationalisation of finance and production (Cerney, 1995). Several factors influence globalisation: role of ICT, the changing role of the State and new ideas. Although globalisation allows cross border trade, government and government bodies influence its entry into market economies and business sectors (Farnham, 2015). 
Critiques of globalisation argue that increases in global economies have arisen from new technologies and not the spread of cross border trade networks (Gray, 2009). 
Multinational Corporations (MNCs) operate on a transnational basis across regions and continents (Farnham, 2015). The Magstim Company is an MNC with its headquarters based in West Wales with a second office in the USA. 
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[bookmark: _Hlk24620702]It is imperative for employers to adopt mental health initiatives which make the workplace a safe and more welcoming place to work (Kelsey, 2017). With Managers admitting that discussing mental health is a barrier in conversations with members of staff an objective for the Magstim HR department for 2020 is to train all Managers and Supervisors. 
Technological advances are one of the most visible external factors effecting organisations. Organisations which keep abreast of technological change are likely to have a distinctive advantage over their competitors (Farnham, 2015). To manage these changes and make the most of technology and AI, employers must consider the people perspective and their abilities to interact with technology and HR professionals must take the role in this (CIPD, 2019a). HR professionals must focus on a social approach to learning, especially through participation in everyday practical activities (Lave & Wenger, 1991) (Mumford & Gold, 2004).
In the last five years GDPR has impacted The Magstim Company significantly. Ensuring personal data is accurate and stored correctly within the organisation is imperative, A keynote for department managers is ensuring data is only kept for the correct retention period.
[bookmark: _Toc24629896]Recommendations 
1. Managers and supervisors to attend ACAS Mental Health in the Workplace: Skills for Managers course (ACAS, 2019).
2. The ICO penalty enforcements must be at the forefront of Senior Management Strategic thinking both legally and financially. The penalties faced by organisations such as British Airways’ who were fined £183.39m for data infringements (ICO, 2019a).
3. Continuations of Cyber Essentials Accreditation by the IT department
4. Manage technological change by ensure training is undertaken by employees who are impacted.
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Item Resource required Duration Cost

ACAS Mental Health in the Workplace: Skills 

for Managers course 

All Managers/Supervisors One day £255 per candidate

Cyber Essentials Accreditation renewal

Both Members of the IT 

department

Annually£360 annual charge


