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

UWTSD – University of Wales Trinity Saint David

SWOT – Strength, Weakness, Opportunity, Threat

ELDEST PIG – Economic, Legal, Demographic, Ethical, Social, Technological, Political, International and Green 

WFH – Working from home

AI – Artificial Intelligence
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This report looks into the external factors affecting UWTSD using the PESTLE analytic tool including an introduction which includes a critical examination of the PESTLE tool. The main content of the report critically analyses the impact of 3 main PESTLE factors on UWTSD’s organisational and HR strategy. It focuses on the impact of Technological, Social and Economical. 
The Technological factor specifically  discusses the developments within technology and the potential implications of AI on the organisation now and in the future.
The Social factor looks at the move towards a more hybrid way of working following the Covid-10 pandemic and the expectations of this from employees now and the implication on the University if they don’t continue to offer this flexibility for employees.
The Economical factor looks at the cost-of-living crisis and the effects on the students at the university. It discusses ideas and recommendations for helping students with this crisis while still protecting the university financially.
Following the analysis of these factors on the university the report incorporates and outlines these implications and potential recommendations to the university for the future corporate and HR strategy.
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University of Wales Trinity Saint David is based over 3 campuses in South Wales – Carmarthen, Swansea and Lampeter and has 2 further campus in Birmingham and London. UWTSD employs around 1300 - 1400 core staff and roughly 21,000 – 22,000 students, a quarter of these roughly part time. 
The organisation relies heavily on how they are attractive to students as recruiting students form the main part of the income for the university. As UWTSD is a public sector there needs to consideration to both external and internal factors that could influence the future of the organisation. 
The aim of this report is to critically analyse and outline 3 different PESTLE factors currently influencing the university and look at the impact this is having and what measures can be put in place from an Organisational and HR strategic perspective.
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PESTLE is a mental mapping tool used as a means of thinking systematically about a business environment (Perkins and Taylor, 2021).  Most organisations will not have problems in analysing their task environment, however the general environment is more complex. PEST was used during 80’s but by the mid 1990’s PESTLE was used. (Kew and Stredwick, 2010). PEST stood for Political, Economic, Social, Technological. The two additional categories added to make PESTLE were: Legal and Environmental. “Environmental referred to protection of the environment and the growing importance of green issues” (Perkins and Taylor 2021).  

PESTLE has been described as useful to support with strategic decision-making and gaining competitive advantage. It is also useful at achieving positive alignment with external factors and avoiding errors that could compromise effective performance (Heery & Noon, 2017; Ross, 2008). CIPD (2021) more recently recognised STEEPLE as a more up to date version of PESTLE which incorporates a third E which stands for Ethical. (Perkins and Taylor, 2021). A further acronym is discussed - ELDEST PIG which incorporates ‘Demographic’ and ’International’ (Perkins & Taylor 2021).  

Although useful, PESTLE is a basic analysis tool and is criticised for lack of appreciation of context, inter-dependencies between factors, innovation, rationality and forward planning activities such as scenario planning (Burt et al., 2014). A more in-depth analysis needs to be considered and it can be suggested that PESTLE is best used alongside other tools, for example SWOT. It can be used as a technique to compliment PEST to provide a full picture from both the inside and the outside (Analoui & Karami, 2003; Halaychik, 2016; Smith & Raspin, 2008). SWOT stands for Strengths, Weaknesses, Opportunities and Threats and can be used in an organisation as a toll when understanding external factors. (CIPD 2021)

A useful tool that can be used alongside PESTLE is Network Analysis, which focuses on other organisations that an organisation interacts with regularly. It includes Competitors, major customers, regulatory bodies, Suppliers, Trade unions and Partner organisations (Perkins and Taylor 2021). 
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The impact of technology on universities has made a fundamental impact for teaching and the way we structure lectures (Cox. 2021). Due to the Covid-19 pandemic and government restrictions that were put in place, it meant that the organisation had to rely on technology in order to try and continue to function as a university. The true extent of the impact on universities is not going to be straightforward, Covid-19 has brought a complexity to our world and has had an impact on technology in the way we work (Balasundaram, 2020).
Technology has made education more accessible on a global scale (Shahid 2022 477 – 482).  Technology like Microsoft Teams has and is still used to conduct meetings, interviews and lectures in the university and a recruitment platform WebRecruit was introduced at the beginning of 2021 as a way to streamline the recruitment process to make it more efficient for both the candidates and the HR team, especially those working remotely. 
However, as technology continues to develop is the university equipped and prepared as an organisation to deal with how technology continues to change? If the university continues to use self-service technology for recruitment, this could impact the HR team. As this may, at least in part eliminate the need for human interaction in the recruitment process. There has been research into using AI as part of the hiring system and there are some benefits to automated Hiring Systems (AHS) for example it can offer automation by using algorithms to identify talent and use chatbots to respond to unsuccessful candidates (Richard et al 2021). This can save both time and cost as well as potentially offering a better candidate experience. It is however described as high risk and is suggested that it should be used as semi-automated part of the process and that humans still should make the important decisions, for example in relation to accommodating a disability during an interview process (Buyl et al. 2022).
A survey was launched to give a view on what the use of Artificial Intelligence will have on  higher education and if it reduces the demand for human labour (Pells, 2019). One of the findings found that 94 per cent of university leaders believed that AI will increase the demand from employers for university graduates” (Pells, 2019). It’s worth considering the use of AI throughout the university within all areas of the business including lectures, administration roles and admission. In the article it mentions that administrative roles like IT, student services and admissions are expected to see the biggest changes in regards to AI. Although the results from the survey would suggest that this is not an immediate concern (Pells, 2019). Consideration still needs to be given to how technology is developing and the implications of the future of technology could mean to the university. For HR in particular the development in technology could mean that they can move away from administrative tasks and focus on value adding interventions (Perkins and Taylor 2021).

AI chatbots are already being used in other fields, however are still limited in education. University of Warwick are developing chatbot prototypes to be used in the education sector, with a simulation game, educational application and a helpdesk in the university. They are also trying to gain awareness to the chatbot providers about educational needs (Yang and Evans 2019). One of Cardiff Metropolitan University’s key objectives, for example, in their Strategic Plan is around the development of a School of Technology which was launched in 2018 providing programmes and research on technology and developments in robotics engineering (Cardiff met, 2022). If other universities are investing in the development of technology, then, in order to remain competitive and attract and retain staff UWTSD needs to ensure they keep up to date with how technology develops and consider what they’re offering. 
Advances in technology could change the way in which lectures are taught in the future. Lau et al.(2020) mentions the move to online learning as the default platform for students and whether it now creates ubiquitous online delivery (Lau et al. 2020) Considering this, thought needs to be put into the current way of working within the university and in order to keep up to date with the changes in technology it may be beneficial to incorporate AI to work alongside the current systems and compliment them. The job market is competitive, and the skills needed for roles are changing so as recruiting continues to be difficult we should include technology in this (Deloitte, 2019). The university should be ahead of the changes in technology and be looking at different ways of delivering our teaching. One of UWTSD’s values is to promote employability and creativity through the programmes to give learners the best opportunities (UWTSD, 2022). Considering this if we look at the development of AI from a learners perspective we should consider offering courses on AI to our students as this looks to be an important aspect of many future workforces. Thought needs to go into the university potentially employing people with the knowledge, potentially lecturers themselves to educate the robots. The university should consider investing money in technological developments to keep up with moving trends, maybe not in robots particularly just yet but potentially in the future.
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Telecommuting was the original term used to describe working from home, and has been popular since the 1970’s due to the oil crisis and the concern of affordability of employees commuting (Powers, 2021). As technology improved this allowed for more companies to introduce the facility to work from home. However, companies and especially universities worldwide have been slow to adopt working from home (Mwando, Issa and Kangotue 2020). It wasn’t until the Covid-19 pandemic when there was an increased need for employees to be able to work from home that it became more common (Powers, 2021). Flexible working patterns, especially working from home was forced to be introduced to many companies (Diab-Bahman and Abrar Al-Enzi, 2020).
The university is split up into different types of employees, academic staff and support staff. A vast majority of support staff currently operates a hybrid working approach. Lecturers, however, work mainly on campus, one of the reasons for this is so that we deliver a better on campus experience for students at the university. Students are the main source of income for the university so ensuring their needs are meet is important to the success of the university. According to the Vice Chancellor, Professor Medwyn Hughes during a briefing “The aim for the next academic year is to bring everyone back on campus” (Hughes 2022). Consideration needs to be given to the potential negative impact of this concept to staff. From September 2019 to August 2020 57 employees left the organisation, 73 the following year and 124 the last academic year, clearly showing an increase in leavers. The reason for employees leaving isn’t clear, however some may be due to the requirement to be based back on campus when other organisations are continuing to offer hybrid working.
A poll in the media demonstrated that 74% of CFO’s to save cost were looking to move some employees to work from home on a permanent basis (Lavelle 2020). Figures from Flex jobs show that the amount of people working from home over 5 years to 2020 has increased by 44% (Diab-Bahman and Abrar Al-Enzi, 2020). By 2021, 79% of companies were offering some form of flexible working approach (Lockwood & Nath, 2021; Mangla, 2021). If this number continues to grow the university needs to consider how attractive they will be to current and potential employees if they don’t offer as much flexibility as other organisations. The university could be at risk of losing good employees as well as struggling to recruit good staff. 
Feedback is varied about the benefits and limitations to working from home. Some claim that working from home is good towards the work-life balance (Wheatley, 2012a; Wheatley, 2012b). Work-life balance can be seen as privilege and can be thought of as a manager demonstrating trust to an employee and be seen as a positive impact (Shakar and Bhatnagar, 2010). UWTSD strategic plan mentions that in order for the strategic priorities to be met the staff are a key resource. It discusses how the university is committed to providing an inclusive environment, to support and encourage individuals to reach their potential (UWTSD 2022). If the university decides not to let staff work from home this could demotivate and could be seen as not supporting and encouraging staff. 
If employees continue to work in a hybrid capacity the university could introduce shared working spaces like as a cost saving benefit, being mindful of the student experience however and the need for face-to-face lectures, so lecture rooms would still need to be available. With cost savings like this it’s unclear why working from home wasn’t as popular before the Covid-19 Pandemic (Taylor & Perkins 2021) and some HR professionals have described the move to working from home as a positive outcome from the Covid-19 pandemic (Diab-Bahman & Al-Enzi 2020). 
Although there are many positives to working from home it’s worth noting the limitations. Even before the Covid -19 working from home was used within organisations and studies have shown the some dangers of this, including social isolation.(Mulki &Jaramillo 2011). Working from home can have a negative impact on employees’ emotional well- being (Diab-Bahman and Al-Enzi 2020). Covid-19 has highlighted potential problems with working from home as it can contribute to loneliness and isolation (Fuller & Hirsh 2019; Mulli & Jaramillo 2011). Managers need to be aware of pressures in work and how to help find a work-life balance, managers should ensure when working from home that social interaction is still encouraged (De KlerkJoubert & Mosca2021). During Covid when there was a need for employees to work from home the boundaries became blurred between peoples work and home life (Soga et al, 2022). 
A survey in the Netherlands showed that 51% of teachers experienced difficulty working from home and only 29% of them liked online teaching. A high percentage of students also found studying online difficult with 69% not feeling motivated to study online (Puffelen et al 2022). A separate mental health survey amongst higher education students also showed how this had an impact on students well-being, as 51% of students felt anxious, and found students felt significant levels of stress. Although this is a study outside the UK the concept can be related to UK based employees and students.
Trinity College in Dublin has a webpage for staff on wellbeing (Drew & Marshall 2021), the university should considering doing more like this and offer mental health training to managers, including how to spot mental health concerns with employees and students. Microsoft has a webpage that offers advice on how to focus when working from home (Microsoft 2022). The university should ensure we keep up with other organisations and offer a similar support service. In general, staff have already shown that they can be trusted to work from home through the pandemic, so why not allow it now if their role doesn’t  require them to be on campus on a full time basis. As long as managers ensure they communicate and support their employees while working remotely. Getting the right balance to suit the university and the employees seems to be key.
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The rising of cost of living has been an issue since the beginning of 2021, with inflation at its highest in July 2022 since 1982(Harari et al, 2022).There are many reasons for the increase in inflation, such as the impact of Covid-19 on the economy (Ruth & Pybus, 2022), the rise in Energy prices (Dunn 2022), the Russia - Ukraine war and climate change (African Business 2022)  which have all contributed to the crisis with the cost of living.

According to figures from the Office of National Statistics in May 2022, 77% of the UK population reported that they felt worried (Romei 2022). In January 2022 4.7 million adults experience food insecurities, this is equivalent to 8.8% of the population, compared to 3.9million adults in July 2021 (Stanton, 2022), demonstrating that the problem is increasing. 
Student numbers are critical to the organisation’s success therefore the university needs to consider how this crisis will impact the students in order to remain competitive and to ensure they retain income, without this the university is at risk of losing students. The government provide loans and grants/ bursaries to students, this is offered to students to help with costs like accommodation, food and transport etc, and additional support available depending on their circumstances (House of Commons, 2022). In Wales, the government is spending more than £1.6 billion to help students with the rise in the cost of living (Gruet & Leonard,2022) The Department of Education has increased its maintenance loans every year and universities can use the £261 million hardship loans available to them to help students struggling with finances (Independent 2022). However, the latest forecast for Consumer Price Index Inflation in July 2022 was 8.1% while the maintenance loan amounts for the academic year 2022/23 only increased by 2.3% (Harari et al (2022). In real terms, a maintenance loan for an average student will be £485 a month, research recently by the National Student Money Survey found that the average students living costs are £924 a month. That’s £439 short on what the maintenance loan is providing (Murray 2022). The government doesn’t seem to be providing enough support during this time which impacts on the students wellbeing and the potential for more students to drop out of university, with benefits failing to increase in line with the inflation rate (Ruth & Pybus, 2022.)  The government was urged to do more to tackle the issues with the cost of living (Wilson, 2022).
History has shown us that higher education has grown in recent years, the number of students between 1992 and 2019 increased from 984,000 to 2.34 million. (Taylor & Perkins 2022). This rapid increase suggests that even when prices are increasing that universities can still grow (Taylor & Perkins 2022). However, there is also evidence to suggest that during previous economic downturns universities have received government cuts (Cox 2021). With this considered UWTSD need to make sure that they are attracting students. To be competitive universities may need to differentiate themselves from each other (Cox 2021). 

UWTSD are aware of the cost-of-living issues and are already looking into how they can help, for example, they have increased their bursary pot from £1.05 million last year to £1.7million this year. (Dart, 2022). There is a ‘Cost of living’ webpage that offers advice and support to the students and internal emails offering advice. This kind of support is common in most universities at the moment, where a student advice service is available to offer support on finance, housing and what benefits they may be entitled to (House of Commons, 2022). - link to the strategy here ?

UWTSD need to consider what they can do to ensure students want to come to the university over other universities. Swansea university, one of their main competitors, locally is offering free breakfasts for example (Gruet & Leonard, 2022).  UWTSD not only need to consider their competition in the UK but also worldwide as students coming from abroad tend to pay higher fees than those in the UK (Cox 2021). Therefore, they need to ensure they attract overseas students. UWTSD currently offer a relocation fee to their staff who relocate for their role of £2000, could they consider this for students as well. A lot of students are having to work part time alongside their studying in order to afford to eat and pay the bills (Tidman, 2022). Will this deter students from going to university? 62% of students in 2022 had a part time job (Murray, 2022), while some are choosing to live at home while studying (Gruet & Leonard, 2022). However, due to visa restrictions International students are only able to work 20 hours a week (Tidman, 2022). Will this also deter international students from coming to the UK to study?
For the university to continue to be a successful the university needs to ensure that students keep coming to the university. If the number of students drop then this has a massive impact on the university, there would be less need for lecturers and less support staff, not to mention the impact on the university financially. 
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This PESTLE analysis has allowed for new thoughts and ideas towards future corporate and HR strategy at UWTSD. No one can predict the future, or the full extent that external factors can have on an organisation, however it’s important to plan for the unexpected and be cautious.
When reviewing external and internal factors affecting the university the cost-of-living implications to the students should be considered of high importance and urgency as this issue is occurring now. UWTSD should consider cutting costs for students where possible. Talk to the students to find out where their money is going and how the university can help. The university should consider offering free breakfasts, as Swansea university are offering (Gruet, S. & Leonard, J. 2022). The true cost of this would be hard to measure, however according the Braces website the cost of 50 Croissants would be £35.99, equivalent to 0.72 each. 1100 tea bags are £18.99 (Braces 2022) Assuming a third of full time students, roughly 5000 over all campuses took up the option of a free breakfast this would cost 100 boxes (50 x 100) x £35.99 = £3599 and 4 bags of teabags (1100 x 4) x £18.99 = £75.96 the university £3599 a day = £3674.96. More research into these costs, including other options will be available in a separate report. The Queen Mary University have a campus pantry started in April 2020 where numbers are dramatically increasing, nearly double from when it started (Gruet, S. & Leonard, J. 2022). This demonstrates how this could be a popular and helpful option to students struggling to buy food.
Subsidised bus fare would be helpful to students. An annual bus pass in Swansea is £360 (PlusBus 2022). If the university offered to pay half price so £180 per student. There are roughly 5000 students in Swansea (Dart, 2022), assuming half of them use public transport. 2500 students x £180 = £450,000 per annum. More research into these costs and the breakdown of students who use private transport is outlined in a separate report.
Social expectations of remote working are still clear in external environments,  to remain competitive and not run the risk of struggling to recruit and retain good staff, the university needs to be very cautious before enforcing an all back on campus approach for all staff. Staff turnover is already increasing, the fear would be that this would only grow as more companies are offering more flexibility to their staff. They could be seen as more attractive than UWTSD so if they do continue to offer hybrid working, they should offer well-being support as its clear that working from home can have an impact on a person’s mental health. It's also important not to generalise and to keep communicating with employees to find out exactly what they want as some may still prefer to work back on campus. The cost implications to this idea would be difficult to predict, however since the pandemic it is proven to be beneficial to business continuity and if managed effectively beneficia (Diab-Bahman & Al-Enzi 2020) The real cost associated with employees working from home are less tangible, however the university could offer shared office space to save on some costs on space, heating, and lighting especially as energy prices continue to increase.
Introducing more AI into the university would be beneficial but initially a costly outlay to the university, however it still needs to be considered and factored in for future strategic planning. Juniper Research for example found that chatbots by 2022 will save roughly £8 billion to companies worldwide (Winkler and Soellner, 2018). The university could start by employing a team of 2 AI specialists to review our systems and look at improvements. Likely these AI specialists would be employed at a Grade 6 salary scale this would cost the university £32,000 for each specialist. The university should consider initially offering a part time course for students on AI to see the uptake. Employing a part time lecturer in AI on a 0.5 FTE contract would cost the university £18,737. The AI specialists could then look at the cost implications and potential benefits of introducing Chatbots, as they can increase motivation in students learning (Winkler and Soellner, 2018) which would be beneficial to the University.

These would be initial recommendations, nevertheless it is critical that the university keeps reviewing external factors as things are always changing. In order to be competitive and successful, the university must change with the times and ensure that their strategy continues to adjusts to internal and external factors. 

It is also key that the HR strategy is in place within the organisation so that we can align it with the organisational strategy, otherwise how can we align a strategy if there isn’t one, this will lead to people working in different direction as they won’t know what they are aligned with.
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