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[bookmark: _Toc32658847]Executive Summary
The following report focuses on a critique of the PESTLE tool, A PESTLE analysis is a framework to analyse the key factors (Political, Economic, Sociological, Technological, Legal and Environmental) influencing an organisation from the outside. Critiquing the effectiveness of using this and narrowing the analysis to focus on the impact of three factors of the PESTLE tool; Political, Social & Technological. 
TUI group are a leading international leisure travel group which has over 200 different tourism brands around the world. For the intention of this report, the analysis focuses on TUI UK & Ireland to narrow the scope of interest. This report has identified the impacts of Artificial Intelligence (AI), The impending UK exit from Europe or ‘Brexit’ as a strong political factor driving change in TUI and the travel industry as a whole. With discussion over the future of TUI strategies with the changing landscape of employees in today’s VUCA environment.
Recommendations on effective strategic planning and how to gain advantage using technology have been made based upon the analysis of current operations within TUI UK&I


[bookmark: _Toc32658848]1.0 Introduction
The following report focuses on a PESTLE analysis, of TUI, analysis the impact of three factors of the PESTLE tool; Political, Social & Technological, all of which contribute to TUI organisation’s corporate and HR strategic direction. As the largest travel group employing over 50,000 individuals worldwide in todays’ VUCA world, it is crucial conduct an effective environmental analysis. For the intention of this report, the analysis focuses on TUI UK & Ireland to narrow the scope of interest.
[bookmark: _Toc32658849]2.0 TUI
TUI group are a leading international leisure travel group which has over 200 different tourism brands around the world (TUI Ag, 2018). With the merger of TUI Group, HR also has a role to play in bringing the organisation into one cohesive group. TUI used to have a decentralised structure, Now it is moving towards becoming a single international corporation with the same HR strategy in place (Newcombe, 2014, p. 18). TUI’s strategic goal is to create superior shareholder value by being a global leading leisure travel group providing customers with a wide choice of differentiated and flexible travel experiences. TUI have five strategic priorities for sustainable development are Embedding, Climate Change, Destinations, Our People and Our Customers” (TUI Travel Plc, 2008). 
[bookmark: _Toc32658850]3.0 PESTLE Analysis
A PESTLE analysis is a framework to analyse the key factors (Political, Economic, Sociological, Technological, Legal and Environmental) influencing an organisation from the outside (CIPD, 2018). As factors change over time and need constant attentiveness and assessing.  (Moal, 2016) argues since external factors are based on assumption they can act as a barrier to the transparency of PESTLE analysis and make it vulnerable to discrepancies.  
[bookmark: _Toc32658851]3.1 Advantages
The PESTLE analysis over covers the remote environment and the results need to be considered with other factors in the organisation itself. 
· It helps you to spot business or personal opportunities, and it gives you advanced warning of significant threats.
· It highlights the direction of change within your business environment and anticipate future difficulties allowing action to be taken early and minimise the effects.
· Conducting a PESTLE analysis is a cheap, effective tool for HR to help work with change, rather than against it.
[bookmark: _Toc32658852]3.2 Disadvantages 
While there are the benefits of using a PESTLE, like everything it has limitations which in some opinions can outweigh the benefits (Davis, 2019; CMI, 2014). Some issues users face is;	
· The pace of change makes it increasingly difficult to anticipate developments that may affect an organisation in the future.
· The data used may be based on assumptions that subsequently prove to be unfounded. 
· Factors change too quickly to get a clear long- term view of the impacts.
· Provides an outsider’s perspective about the business, leading to ignoring the internal factors and competition.
Overall a PESTLE analysis is not suitable for all businesses; dependent on the industry or nature of the business they use different tools depending on their target market and environment. In terms of using the tool for strategic management and planning it requires the information from the analysis to be thorough. Though used correctly the tool can be effective and a strong starting point for businesses to identify their external impacts.
[bookmark: _Toc32658853]3.3 SWOT analysis
Whilst the pestle tool may have shortcomings, there are other analytic tools which can be used to back up the information found.  A SWOT analysis is a planning tool which seeks to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or organisation. It's a framework for matching an organisation's goals, programmes and capacities to the environment in which it operates (CIPD, 2018). They can be used to inform and complement one another. 
[bookmark: _Toc32658854]4.0 PESTLE – Three Major Trends Impacting TUI
[bookmark: _Toc32658855]4.1 Political
Political factors play a substantial role in determining the factors that can impact TUI Groups long term success in a certain country or market (Fern Fort University, 2017). Since TUI operate in more countries across the world they expose themselves to different types of political environment and political system risks. 
[bookmark: _Toc32658856]4.1a Brexit
Since the public referendum in June 2016, there has been discussions internally for TUI who are already contingency planning for the impending Brexit and how operations will continue globally (TUI UK&I, 2018). Planning from HR has presented a five-point growth plan backed by the government, covering five key policy areas competition, infrastructure, sustainability, efficient borders and future growth (Davies, 2014). Brexit poses a variety of issues, ensuring customers journeys are unaffected but also the retention of employees who may be affected by change in working laws. With this in mind TUI have actively directed employees to towards the Government's Settled Status scheme and assisted with all political and legal issues. Strategy is supposed to help you today to prepare for the future. But how to prepare for an uncertain future, especially one that is so extremely uncertain as Brexit? (Kraaijenbrink, 2019).  With conflicting arguments about the effects of a Deal or No Deal scenario, it has become crucial for TUI to plan their best strategic response to both outcomes in order to endure the transition. Given our world is increasingly volatile and our operations in the VUCA environment the UK is currently operating in, it is likely we will experience more extremely uncertain events. Moving into 2020 where Brexit will become a new reality and for TUI focusing upon Scenario planning will be useful, Inputting in place long-term view of strategy is needed and where there are a few key factors influencing the success of the strategy, merging with their current five-point plan could be the solution.  
[bookmark: _Toc32658857]4.2 Social
In recent years there is a growing focus, on the changing social demographic in the workforce (CIPD, 2015; Deloitte, 2019; OECD, 2019), As research conducted by (PWC, 2014) found by 2025, 99,3% of the world’s workforce will comprise Baby Boomers, Generation X, Millennials and Generation Z. Due to the ageing population and employees choosing to retire later, as in most cases employees, can now choose when to retire in line with the Equality Act 2010. The Act prohibits discrimination of nine protected characteristics, of which age is one (ACAS, 2019). 
[bookmark: _Toc32658858]4.2a Five generation workforces 
There has been discussions around how demographic trends have been impacting businesses and  their HR strategy, with people living longer, the age demographics of the workforce is radically changing (Farnham, 2015).  Which has implications for employers' age strategies beyond older workers (Roper, 2016). TUI is no exception to this and have employees of all ages. While it is true, now more than ever businesses are needing to adapt and grow their strategies and visions to be more inclusive, TUI have shown they are at the attempting to convert their strategies and aim to be leaders of the tourism world and above their competitors with the programmes offered (TUI Ag, 2018). Sadly, they do fall short of having a physical inclusive strategy with the generational workforce they employee, with ever adapting technology and demanding job roles. On the reverse of the ageing workforce, there are now employees entering the business at a young age with more young people opting for the world of work in the form of apprenticeships and on the job training rather than higher education (Franklin, 2016). TUI is no exception to this and HR have adapted their future strategies to be more inclusive, beginning programmes for young apprenticeships and graduate programmes in various areas of the business. TUI are not alone in their shortcomings like many businesses, the (CIPD, 2016) report on managing an age diverse workforce, found that only a fifth of respondents either had some kind of age strategy agreed at board level or were developing a business case for such a strategy. 
 Adapting for the future the HR strategy should incorporate a mentoring culture within the organisation, encouraging older workers to pass on their knowledge and experience to younger workers and reverse mentoring, meaning that younger workers mentor older colleagues in areas such as new technology (Chaudhuri & Ghosh, 2011) This would provide all generations to create a connection as colleagues and mentors, understanding the needs of one another to create a better workplace environment. TUI have the perfect opportunity to incorporate this into their values and behaviours, given the issues have been identified they can limit the risk of the losing their workforce to competitors and providing an inclusive employee relationship. 
[bookmark: _Toc32658859]4.3 Technology
In 2019 HR was noted as the affected sector when it comes to AI. The transactional HR roles could be under threat from automation due to AI (Personnel Today, 2019; Forbes, 2019). Over the past few years, Technology has quickly become a powerhouse in disrupting various industries across the board (Financial Times, 2016). The Travel industry has already become one of those at the forefront of technological impacts.
TUI operate mainly online and therefore have had to adapt and change their strategies, as a firm should not only do technological analysis of the industry but also the speed at which technology disrupts that industry (National Academic Press, 2010). As an industry it is evident technology can rapidly dismantle the price structure and competitive landscape of an industry in a very short amount of time. It thus becomes extremely important to constantly and consistently innovate, not only for the sake of maximising possible profits and becoming a market leader. 
[bookmark: _Toc32658860]4.3a Artificial intelligence
Artificial Intelligence (AI) and other smart automation is advancing at a rapid rate, potentially bringing economic benefits by boosting productivity and creating new and better products and services (Hawksworth, et al., 2018). The role of artificial intelligence within the business world has increased dramatically over the past decade, and the last few years, in particular, have seen much more widespread adoption in the travel industry (Revfine, 2019). For TUI to be successful in their implementation of AI and using it to their strengths, they need to inform and educate their workforce on the benefits of using AI-based HR applications, as they have strong potential to raise employee productivity and help HR professionals become knowledgeable consultants that boost employee performance (Ernst & Young LLP , 2018).
	TUI relies on the support by Artificial Intelligence at its contact centre in Palma de Mallorca to further improve the service for TUI guests (TUI Group, 2019), as part of the TUI strategy, the programme came from an In-house development of the TUI Innovation Lab with a priority of continued digitalisation, which opens up new opportunities for TUI at all levels, The potential of AI offers high chances for optimisation (TUI Group, 2018). Whilst TUI have embraced their encounters with new technologies, which are gaining popularity in the industry in question. Technology continues to revolutionise the workforce, (Martin, 2019) argues it is inescapable for HR leaders to avoid and therefore need to adopt the latest tools, that better positions themselves and the employees of their businesses to thrive in this new age.
Whilst nobody can truly predict the impact technology will have on our workplace future. It has already benefited one section of TUI by creating jobs in the Palma and increasing the UK contact centre staff numbers, It has also gained an advantage over competitors, protecting profit, however it could cause loss of jobs within the structural division to which company, which remains to be seen.
[bookmark: _Toc32658861]5.0 Conclusion 
In conclusion the PESTLE analysis has identified potential opportunities and threats associated with the TUI Strategy and figured out ways to take both advantage of them and avoid them (Silva, 2016). As TUI operate a global corporate strategy, moving forward there are two strong recommendations for how they can proceed and succeed in the current business environment. Overall TUI hold a strong position and belief in what they do and how they plan to achieve it.
[bookmark: _Toc32658862]6.0 Recommendations
The following recommendations for TUI are based upon actions they are already taking or are progressing into, including technology advances and integrating a strong strategic planning strategy on the key elements of the business. 
[bookmark: _Toc32658863]6.1 Technological advancements
Between investing financially in AI for customers and then introducing this into the everyday HR function, it is clear TUI are already planning the business future to be one of tech advancements and although there will be an element of change to the way operations run, in the long-term TUI will see themselves successful in business if they employ and operate a strong HR team and vision from the offset. In agreement with (Martin, 2019) to successfully implement any transformational technology, it will require that HR upgrade their own skill sets and understand how AI benefits the business and the employees. While currently in use for enhancing customer experiences, harnessing AI to use with HR focused tasks, including recruitment is a step TUI should be making.
[bookmark: _Toc32658864]6.2 Strategic planning
Forward strategic planning will need to be addressed and HR practice will need to change the (CIPD, 2018) says that it is likely the following policies and processes will need to adapt the most:
· The design of jobs and working hours (including flexible working)
· Performance Management
· Changing workplace Ergonomics.
Dependant on the area of the business, not all roles are physically demanding so the overall design of the roles is unlikely to be affected too much. Whilst TUI already provide the option of flexible working, as a multinational company, they need to take note of the CIPD advice and focus strategies on performance management and focusing on the workspace design. The advancements could provide an excellent opportunity for employees of all generations to get the most out of their experiences, the business to get the best of their employees and to be seen as an employer of choice.
6.3 Best practice
The above recommendations have been made based upon real examples of success in global businesses. There are several organisations including google, Accenture and Facebook who operate in different ways however they all have a best practice approach to their performance management. They are using a more fluid performance management process where employees receive ongoing, timely feedback from management. This has been paired with a renewed focus on immediate employee development (Valamis, 2017). 



7.0 Action Plan
The action plan has been designed based upon the previously discussed recommendations. Every effort has been made to reference the relevant costs of these changes, but the need for them can be justified and balanced given the proper time and care to see these changes through.

	Recommendation
	Due date
	Cost
	Timeframe
	Benefit

	Increase AI usage for HR i.e. recruitment.
	In line with the current policy for growth by 2023.
	
Purchase of new program, cost based upon (Skeeled, 2020) £1449pcm. ‘Man-hours’ for implementation including as external sourcing. 
Total based on 36 months to completion £52164


	Total based on 36 months to completion from February 2020

	Save: 23 hours per hire, Reduce cost per screen by 75%
35% decrease in turnover, 20% increase in performance. 
Based upon figures from (Ideal, 2019)

	Performance Management training for team managers 
	Ongoing until end year 2021
	£359 per TM x 20 = £7180 
Based upon a bespoke course with (STL Training, 2019)
	 To coincide with objective performance annual review April 2021
	Morale & Retention rates increase. Increased consistency amongst employees.
 


Bibliography
ACAS, 2019. Age discrimination. [Online] 
Available at: https://www.acas.org.uk/index.aspx?articleid=1841
[Accessed 18 November 2019].
Azati Software, 2019. How much does artificial intelligence (AI) cost in 2019. [Online] 
Available at: https://azati.com/how-much-does-it-cost-to-utilize-machine-learning-artificial-intelligence/
[Accessed 19 March 2019].
Chaudhuri, S. & Ghosh, R., 2011. Reverse Mentoring: A Social Exchange Tool for Keeping the Boomers Engaged and Millennials Committed. Sage Journals, 11(1), pp. 55-70.
CIPD, 2015. Avoiding the demographic crunch: labour supply and the ageing workforce. [Online] 
Available at: https://www.cipd.co.uk/Images/avoiding-the-demographic-crunch-labour-supply-and-ageing-workforce_tcm18-10235.pdf
[Accessed 11 November 2019].
CIPD, 2016. Managing an age-diverse workforce, London: Chartered Institute of Personnel and Development.
CIPD, 2018. PESTLE analysis. [Online] 
Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/pestle-analysis-factsheet#8000
[Accessed 12 November 2019].
CIPD, 2018. SWOT analysis. [Online] 
Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/swot-analysis-factsheet
[Accessed 11 February 2020].
CIPD, 2018. The impact of an ageing workforce,. CIPD Voice, November 2019, p. 11.
CMI, 2014. Carrying Out a PEST Analysis Checklist 196, Corby: Chartered Management Institute.
Davies, P., 2014. Tui issues five-point growth plan to government. [Online] 
Available at: http://www.travelweekly.co.uk/articles/49705/tui-issues-five-point-growth-plan-to-government
[Accessed 10 November 2019].
Davis, S., 2019. How Leaders Can Adapt To An Environment Of Change. [Online] 
Available at: https://www.forbes.com/sites/forbesagencycouncil/2017/10/12/how-leaders-can-adapt-to-an-environment-of-change/#638cf3ae6d20
[Accessed 7 November 2019].
Deloitte, 2019. Trends reinvent with human focus. [Online] 
Available at: https://www2.deloitte.com/content/dam/Deloitte/cz/Documents/human-capital/cz-hc-trends-reinvent-with-human-focus.pdf
[Accessed 11 November 2019].
Ernst & Young LLP , 2018. The new age: artificial intelligence for human resource opportunities and functions, London: Ernst & Young LLP.
Farnham, D., 2015. Demographic and Social Trend. In: Human Resource Management in Context; Insights, Strategy and Solutions. London: 4th, pp. 298-318.
Fern Fort University, 2017. Tui Ag PESTEL & Environment Analysis, Missouri: Fern Fort University.
Financial Times, 2016. Five industries under threat from technology. [Online] 
Available at: https://www.ft.com/content/b25e0e62-c6ca-11e6-9043-7e34c07b46ef
Forbes, 2019. Ten HR Trends In The Age Of Artificial Intelligence. [Online] 
Available at: https://www.forbes.com/sites/jeannemeister/2019/01/08/ten-hr-trends-in-the-age-of-artificial-intelligence/#abdfe7f3219d
[Accessed 11 November 2019].
Franklin, N., 2016. young people entering workforce not prepared office politics. [Online] 
Available at: https://workplaceinsight.net/young-people-entering-workforce-not-prepared-office-politics/
[Accessed 10 November 2019].
Hawksworth, J., Berriman, R. & Goel, S., 2018. Will robots really steal our jobs?. [Online] 
Available at: https://www.pwc.co.uk/economic-services/assets/international-impact-of-automation-feb-2018.pdf
[Accessed 11 November 2019].
Ideal, 2019. AI For Recruiting:. [Online] 
Available at: https://ideal.com/ai-recruiting/
[Accessed 13 February 2020].
Kraaijenbrink, J., 2019. Jeroen Kraaijenbrink. [Online] 
Available at: https://www.forbes.com/sites/jeroenkraaijenbrink/2019/01/15/strategy-under-planned-uncertainty-five-strategies-to-prepare-for-another-brexit/#7bd37d6e4039
[Accessed 10 November 2019].
Martin, K., 2019. How will AI Impact the HR Industry in 2019. [Online] 
Available at: https://www.hrtechnologist.com/articles/digital-transformation/how-will-ai-impact-the-hr-industry-in-2019/
[Accessed 13 November 2019].
Moal, O. L., 2016. Potential Limitations of the PEST Analysis and How to Address Them. [Online] 
Available at: https://pestleanalysis.com/limitations-of-the-pest-analysis/
[Accessed 16 November 2019].
National Academic Press, 2010. The Nature of Disruptive Technologies. [Online] 
Available at: https://www.nap.edu/read/12557/chapter/5
[Accessed 16 November 2019].
Newcombe, T., 2014. TUI Travel's HRD on going global. HR Magazine, 19 February, p. 18.
OECD, 2019. The Future of work: OECD Employment outlook. [Online] 
Available at: https://www.oecd.org/employment/Employment-Outlook-2019-Highlight-EN.pdf
[Accessed 11 November 2019].
Personnel Today, 2019. Automation and AI: how it will actually affect the workplace. [Online] 
Available at: https://www.personneltoday.com/hr/analysis-ai-automation-impact-on-jobs-hr-employment/
[Accessed 11 November 2019].
PWC, 2014. Millennials at work Reshaping the workplace, London: PWC.
Revfine, 2019. How Artificial Intelligence is Changing the Travel Industry. [Online] 
Available at: https://www.revfine.com/artificial-intelligence-travel-industry/
[Accessed 15 November 2019].
Roper, J., 2016. The HR challenges of an ageing workforce. [Online] 
Available at: https://www.hrmagazine.co.uk/article-details/the-hr-challenges-of-an-ageing-workforce
[Accessed 11 November 2019].
Silva, N., 2016. How a PEST Analysis Can Help with Strategic Planning. [Online] 
Available at: https://www.business2community.com/strategy/pest-analysis-can-help-strategic-planning-01420731
[Accessed 12 November 2019].
Skeeled, 2020. Flexible Price Plans. [Online] 
Available at: https://www.skeeled.com/pricing
[Accessed 14 February 2020].
STL Training, 2019. https://www.stl-training.co.uk/ps-team-performance-management.php. [Online] 
Available at: Management of Team & Individual Performance
[Accessed 14 February 2020].
TUI Ag, 2018. About us. [Online] 
Available at: https://www.tuigroup.com/en-en/about-us
[Accessed 29 October 2019].
TUI Ag, 2018. We Listened, We Learned; Future programmes, Luton: TUI Group.
TUI Group, 2018. Annual Report of the TUI Group, Berlin: TUI Ag.
TUI Group, 2019. TUI relies on Artificial Intelligence to support customer service. [Online] 
Available at: https://www.tuigroup.com/en-en/media/press-releases/2019/2019-08-26-tui-relies-on-artificial-intelligence
[Accessed 10 November 2019].
TUI Travel Plc, 2008. Third quarter report. [Online] 
Available at: www.tuitravelplc.com/tui/uploads/…/TUITravelQ3Results.pdf 
[Accessed 10 November 2019].
TUI UK&I, 2018. Brexit - PR Statement. [Online] 
Available at: https://uki.tuismile.com/node/99371
[Accessed 12 November 2019].
Valamis, 2017. Performance Management. [Online] 
Available at: https://www.valamis.com/hub/performance-management#examples-of-performance-management
[Accessed 14 February 2020].

[bookmark: _GoBack]


1

