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1.0 Introduction
1.1 PESTLE 

PESTLE is deemed to be one of the most effective strategic analytical tools used to examine an organisations external environment (CIPD, 2018).  A PESTLE analysis enables organisations to identify new opportunities, reduce the impact of threats, aid strategic thinking and obtain an objective view of new global and national markets – all captured within a simple and easy to use framework (CIPD, 2018) (Kumar, 2017) . As with all tools this is not without critique.
Critics argue that this strategic planning tool has its limitations which can affect results (Frue, 2018). It is argued that the analysis takes too long to complete and leaves organisations with the risk of vital information being outdated as external factors are in a state of constant change (Frue, 2018).
With the dramatic shift in society and emphasis on corporate social responsibility it is argued that PESTLE itself is outdated and should incorporate an Ethical factor (Pestle Analysis, 2015). In addition to the above, as a macroenvironment analysis tool, a PESTLE is argued to be insufficient in isolation and often needs to be complimented by an internal environmental analysis and a competition analysis (such as a SWOT/Porter’s five forces) costing further time and money (CIPD, 2018). 
It could be argued that a wider environmental analysis tool is Johnson et al’s 5 stage model (Your Article Library, 2019), however, given that this incorporates an audit of the external environment through a similar tool to the PESTLE, a number of the same disadvantages are said to apply. Taking the above into consideration, provided an organisation has the time and resources, the PESTLE tool could be very beneficial in aiding strategic planning and directing HR/Organisational strategy.
1.2 Aim 

The purpose of this report is to identify and critically analyse three major environmental trends, building a basis for conclusion on the most appropriate HR/Organisational strategy while providing recommendations for consideration. Due to limitations on word count only one trend will be analysed for each chosen factor.








2.0 PESTLE–Three Environmental Trends

2.1 Political

Since the public referendum in June 2016 and the triggering of Article 50 many argue, including the European Parliaments’ President, David Sassoli, that there has been little progress in relation to the UK’s departure from the European Union (ITV, 2019). 

With conflicting arguments about the potential effects of a Deal or No Deal Brexit, it is crucial for organisations to plan their best strategic response to various scenarios in order to survive this transition. The Head of Civil Service and Cabinet Secretary believe the prospect of a No Deal is not the worst thing that can happen to the UK, believing that the UK Government and public services are ‘in pretty good shape’ for this outcome (BBCNews, 2019). 

However, with NPTCBC already facing times of austerity with a significant reduction of £77 million to their budget since 2010 (NPTCBC, 2017), and with the Office for Budget Responsibility believing a no-deal Brexit would cause a UK recession (BBC News, 2019), and David Sassoli advising such an outcome would be a ‘catastrophe’ (SkyNews, 2019), NPTCBC have no other option but to plan ahead. 

NPTCBC will experience the impact from the freedom of workers and trade as well as the impact on residents and businesses (NPTCBC, 2019). Some potential effects on society could be;
· Increased Poverty

· A rise in the cost of living

· Uncertainty over the provision of health care and medication

· Increased need for well-being measures in society and employment 


Given the size of NPTCBC and the wide scope of services provided it is not possible for this discussion to detail the full potential effects Brexit will have on NPTCBC.  When considering the provision of services and NPTCBC as an employer the situation becomes more complex. 

There are arguments that Brexit has already impacted the UK’s talent pool, which has in turn impacted ‘organizations’ ability to deliver efficient workforce planning strategies’ (Kerridge, 2019). NPTCBC employs around 30 EU Nationals, this figure is potentially a lot higher when considering contractors and partnered services (NPTCBC, 2019). It is necessary for NPTCBC to consider eligibility for individuals to apply to the EU Settlement Scheme and check relevant Visa/Right to Work permits. 

In addition to this, as a major beneficiary of EU funding (NPTCBC, 2019), NPTCBC is having to work alongside the LGA/WLGA to confirm the continuation of funding through Government funds while putting measures in place in an attempt to continue these projects post 2020 (NPTCBC, 2019). HR are having to consider a shift in their strategy to a Best Fit Contingency approach in order to mitigate potential impact on the relevant funded organisational structures. 

Many other issues are also being considered, such as emergency planning, legal certainty (several of NPTCBC’s services are underpinned by existing EU law), the consequences of the predicted economic post-Brexit downturn and should a No Deal scenario result, any announcements that are made as part of the Chancellor’s mooted “Emergency Budget” (NPTCBC, 2019). On top of all the above, NPTCBC are also responsible for administering elections for the local area, NPTCBC will certainly encounter the ‘Brexit Headache’ (CIPS, 2019).
 
2.2 Technology

The technological revolution has transformed the way organisations work fostering a 24/7 work culture. Flexibility for employees has increased which can increase engagement and in turn increase organisational performance (CIPD, 2012).  

However, a recent study has shown 73% of employees advise that technology has impacted their mental health, as they feel unable to shut off, this figure is up by 27% since 2016 (Reventure, 2018). A CMI repot further supports this as it is found that 'Always on managers' are working 29 days extra a year and are suffering rising levels of stress (Chartered Management Institute, 2016).

There are also conflicting views on the impact A.I will have in the future world of work. Research estimates that 35% of UK jobs are at high risk from automation over the next two decades (Deloitte, 2014), unemployment rates are estimated to be over 50% (Knapton, 2016), and 65% of Primary School children are said to likely be working in roles that do not currently exist (World Economic Forum, 2016). 
In contrast to this, McKinsey research advises that there will be an increasing demand for data scientists to create algorithms with Peter Cheese believing that this revolution will help employees to focus on more meaningful work (Cheese, 2016) (Gyton & Jeffrey, 2017).

The existence of these technologies in the workplace could result in structural change and a change in the skills required from a workforce, creating a skills gap. 

NPT have embraced the technological evolution and have used it to allow for flexibility via remote working within the workplace. NPT have also taken advantage of the opportunity for digital transformation with the purchase of a robotic process automation which has increased the performance and efficiency in the HR department. With one RPA process saving 44 hours in July 2019 alone, costing £9,000 per process with an annual fee of £8,000 (Lloyd, 2019) and with further processes being trialled it is so far presenting as successful and cost efficient (NPTCBC, 2019).

There are also conflicting views from councillors as to the benefits of the RPA, with some fearing further job loss (Lloyd, 2019). NPT acknowledge the conflicting views on automation but are more in line with Peter Cheese’s line of thinking in that it will make us ‘work smarter, not harder’ (Cheese, 2016) (Gyton & Jeffrey, 2017). Despite HR administrative staff reducing by 50% due to austerity, the RPA has placed a member of the team into an Assistant HR Officer role with a development opportunity to be upskilled, undertaking a Level 5 qualification in Human Resources.

Due to word count restrictions it is not possible to delve into the effects of A.I. on the wider Authority but on the whole, NPT has embraced the technological evolution through all levels of the council, including digitalisation of government services for the public (McKinsey, 2016) (Gov.uk, 2019). NPT also created a digital leadership strategy which unfortunately due to austerity measures is still currently a working progress. 

When it comes to automation, whatever the outcome, there is agreement that organisations must look at the size, shape and skills of their business and consider the impact Technology may have. Essentially, it may be the role of HR to ‘shape a world of work that is human’ (CIPD, 2017). 

2.3 Social

One of today’s most prominent social concerns is the Mental Health Epidemic (The Guardian, 2005)  (Business in the Community: The Princes Responsible Business Network, 2018) (Mercer, 2019).

The World Health Organisation statistics advise that one in four people across the world will be affected by mental or neurological disorders at some point in their lives (World Health Organisation, 2001) (McManus, et al., 2009). This figure reports to be unchanged in recent years but it is found that people are finding it more difficult to cope (Mind, 2017), statistics show that one person dies every 40 seconds from suicide (World Health Organisation, 2019). 

With the shift in today’s culture, both socially and within the workplace, there are a multitude of factors that could be contributing to this such as job security, work pressure, finance, peer pressure etc. Statistics highlight that 61% of people have suffered a mental health issue due to work (Business in the Community: The Princes Responsible Business Network, 2018).

Over the years the prevalence of mental health issues within NPTCBC has risen in tandem with public awareness of mental health as various national campaigns were launched to reduce associated stigma. Despite local figures showing an increase in life satisfaction (+0.2/10) and a reduction in anxiety (-0.4/10) (ONS, 2019), NPTCBC saw an increase in employees disclosing stress or mental health concerns (Table 1 below).

	Financial Year
	Total Number of Referrals
	Of Which number referred for Stress/ Mental Health

	2014/15
	740
	49

	2015/16
	698
	123

	2016/17
	668
	133

	2017/18
	683
	151

	2018/19
	611
	131



Table 1 – OHU Referrals 2014-2019

As such NPTCBC have for some time operated a positive supportive culture with various supportive options for employees experiencing mental ill health. However, with 8,903 days lost to stress and depression in 2017/18 alone (NPTCBC, 2018) and in light of organisations like Time to Change Wales raising awareness and running various national campaigns (Time to Change Wales, 2019), NPTCBC have made the promotion of employee wellbeing a priority in the corporate workforce action plan (NPTCBC, 2018-2022). 

Some managers question whether the investment in mental health support and training is worthwhile. With the Centre for Mental Health’s research evidencing 72 million working days lost per year with the total annual cost to UK employers being estimated at £34.9 million (Squires, 2019). NPTCBC have considered the high cost of doing nothing, similar to the principles in Ken Blanchard’s argument for strong leadership (Blanchard, 2009) and have identified that this investment should reduce associated sickness absence and improve employee wellbeing, which can in turn improve engagement, productivity and sustainable organisational performance (CIPD, 2012) (CIPD, 2010) (MacLeod & Clarke, 2008). 

NPTCBC have:
· Implemented an online OHU referral system to improve efficiency

· Appointed a mental health nurse in October 2018 (NPTCBC, 2018) 

· Provided the sickness taskforce with mental health first aid training (Training in Mind, 2019) 

· Developed a Mental Health Strategy Working Group 

· Signed up to the Time to Change Wales employer pledge (NPTCBC, 2019), 

showing commitment to making the mental health and wellbeing a top priority



It is hoped that the implementation of the above at every level within the council will help to reduce any existing stigma and improve employee wellbeing which in turn should generate various business advantages as outlined above.
3.0 Conclusion

Various changes in the external environment have created times of austerity shaping a business environment of Volatility, Uncertainty, Complexity and Ambiguity (VUCA) (Bennett & G. James Lemoine, 2014). Reflection on custom and practice actions to inform future decision making is no longer enough to survive in today’s modern world (Stacey, 2004). It is crucial that NPTCBC have appropriate HR policies and practices (Farnham, 2015) and conduct regular environmental analysis’ to allow them to identify and understand long term trends which have the ability to impact business decisions, organisational and HR strategy  (CIPD, 2018). As aforementioned, NPTCBC will have to compliment the PESTLE analysis with a SWOT to consider the impact of internal factors and Porter’s Five Forces to consider competition.

NPTCBC no longer operates in a ‘placid’ environment (Kew & Stredwick, 2008) The rapid pace of change in environmental factors mean that there can no longer be a ‘one size fits all’ organisation (Jones, et al., 2007). No longer are organisations machine-like systems but instead are unpredictable complex adaptive systems (Morrison, 2014) which require tailored approaches to structure, emergent organisational strategies and a best fit HR strategy. Applying these approaches and maintaining constant review of environments during this revolution should help NPTCBC to survive these turbulent times. 




4.0 Recommendations
 
· [bookmark: _Hlk24914602]Frequent and consistent environmental analysis internally, externally 

notwithstanding competitive analysis.

· Scenario planning to identify risks and contingency plans. Consideration

of restructure and redeployment measures in relation to staff potentially at 

risk within EU funded departmental structures

· Upskilling employees via training and development to create a multiskilled 

workforce, improving chances of redeployment in both a Brexit scenario 

and as a result of automation in the workplace. This would also allow for 

retention of employee skills and knowledge.

· Creation of an in-house mental health awareness course tailored to 

business needs to be provided to senior managers who can then filter 

training down the structure to other managers.

· Introduction of a Wellbeing section into all performance related meetings,

return to work forms, and other relevant documentation.
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