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Executive Summary
Restore Health Care Ltd is an educational, first sector, organisation with a goal of serving humanity, developing emerging talents and protecting the family heritage. Most of its employees are self-employed trainers and part of its administrative duties has been outsourced to an organisation that handles all incoming phone calls. Currently, they still maintain five permanent staff altogether. Presently, Restore Health Care Ltd has trained about one thousand clients since its inception and, business has been on the decline. The prices of training are becoming more competitive. There has been low retention of repeat customers. This report, therefore, serves as a pointer in the right direction. It concentrates on the environmental factors that affects Restore Health Care Ltd and, specifically, focuses on the Political, and Technological factors. The factors chosen are as a result of their significant influence on the training organisation. The tools that were chosen for the analysis are PESTLE and SWOT.  They have been relied on due to their easy use and relevance to the business situation. The analysis of the factors arrive at the conclusion on the way forward with the political factors opening new opportunities in business  for training individuals in other areas.  while the technological factors concentrates on methods of reducing costs. However, there are limitations and this has to do with the analysis in terms of not having enough staff to conduct the PESTLE or SWOT analysis in order to have a diverse opinion base. More work needs to be done in areas of expenditure forecast, marketing plan and business plan. Nonetheless this is a good start in highlighting areas that are of utmost significance to the organisation and what needs to be done. 


Introduction
NIACE (2009) confirms that there is evidence which suggests that the training market is oversupplied with training providers, many of whom may be operational below the margins of acceptable sustainability. Only organizations that can adjust to the external forces will remain operational in future (Purnama & Subroto, 2016).  This report, therefore, has been commissioned by the CEO of Restore Health Care Ltd to evaluate the scale of the problem. It focuses on assessing the most significant environmental components currently impacting on the organisation and its HR strategy. The tools utilised for this analysis are indicated and rationale or justification is given for this choice. Finally, pertinent suggestions for future HR strategy are made. 
The CHRO (Chief Human Resources Officer) has been drafted to analyse the current business situation; and, minimise the risks of running into having increased overheads, and exit from the business. As a result, the HR department has been placed more strategically to input more in terms of directing the business to profitability (Becker et al., 1997; Farnham, 2015; Kew & Stredwick, 2016). The task in a nutshell is to make Restore Health Care Ltd (now referred to as RHC) a more agile and  viable organisation(Farnham, 2015). However, this report only limits its latitude to the role of understanding the Political, and Technological contexts of the external environment in U.K, and how it impacts on RHC. 
RHC has been a private training consultancy for 4.5 years. It was incorporated in November 2013 in the U.K. It is a private sector organisation (1st sector industry) which is profit motivated and it specialises in training agency nurses (RMN& RGN) and other agency health care workers (HCA), who work for the NHS and Health and Social Care sectors. RHC, for now, concentrates on providing control and restraints(C&R) and/or the prevention and management of violence and aggression (PMVA) training. 
TOOLS USED FOR ANAYSIS
In order to carry out a comprehensive analysis, the acronym PESTLE, which stands for Political, Economic, Social (including Demographic) Technological, Legal, and Environmental (CIPD, 2015) has been used to set the background. Relying on only two external factors has become pertinent in order to arrive at a more meaningful analysis, and also avoid an endless merry go round exercise that may become inconclusive (Sirmon, et al., 2010). Additionally, a SWOT (another acronym for Strengths, Weaknesses, Opportunities, and Threats) analysis has been utilised. 
PESTLE & SWOT ANALYSIS
The PESTLE analysis is an assessment of an organisation's environmental issues, with the purpose of using this evidence to guide premeditated decision-making (CIPD, 2015). It aids in appreciating the “bigger picture” of the environment and how it influences the organisation. It analyses the risks associated with market forces which will aid the progression or weaken the position of the organisation (Farnham, 2015; Kew& Stredwick, 2016). 
SWOT is an acronym (CIPD, 2015) for strengths, weaknesses, opportunities and threats involved in a business. Farnham (2015) depicts SWOT analysis as assessments of the strengths and weaknesses of an organization’s, its chances for growth and development, and the threats that the peripheral environment brings for its success.



Rationale
While contemplating the tools to utilise for the purpose of this analysis, it was observed that PESTLE & SWOT are more appropriate because of their simplicity;  enabling  a comprehension of the broader business environment, aiding reflection and develop a strategic thinking framework, predicts future business threats and  they encourage setting up an action to avoid or minimise negative effects,  identifies  business opportunities which could be  exploited  to the organisations full advantage(CIPD, 2017; CIPD 2015). 
Yet, there are challenges in using this tool. According to CIPD (2017; CIPD 2015), this includes oversimplification of the amount of data and the temptation to utilise all sectors of the environmental factors. Change in the business environment is constant, so monitoring change and consistently adapting a new PESTLE and SWOT is the key. Finally, there is a suggestion that data used may be based on predictions without evidence and may become unfounded (CIPD 2017; CIPD 2015). Nevertheless, the tool has been found useful during this exercise and is only a start. 
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Political Impact
These are government policies, including the political stability, of the country that the organisation operates from which could influence the decision of the organisation (CIPD, 2017). Public policies such as the “2015 Comprehensive Spending Review” (CSR) (HM Treasury, 2015) now stipulates that student nurses NHS Bursaries, including additional allowances, will be replaced with income repayable loans. Consequently, the NHS workforce in U.K may start experiencing severe scarcities. This may lead to a drop in the level of education commissioning and student numbers may probably lead to a significant decrease in staff.  Inevitably having a possible impact on patient safety as well as larger reliance on agency and overseas staff (London Economics, 2016). 

The NHS Bursary scheme (Fig. 3). 
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The NHS Bursary scheme and its new restrictions and the reduced offer to new students (offer of new places at University can only be commensurate with the number of places the Health Education England (HEE) can accommodate) is predicted to affect the number of applications to Universities, which will invariably have a down turn effect on the NHS working population (See fig. 3) This is a high threat to the existence of RHC and its private training business. However, on a closer perusal RHC may, more likely, benefit from this development. For example, more agency workers working for the NHS means more training opportunities for private training organisations. For now, NHS only trains its own permanent staff; therefore, agency workers will need to look for training individually and privately. However, there are no guarantees that they will use the services of RHC.  
Historically, control and restraints has been in existence for over one hundred years (Colaizzi, 2005) and so one could easily be led to believe that the risk of extinction from a business that trains staff in its use is minimal. Paradoxically, this assumption is also not correct. Government has published new guidance to reduce the use of C&R in all health and adult care settings, and; is investing £1.2 million in staff training so they can avoid using restrictive interventions (Gov.UK, 2014). More importantly, as government policies and the legal framework does not support the continuity of control & restraints (NICE, 2015), especially prone (face down position), it becomes necessary to take a decision to look for new opportunities as this can be regarded as a threat to the business in the future. Nonetheless, the threat is not as high as the Government policies depict the situation. There is a suggestion also from Government policies that “it may not be completely easy to eradicate the use of control and restraints in violent clinical settings”. According to the ex- Care and Support Minister, Norman Lamb, “No-one should ever come to harm in the health or care system. Although it is sometimes necessary to use restraint to stop someone hurting themselves or others, the safety of patients must always come first” (GOV.UK, 2014).  As a result, there is hope that control and restraints will continue to be implemented in a violent settings for the safety of staff, patients and visitors (Nice 2015). According Duhart (2001) healthcare workers, including nurses when working with disturbed patients have a higher risk of experiencing workplace violence than other professions and additionally, nurses are at greater risk than physicians (2.19% vs. 1.62%), but the risk is even greater for mental health professionals (6.82%). In a study conducted by Gates et al., (2006) with 242 A&E workers at five hospitals, approximately 48% had been physically assaulted. In another study, (Lam, 2002) utilizing a randomized sample of 314 nurses, 62.1% had been exposed to aggression by patients. Of these, 40% suffered psychological distress and 10% became ill with moderate to severe depression.  The need to contain and mange violent incidents cannot be overemphasised, but RHC will continue to monitor the situation while arranging for more opportunities in the private training sector. CIPD (2017) reconfirms that an analysis of the business expedites an understanding of the wider business environment, inspires the development of external and strategic thinking, predicts future threats and enables action to avoid or minimise their impact, which posits the organisation to spot new opportunities and exploit them fully. 
Technological impact
Technology is the use of scientific knowledge to help individuals produce goods and services efficiently by making work procedures more meaningful and less labour intensive (Farnham, 2015). Purnama & Subroto (2016) state that technological improvements or decline, can either improve or impair organisational performance. 
In a study conducted by Purnama (2014) the right use of technology aided HR professionals successfully in unpredictable environmental conditions. The research conducted by Yao et al., (2009) and in another study by AL- Mawali (2012) there was better performance with organisations that relied on technology. The benefits of utilising technology as an organisation for HR implicates more efficiency, speed, flexibility and access to millions of professionals globally (Church et al., 2002). The use of technology in learning no doubt delivers key benefits such as cost reduction and standardised modular learning (NIACE, 2009). 
Having more knowledge has been identified as a vital key to winning in a modern competitive environment. Neo-classical economic theory postulates that organisations must perform efficiently to do well and technology (e-HRM) should replace administrative tasks through increased automation enabling improved speed and specification (CIPD, 2017). The HR implication for RHC as a result, demands restructuring of the HR department. Currently staffing will need to be reduced from five to one. Consequently, the job done by 5 persons will now be done by a single person. This augmented impact of technology will reduce employee head counts, as well as, eliminate the call centre. Currently, the admin duties of answering phone calls had been outsourced to another organisation and experience shows that there has been inefficiency and high costs associated with this, which has made it impossible for RHC to expand its business due to the threat of higher costs  This proposal, a result of this analysis would have a double barrel effect in achieving cost effectiveness for RHC (Vikas, 2013). 
[bookmark: _GoBack]Technology also introduces blended learning activities, more sophisticated HR data bases, electronic payroll and record systems (Farnham, 2015). The ever changing pace in technological advancement needs consistent monitoring to have competitive edge (Sammut-Bonnici & Galea, 2014). Therefore, RHC has to look into re-organising its customer collating process (without the admin factor) using a much more improved data base system in the process.  This can regulate e-mails, generate bookings directly from the website using automated technology responding to request to call-back forms, and store information for refresher courses, and send out reminder letters. As a result, the HR department will become more strategic (Farnham, 2015) For example, RHC should reduce its Three days training programme to 2 days of blended learning (using webinars). Thereby reducing further costs.  A webinar can train up to 2, 000 delegates in a session without putting everyone in one room (Gareth, 2010). 
The impact of automation and robotics on the future of businesses in the UK cannot be overemphasised (Schwab, 2016). The Deloitte (2015) report reiterates that technology has come as a benefit to businesses and not to take jobs from people and, although, automation is predicted to put 35% of jobs at risk in the next 10-20 years, while it displaces jobs, it creates more. This is as a result of having people pursuing more skilled education to take on jobs. Routine jobs such as admin will inevitably be replaced by automation and robotics. 
Nonetheless, there are a few challenges. Technology can go wrong. This is considered a weakness and needs more analysis. Technical issues do exist and they come in a multifaceted manner. The assumption that one can have a perfect system in which technology is utilised does not take account of corporate fire wall issue, or prospective trainees (in the blended learning situation) not having a compatible version of the software on their machines, and; or delays in data transfer through limitation or preventing transfers(Church et al., 2002). Further issues such as hacking into trainee’s data, lack of adequate confidentiality can also lead to a weakness. The implication for HR is prospective customer’s perception of trust for RHC may become eroded. For instance, people’s identity was recently given out without their consent on Facebook and it was used for election purposes in the USA. They had earlier incurred yet another fine for privacy violations in Europe when the authority (AEPD) stated that Facebook had violated privacy rules on multiple counts, and fined the social network $1.44 million(Meyer, 2017). As a result, this threat could be monitored and the risk minimised through training and putting systems in place to protect confidentiality. 

CONCLUSION
In conclusion, there has to be regular monitoring and evaluation utilising the PESTLE and SWOT tools. One attempt will not suffice and may not bring the entire results needed. This is surely a start and although there are limitations, it has aided in cutting the expenditure on staff overheads and also placed RHC in a more vantage position to make more profit. 
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