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Report: Analysis of PESTLE Forces on Change Readiness
	The U.S. branch of the Singaporean software company recently showed its profitability, with a profit of $459,680 and a 7.8% growth in sales in 2023 (MBA 687 U.S. Branch Overview). But financial stability does not automatically translate into organisational stability and readiness for change. The executive team must analyse internal and external environmental factors that influence organisational operations, if it is to effectively execute the planned change initiatives. The PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) analysis framework offers a comprehensive framework to assess the impact of these macroenvironmental forces on internal operating capabilities (Eierle et al., 2022). This report examines the particular social and technological factors impacting the U.S. division. This process reveals key weakness in workforce demographics, employee morale, and systemic technology dependence, showing the current workforce has a severely limited capacity for organisational change, and without appropriate, localised efforts, it will be unable to respond to change.
Social Factors Influencing Change Requirements
	The social element of the PESTLE analysis identifies workforce demographics and employee attitudes as factors that determine an organisation's readiness for change (PESTLE Forces Guide, n.d.). In the case of the U.S. branch, recent empirical evidence suggests that negative attitudes and a lack of internal cohesion will hinder change readiness (Mathur et al., 2023).
	This exposure is compounded by multiple factors. The age distribution is remarkably young (80% under 35) and the workforce has little operational experience (52.5% are under one year of tenure) (MBA 687 U.S. Branch Overview, n.d.). This inexperience is compounded by a morale and retention problem. The U.S. branch has a dire Employee Net Promoter Score (eNPS) of -10 and 28.8% total turnover, 70% of which is voluntary (MBA 687 U.S. Branch Overview, n.d.). The branch has an alarmingly high 46% attrition rate of new hires within 90 days due to poor management, lack of development, and poor communication, costing $4,100 per hire (MBA 687 U.S. Branch Overview, n.d.). Also, given the branch's diverse demographics (60% African American or Black; 55% female), communication needs to be extremely inclusive and culturally sensitive during any transition (MBA 687 U.S. Branch Overview, n.d.).
	As a result, social determinants severely stifle change readiness. High turnover and low tenures undermine the foundation of trust in leadership needed for complex change (Mathur et al., 2023). A negative eNPS makes employees more likely to avoid or reject change or to leave the company. Lacking psychological safety and retention stability, change management plans will likely increase turnover and undermine the strategic plan.
Technological Factors Influencing Change Requirements
	Within the PESTLE model, technological factors - such as the rate of obsolescence, new discoveries, and global communications - require high-tech software firms to continually upgrade systems in order to stay competitive (PESTLE Forces Guide, n.d.).
	The most important technological factor for the U.S. branch in terms of workforce planning is an infrastructural dependency. The branch is solely a sales, operations and customer success centre, and does not have local Information Technology or Research and Development departments; instead, all technical support and quality control is conducted at the Singapore Headquarters (MBA 687 U.S. Branch Overview, n.d.).
	This structural factor has an enormous impact on workforce planning and training. Given Singapore's time zone, real-time technical training and support are limited. Workforce planning must anticipate the impact of time constraints for cross-border IT assistance. Therefore, change-readiness training for new technologies cannot be provided on an emergency basis. Training must instead be well-organized, asynchronous and sufficiently robust to allow U.S. staff to be able to navigate new software on their own without the immediate input of the Singaporean IT team.
	Such technological factors have a primarily negative effect on readiness. Although employee maturity and youth might indicate a high level of cognitive readiness to adopt new information technology, integration of new complex software is adversely impacted by the geographic and temporal distance between the employees and IT professional. Those staff with low workplace morale will rapidly develop frustration if they experience frictions with the technology, without local support. The risk of system failure without local technology leadership will prevent employees from embracing new operational systems, and ultimately delay the process of change.
PESTLE Framework
	PESTLE Factors
	Key Organizational Data
	Impact on Change Readiness

	Political
	Split governance (U.S. executives; Singapore COO). 
	 Cross-border structure risks approval delays and HQ/branch friction.

	Economic
	Profitable ($459K profit; +7.8% sales). 
	Profits can fund change, but high turnover costs drain transition budgets.

	Social
	· Young (80% < 35 yrs) and low tenure (52.5% < 1 yr).
· Crisis morale: -10 eNPS, 28.8% turnover. 

	Critical Risk: Low trust and high frustration drive severe change resistance and flight risk.

	Technological
	· No local IT/R&D; 100% centralized in Singapore. 
· Software sector mandates agility. 

	Critical Risk: Time-zone delays hinder live support, mandating robust asynchronous training.

	Legal
	Bound by U.S. labor laws and ACA ($41K annual HRA costs).
	Fixed compliance costs limit flexibility in workforce restructuring.

	Environmental
	Operates in the digital/software industry
	Minimal direct footprint; focus shifts to indirect impacts (e.g., green IT)



Conclusion and Recommendations
	In summary, although the U.S. branch continues to be profitable, its social and technological infrastructure is extremely vulnerable. The combination of an inexperienced (high turnover) workforce and an offshore, home-country-based technological support structure creates an unstable mix for change. In the interest of increasing change readiness, it is highly recommended for executive leadership to focus on workforce stability through addressing the underlying issues behind the -10 eNPS and the critical 46% new hire failure rate (MBA 687 U.S. Branch Overview, n.d.). In addition, the U.S. branch must build IT liaisons or highly sophisticated asynchronous training channels to overcome the communication barriers with the Singapore headquarters, before embarking on any technology-enabled change initiatives. By proactively managing these PESTLE forces, the workforce will be converted from vulnerable and resistant to proactive and ready.
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