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[bookmark: _Toc85377469]Introduction

This report will aim to provide a critical analysis of the current forces for change in the macro and micro environment that can impact upon workplace culture and capability. The Department of Works and Pensions (DWP) will be looked at in depth using a Swot (Appendix 1) and a Pestle Analysis (Appendix 2) which will aim to explore the types of changes that can affect a Government department. This will lead on to comparing two different organisations. The first will be Grosvenor Casino and the second being the Department of Work and Pensions. The workplace culture in both will be looked at to try and determine if the culture within the workplace impacts how change is managed and if the capability is linked to the culture. 
The second part of the report will focus on the stakeholders within the DWP that would need to be led through a change. There will be models of change examined such as John Kotter’s 8 step-change and Kubler Ross Change Curve, these models will be compared to a workplace change within the Department of Work and Pensions to investigate if these models were followed and if they were not, how would have the Department of Work and Pensions benefited by using these models. Finally leadership qualities will be examined to determine if there are certain leadership styles that will be advantageous for change within a workplace. 
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[bookmark: _Toc85377471]Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture capability.


[bookmark: _Toc85377472]Forces for Change

In the past two years many large organisations down to small businesses have gone through unprecedented change. It was the sad demise for many businesses who were not able to manage the change not only due to financial implications but the lack of creativity and finding it increasingly difficult to move their businesses forward at such a turbulent time. The forces for change in this scenario was indeed the Covid-19 Pandemic, this can be seen as an historical time where many organisations were forced to change due to the impact Covid-19 had on not only the economy but a problem that the whole world and society faced at the same time.   
Dewe et, al. (2017) explains that globalisation, sustainability, technological transformations, and cultural awareness are Forces for change he acknowledges that when there is change or sometimes a likeliness of change this can often throw our lives into turmoil.  The above mentioned forces of change have a great likeness to that of the PESTLE analysis (Appendix 2), that looks at factors that are likely to impact on the Department of Work and Pensions organisation.


[bookmark: _Toc85377473]The Macro & Micro Environment

The Macro and Micro environment are those external and internal forces of change that impact an organisation. 

The Macro Environment is often what forces the Micro Environment to make changes. The Macro environment is looked at in the Pestle Analysis (Appendix 2) are those external factors that an organisation does not have any control over. The Micro environment within the DWP are then the customers, employees, shareholders and the media. If you look at the DWP twenty years ago all claims were made over the phone, there would have been no digital avenues to keep your claim updated, however all claims are now made online. This is due to the technological advances that have forced all businesses and organisations to move forward to a digital world. Customers now expect speed, most things are available to them at the touch of a button and this will be also expected of their benefits. 
The DWP take diversity and inclusion very seriously. This has however been escalated due to the “Me Too” movements “Black Lives Matter” and the LGBTQ+, the first four acronyms  of the LGBTQ have been around since the early 1990’s however it has been since noticed that there are other people who have not yet identified and this is what the + stands for. Within the DWP, this is now a big topic of discussion and there are groups, forums and talks around these movements. They also ask for volunteers from under-represented groups to come forward and arrange talks and talk about their experiences.
This has now impacted on the way that the DWP recruit as they want to make sure that the Civil Service and have a fair representation of our society employed within the DWP.
If you take a look a Brexit , this has made a difference not only to large organisations but also small businesses. There are now a lot more taxes being charged to import goods from the European Union. This has had a big impact on the prices of lots of goods and these extra charges are now being passed along to the customer. This can then affect the micro environment as there is a lot more pressure on the staff to keep up with the competition from other businesses. The staff may then not end up getting the pay rises that they were expecting as the companies are unable to pay them anymore otherwise risk losing customers if they have to put their prices up. 
The recent rise in fuel prices is also having a big impact on much more than the Energy companies. If you take a look at how this has now impacted the meat industry. To cull an animal in a humane way the bolt which is passed through the animals head uses CO2, many farmers can now not afford to use this as the price of fuel is so high and there is now a shortage of it. The farmers have now asked the Government to help pay towards this. This cost will then have an impact on the tax payers.

[bookmark: _Toc85377474]Change Creativity and Innovation


The world is changing, mainly due to the technological advances. What can be evidenced though during this time is that the world was pushed to develop further. Creativity and Innovation were adapted by many people and there was a ‘Fight or Flight’ mentality where you either changed and moved with what was happening or for whatever reason ,whether lack of creativity or financial backing businesses were unable to keep up with the fast paced changes. The Department of Work and Pensions in this scenario had to change, not all changes were successful but it was trial and error. The Government who had to pay billions in not only furlough but benefits at this time could not fail as there were millions of vulnerable people in financial hardship. It does go to show that when there is a need for services organisations will and can adapt when needed. You could even question if this was a planned change would this have worked as well. In a crisis what you sometimes find is that teams, organisations come together as they have no other option. 




[bookmark: _Toc85377475]Workplace Culture and Capability

Workplace Culture is described as. “a set of assumptions, values, norms, symbols and artifacts within the organisation, which convey meaning to employees regarding what is expected and shape individual and group behaviour” (Hatch, 1993). 

If you work in an organisation and have done for many years it is often difficult to imagine that workplace practices are any different to where you work. The culture is the environment in which you work which can often be described as the character and personality of the organisation. If you take a Casino for example as a workplace environment you will often hear people who work in this profession say it is a “way of life”. The hours are very anti-social,  the management style is very laisse fair and the way in which in which change takes place can often be very unsympathetic for the employees who are often the people who the change will impact on the most. This then often proves very difficult for the employees to see the change as positive. A change in the casino can often happen very quickly and without any consultation. It will not be discussed with the Heads of Department but often they are just told that this is what will be happening. If you look at many of the Management within the Casino Industry they have often been promoted due to time served and therefore often lack the necessary leadership skills that are needed for change to happen smoothly. 


This culture until you work anywhere else is just often accepted and not questioned. It is not until you work in a different industry or profession that you start to question the workplace culture. The culture of a workplace could even be compared to a children’s view of their family unit. The child and often the adult will always think that what happens in their family is normal so to speak, there may be times when they may question what happens, but that is what the child is used to, it is only by speaking to other people and when you are older or by joining another family through possibly marriage they realise that their family was not at all what other families are like. It is often hard though when you have been in an organisation for a very long time to understand that things can be done in a different way.
If you compare the workplace culture of the Casino to that of the Department of Works and Pensions it is so different. The values of the Department of Work and Pensions do resonate not only to the customers but also to the staff. Change still is often looked at in a negative way, and this is mainly a fear of change. There will be fears that workload is going to increase, or you are not going to be as able to carry out your job as effectively  but it is the way that change is dealt with that makes such a difference to the acceptance. In the Department of Work and Pensions change is communicated, not only via your own team but through blogs, teams, meetings and there is a feedback channel. Any changes that are going to be made is often discussed prior, or plenty of notice given and making sure the resources you need are available before the change is implemented. This compared again to the casino is very different. Changes within the casino also seem to be a knee jerk reaction. This is what we are going to do and this will happen from tomorrow. If you have not got what you need to carry out the role effectively then you are often told to improvise. This often then impacts on the customers as the service that is offered can be limited due to the lack of time and thought given to a change. 


[bookmark: _Toc85377476]Conclusion

Workplace culture is not only about the way in which processes are managed but also impacts how successful change is. The way in which the change is communicated can often make a difference in way the change happens. Stakeholders like to know what is happening. If not, you often find that people will jump to their own conclusion and make up scenarios that are not happening. If Change was communicated in the correct way from the beginning then as hard as the change is for people to deal with at least they can prepare for what is coming. This culture does indeed impact the capability. Staff are less likely to be engaged if they are unsure what is happening. It may also be that certain stakeholders if are not properly informed will not be happy with the lack of communication and stop dealing with that particular organisation. 
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[bookmark: _Toc85377478]Evaluate how organisational stakeholders can be efficiently led through complex workplace change


Change involves planning to some level. It may be a change which is decided within the micro/macro environment which can sometimes involve going through lengthy planning down to an environmental change such as Covid 19 where there is no time for such planning and there need to be changes made continuously as the situation changes. 
If you look at some of the changes that were implemented due to Covid 19 these changes are often were more difficult to navigate due to the situation being an isolated one. Creativity and Innovation will need to be utilised more in such situations as there would be no plan devised when such things occur. 
The change which will be looked at in depth will be for the role of a Learning Delivery Officer within the Department of Work and Pensions. Prior to Covid 19 the job role looked very different than it does today. The job involved classroom training, regular travel and hotel stays. There would always be one delivery officer scheduled to deliver the training to the same group and the training could range from anywhere between half a day to six weeks, and sometimes more depending on the training course. The training was always a maximum of 12 employees and this could be new recruits starting in one of the working age benefits or pensions or staff moving to another role within their department. The training will also be delivered to anybody already within the Civil Service who have been transferred over either for a new job or a promotion. 
When the pandemic hit for the first couple of months the training was not really impacted as in the job role did not move to virtual. However, what did happen was they were unable to keep up with the amount of training. There were 13,500 new Work Coaches employed between April 2020 and May 2021 to be able to keep up with the amount of Universal Credit Claims made between these times. 



[bookmark: _Toc85377479]Stakeholder Analysis

Whatever the situation involving change, one thing that will always need to happen is a Stakeholder Analysis. Freeman (1984, p.46) explains a stakeholder as “any group or individual who can effect or who are effected by the achievement of the organisations objectives”,  There are many models that can be used to engage with the stakeholder, but firstly it would need to be decided who the stakeholders are and put them in order of urgency and sometimes power. If you look at the Department of Work and Pensions any change would firstly be influenced by the House of Commons and then be filtered down through the hierarchy. The Department of Work and Pensions therefore manage change in each department.   The change starts and would then be communicated from the top down but usually be implemented from the bottom up. This then will come down to team leaders to roll out the changes and keep the stakeholders informed along the way.

If you take the recent change in 2020 of moving from face to face delivery to virtual, this was something that not only involved the Work and Capability department but also the Job Centres. The job centres did not have to deliver training but they had to arrange meetings face to face with the claimants virtually. This put immense pressure on the department as initially there were not enough work coaches to deal with the claimants queries. 

The change had to happen very quickly to make sure that people did not fall into financial hardship. For over a year there were easements applied specifically for Covid 19.  This meant that certain checks were not being carried out and they used a Trust and Protect method where claims were being paid without any of the usual processes being carried out. Thousands of new work coaches were employed which meant that these needed leaders. The experienced work coaches were applying for the temporary roles of team leaders, which then left the inexperienced work coaches to deal with the fallout. This was also a very testing time for the new team leaders, as many of them had no real training but they needed employees who knew the role to try and mentor the new work coaches. 
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Communication is key to making any change a success. Once the change has been planned there are going to be certain stakeholders and these will normally be the ones who have a financial interest in the business who will want to be kept informed as the change progresses. They will want to know of any problems that arise and also any setbacks that could have an impact on the business. How the change is firstly decided and why it is happening would need to be communicated. Heathfield (2021) looks at the importance of communication 


[bookmark: _Toc85377481]Emotional Intelligence and Change

Following on from communication, the success of implementing a change is also closely linked to Emotional Intelligence. Even though communication is vital for change it is not always what you communicate but how this communication is delivered and received. It has already been established that change can often be met with resistance, this can be partly to do with a fear of the unknown or concerns for jobs safety, work life balance. Whatever the reasons for the concern how the leader navigate through this time can make all the difference. This is where Emotional Intelligence is very important. 

[bookmark: _Toc85377482]Conclusion

Emotional Intelligence can often be regarded more important than IQ when it comes to dealing with people and change. How you react to certain situations can have a big impact on the outcome. To able to understand the feelings and concerns of the followers whilst still keeping focus on the goal objective is not always as clear cut as it sounds. Many people will have negative reactions to change. It is not about dismissing their feelings it is about understanding where their concerns are coming from and reassuring them. The aim is to not focus on the change but to focus on the benefits after the change has taken place. 


[bookmark: _Toc85377483]Kubler- Ross model 

Coaching for change is key to stakeholders who are being led through a complex change. As discussed previously change is often met with resistance. Burns (2020) takes a look at the Kubler Ross Change Curve (1969) and looks at the stages, even though this curve was initially designed to show and understand the process of grieving this can also be applied to any major change or upheaval. This curve has not only been referenced in such programmes as Star Trek and Sesame street but is used by companies such as the BBC, Boeing and IBM as a management tool to help their employees through periods of change (Burns, 2020). 
The first stage is Immobilisation and Denial where one will not accept that the change is happening. The Department of Work and Pensions as a whole organisation felt the wave of change descend upon them during the pandemic, as did so many other organisations. The whole world did stop and question what was happening as things changed dramatically in just a matter of months. The second stage is the stage of Emotion- which is often shown as anger, this stage often consumes a lot of energy as people start to lay blame, possibly display anxiety. This part of blame did not really happen during the complex change, this was possibly because everybody was in the same situation. The problem with change it is  the uncertainty, there was anxiety as it was the unknown of what was going to happen, maybe not just in the workplace but also to the world as we knew it.  The third stage is Beginning to turn the corner or Bargaining, this was when the change was explained, but people hoped that it would not happen, this would all go away. The fourth stage is depression, change can cause the decline of peoples mental health. If you think of the grief, then depression does not always happen but there will be times when you are extremely sad. In the workplace especially looking at the changes that had to happen due to Covid- 19 it was not only the fear of the unknown for their jobs but also their families and the wider community. The final stage in the change is Acceptance. This part has still not yet happened in the change within the Department of Work and Pensions nearly a year down the line. The department feels as if this is just a temporary solution, some new staff know nothing different as they were employed when the change had already been implemented, therefore they will go back to the beginning of the curve if the working practices go back to the old way. 

[bookmark: _Toc85377484]Coaching and Change

Coaching is a tool used to hopefully motivate and get the best out of not only employees but athletes, students and even for individual personal growth. Coaching can often also be used to help people out of tough situations in their life. The Grow Model is one of the coaching models that is used widely in the DWP to help with change. Initially this was used to help claimants to see a way forward and back into the workplace after being in unemployment for many years. However, due to the sudden change in the DWP with the classroom delivery this was then used on the employees. Graves (2015) explains how coaching is not only beneficial for realising ones goal but also to help maintain perspective, build empathy, develop self-belief and stay focused. The four tenets of Emotional Intelligence which are Self, Others, Actions and Awareness are very important when leading an organisation or an individual through a complex change.
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Coaching skills is not something that all leaders possess. If you have a good leader they should possess good communication skills, emotional intelligence and also be able to coach. These are all very closely linked and to be able to do all three successfully is a gift. Coaching is important as you are able to put the goal in the hands of the follower and ask specific questions to get the best out of them. Coaching will keep people motivated and is important in change as it is giving the people helping to make the change successful a sense of purpose. It is often harder to gain a commitment from somebody who is being told what to do, however if they are being coached and the ideas are coming from them then there is more chance that the goal will be met and a sense of achievement will be felt once the change has happened. 

However, as much as coaching is very good for change, in the case of the Department of Work and Pensions and the changes that had to be made there was not much time for coaching, as this change was not a planned change where feedback could be given but it was a change which had to happen to make sure that people in financial hardship were still receiving their benefits. 
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Greenfield (n.d) talks about how often when there is a change time is often a great deal of time spent on planning, project management, processing tasks, systems and structures but what is often overlooked is people. This then can cause many problems and often lead to the failure of a major change. An interesting survey showed in 2004 which was carried out by the CIPD that “Employees attitudes and behaviour, specifically  resistance to change are the key constraints to effective organisational change” (CIPD Survey 2004). 


Leadership styles can play a very important part as to how the change It has already been discussed that change can often be deemed as negative but to try and persuade and influence that change is needed the end results it will often come down to the leader. The leader does not always need to be the one implementing the change but could just be the person who needs to communicate to the stakeholders and staff what the change is going to be and lead them to do this effectively. 
Fullan (2020) also looks at this and explains how Moral Leadership is very important when it comes to workplace change. Fullan explains how Learning Resource Network (2019) defines moral leadership as “how leaders touch hearts, not just minds, how they enlist others in a shared and significant endeavour and create the conditions where everyone can contribute their fullest talent and realise their deepest humanity” 

Cameron & Green (2012) look at how leaders need to balance their efforts across three dimensions to be successful in an organisational change. The first dimension is Outcome, the leader should be able to develop and deliver clear outcomes. If you take the Department of Work and Pensions for example the outcome was that the training for the newly recruited work coaches still had to take place, this was clear and there was no other option. The second dimension is interests and the third is emotions. To be able to effectively lead change it is very important that the outcome is met, however they need to juggle all three effectively and not take their eye of any one. This can prove very difficult.  If you look at Lewin’s style of leadership (1939) it seems that the transformational style would be more suited to lead a change. 

Transformational leaders tend to be energetic, passionate and enthusiastic (Cherry, 2020). The transformational leader inspires and the followers feel motivated which is something you need when you are leading a change. This can be demonstrated within the Department of Work and Pensions leading the change for the virtual delivery. The managers who were involved in the change understood the employees concerns. They understood that this new way of delivery was something that had not been done before and worked very hard to encourage and mentor the staff to be comfortable with the new way of working. The leaders held forums, masterclasses and made bitesize training specifically for the new way of delivery and the design team had to change all of the material so it was able to be delivered virtually. The leaders understood that this was going to be difficult, so they asked for volunteers from the delivery team to collaborate with the design team to make the change more user friendly.
Leadership and change is very important, but within the Department of Work and Pensions they have a network of departments who are also there to support the leader. If  any problems  arise or they unsure how to deal with an issue the HR department is always at hand to help out. Colakoglu et,al (2016) discuss the importance of a coherent set of HR practices to be able to help create an inclusive work climate and culture. There are many organisations who do not have the benefit of this and often feel alone whilst navigating through change because as much as the Stakeholders need to be led through the change it is often important that the Leader has that support too. 

[bookmark: _Toc85377487]Learning Styles and Change

Understanding and considering the team or individual who is carrying out the change is linked closely to David Kolb (1984) learning cycle and Learning Styles. The consideration and understanding of the learning styles of individuals is very important when leading change. What the learning styles show is that people often lean towards certain ways of learning. A workplace change such as the introduction of virtual delivery not only involved dealing with a complex change but learning something new. Therefore to be able to incorporate all learning styles not only when dealing with the change but also delivering to the new recruits virtually, all learning styles needed to be considered and provisions made for all. 

There are four learning styles as explained by McLeod (2017). Diverging is the first one which is all to do with feeling and watching. To help with the change for this type of learner there were live demonstrations on how to use Teams, practising with colleagues and one to one session with a mentor for those who needed extra help. The second learning style is Assimilating - this is related to with watching and thinking, so again the live demonstrations were used along with videos and power points explaining how the virtual delivery would take place. The third learning style is Converging which is doing and thinking. There were groups of people set up to actually practice delivery using Teams in a training environment that meant that the employees could practise delivering training to their colleagues using Teams whilst utilising the new material and feedback given to the delivery team. The final learning style is Accommodating which is doing and feeling this again links to the Converging where there was time to practice and use the new equipment and new material.
The fact that there was considerations made for each type of learner made a huge difference. It was not a one size fits all approach, and learners could swap and change the way in which they learnt until they found the way most suited to them.

[bookmark: _Toc85377488]Conclusion

How a leader manages change certainly does influence how well a change is managed. The leaders need to gain trust from the followers who will be helping to initiate the change. Leaders and managers are different.  Managers tend to deal with the day to day activities, and processes where as a Leader will often coach and inspire the followers to achieve the common goal. The leader needs to understand how this change will be carried out and give the follower the resources to be able to carry out the change effectively and efficiently. It has been discussed that the fear of change is often the unknown so by the leader explaining and allowing the followers to express their concerns will certainly help the change to run more smoothly. 

[bookmark: _Toc85377489]Kotters 8 stage

The changes within the Department of Work and Pensions are still happening, at the moment there are discussions taking place daily to look at what the future will look like within the organisation. There are so many questions that need to be answered but most of this involves around budgeting and what will happen moving forward. There is no doubt that the Government has paid billions of pounds extra due to the pandemic and as reported in the news recently this is going to be gained back through an increase in National Insurance Contributions. This will still leave a huge deficit. The models of change that will be discussed here is Kotters 
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	STRENGTH

· No competition 
· Dedicated staff with exceptional knowledge on benefits
· Low turnaround of staff
· Excellent internal communication
· Feedback channels
· Diversity and Inclusion
· Work/life balance
· Competitive rates of pay
· 



OPPORTUNITIES
· No competition
· Employment 
· 




	WEAKNESS

· Shortages of Work Coaches
· Shortages of Team Leaders
· Struggling to meet deadlines
· Recruitment policy
· Internal errors made on payments
· Technological Errors
· Higher percentage of Senior leaders from middle class background and above
· Some departments over worked
· Pay rises very minimal


THREATS
· Unemployment
· Homelessness
· Digital Service/ Virus
· Theft of classified information
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Department of Work and Pensions

	POLITICAL
Brexit
Covid-19
Foreign Trade
Fraud and Error
Tax policies
Political Stability



	ECONOMICAL
Economic Growth
Exchange Rates
Interest Rates
Tax increases
Unemployment
Benefits 



	SOCIOLGICAL
Age
Race
Gender
Health 
Safety Issues
Cultural Barriers
Careers
Unemployment



	TECHNOLOGICAL
Digital 
Teams
Virtual Delivery
Technological changes
Outsourcing
Innovation
Research and Development

	LEGAL
Employment Law
Trade Unions
Safeguarding
Consumer Laws
Patents
Pollution


	ENVIRONMENTAL
Carbon footprint
Sustainability
Recycling
Weather
Climate Change
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Introduction
12.01. A key objective of the Restart Scheme is that it should be tailored to local needs and responsive to changes in the labour market, at a local level throughout the contract. This objective was designed to support the delivery of a tailored service for each Participant, allowing the best possible chance of getting into employment. Collaborative working at a local level will aid in building a positive perception for the Restart Scheme amongst stakeholders and Participants, which is critical to securing the buy-in necessary to achieve outcomes for individuals.
12.02. This chapter sets out what you should and must do to identify and engage with stakeholders as part of delivering a flexible, locally tailored offer.
Effective Stakeholder Engagement
12.03. Your Restart Scheme delivery model, as set out in your contract, should be locally tailored, and adaptable to complement local initiatives in your Contract Package Area (CPA). You must design interventions which are aligned to local growth sectors, opportunities (e.g., training initiatives) and challenges (e.g., transport barriers, skills gaps) and work closely with employers and stakeholders to maximise local job opportunities for your Participants. The design of your Restart Scheme support offer and local stakeholder engagement, should add value locally and avoid duplication.
12.04. Restart Scheme CPAs typically cover large geographic areas, and will cover local economies with differing needs, employers and employment growth areas. The design and delivery of your Restart Scheme offer should be flexible to address specific local circumstances and demographics, and this should be reflected in your stakeholder engagement activity and plan.
12.05. You must identify and engage with key stakeholders to inform the design, implementation and delivery of your support offer. This will include large strategic stakeholders and smaller organisations who you may engage with at a more local level.
12.06. Key strategic partners have a large geographic footprint and may be capable of contributing to the Restart Scheme across all (or most of) the CPA. Typically, these might include Local Enterprise Partnerships (LEPs), Combined Authorities, Welsh Government and Jobcentre Plus Partnership Managers. You should be mindful that CPAboundaries may not coincide with the areas covered by your stakeholder organisations.
12.07. You will also have engagement with organisations with a more localised focus and delivery who, by their size and nature, contribute to your offer in specific locations but not across the whole CPA. They can bring detailed local insight and access to existing local services that might not be visible at the strategic level. Such organisations could include (but are not limited to) Local Authorities, Jobcentre Plus (Districts or local offices), local service providers and charities, chambers of commerce, and employer sector bodies.
12.08. Your core Restart Scheme offer should be flexible to adapt to local conditions according to labour market needs and the availability of services that can support your Participants. Engaging the right local partners can contribute to better intelligence about the local labour market and help you develop additional support offers appropriate to the needs and opportunities in the local economy.
12.09. There may be existing forums that you can engage with and you should seek to be an active participant in these. There will be different forums in each CPA and you should adapt to work with the best and most effective existing networks. Where no such local networks exist, you should be ready to bring stakeholders together. Your stakeholder activity should work cooperatively and collaboratively to offer a joined up, personalised support offer to your Participants. It should work effectively and avoid duplication of existing engagement structures, and existing provision (where it is already sufficient).
12.10. To ensure that stakeholder engagement is coordinated effectively across your CPA, it is good practice to have dedicated staff and resource tasked with engagement. You should review and refresh your engagement activity regularly.
Stakeholder Engagement Plan
12.11. You must produce, review and maintain an engagement plan which sets out how you will identify and engage with stakeholders in order to deliver high quality, appropriate and individualised employment support, to maximise job outcomes throughout the lifetime of the Restart Scheme contract. Your engagement plan will support your Local Engagement Meetings (LEMs) and associated objectives whilst informing your performance management discussions and reviews. You must ensure that your stakeholder engagement plan is available for review by DWP.
12.12. There will be different stakeholders in each CPA, and you should use your own judgement and knowledge to ensure that key organisations who can bring value to the Restart Scheme are included in your engagement. However, there are some organisations that have a significant profile and who we would expect to see included in your stakeholder engagement plan.
12.13. Where present, DWP would expect the following specific organisations to be engaged with in England:
· Mayoral Combined Authorities (MCAs)
· Local Authorities
· Local Employment Partnerships (LEPs) (including European Structural Investment Fund subcommittees)
· Skills Advisory Panels (SAPs)
· Local recovery boards (these may be called different names in each area)
· Association of Employment and Learning Providers
You may also wish to approach sector bodies such as the National Council for Voluntary Organisations.
12.14. Where present, we would expect you to engage with the following specific organisations within the CPAs in Wales:
· The Welsh Government
· Local Authorities (including European Funded Regional Engagement Teams)
· Careers Wales
· Regional Skills Partnerships
· National Training Federation Wales
· Wales Council for Voluntary Action
12.15. The above is a list of the organisations we would expect to see included in your engagement plan as a minimum, where they exist in your CPA. Your plan should be augmented by other local organisations who can play a part in the successful delivery of your provision of the Restart Scheme.
Please Note: You must have a stakeholder engagement plan in place which you must maintain throughout the duration of your contract, and this must be available for review by DWP on demand.

Engaging with Employers
12.16. You must engage with employers and employer representative bodies as part of the design, implementation and delivery of your support offer. Your engagement model should be tailored to local and national labour markets, and must be flexible to respond to change over the lifetime of your Restart Scheme contract.
12.17. Your employer engagement should be linked to your Restart Scheme support offer. For example, training offered to your Participants should reflect available jobs and growth sectors in the local economy. You could use your engagement with employers to identify these opportunities and link them with the training offered by other organisations within your stakeholder plan, and provide your Participants with individual bespoke training or work-based sector training. Through your engagement activity you may be able to identify forthcoming job opportunities or creating employment pipelines and guaranteed interviews for your Participants.
12.18. You should collaborate with other providers and CPAs to engage with and account manage national and large employers whose vacancies span multiple CPAs. This will assist the development of a joined up approach.
Engagement with DWP and Jobcentre Plus
12.19. It is essential that you build and maintain strong working links with DWP and Jobcentre Plus, maintaining these throughout the duration of your Restart Scheme contract. You will have regular contact with Jobcentre Plus Partnership Managers; DWPPerformance Managers; and DWP Commercial managers, amongst others in addition to the Jobcentre Plus work coaches, who you will have frequent engagement with, for example to undertake Warm Handover meetings and complete referrals to you. This approach will support collaboration and partnership working along with the sharing of opportunities that can support your Participant’s journey towards achievement of employment.
Local Engagement Meetings
12.20. You are required to deliver regular LEMs, no less frequently than monthly. They should be attended by Jobcentre Plus Partnership Managers, DWP Employer Account Division (EAD) Performance Managers (or equivalent roles) and other representatives from strategic bodies, where applicable in your area, including local authorities, MCAs, Welsh Government, LEPs, SAPs, Local Recovery Boards training providers, employer forums and employment sectors. Membership of the LEMs should be inclusive as practicable, with no arbitrary exclusion of interested stakeholders. Some stakeholders on your engagement plan may be local stakeholders who may stand to gain or contribute little value from attending a CPA level LEM, however it is important to ensure that their views are represented. Your local stakeholder engagement plan, including planned meetings or groups below CPA level, should reflect this.
12.21. The objective of the LEM is to ensure that regular contact with stakeholders is maintained and that stakeholders remain fully engaged with the Restart Scheme delivery, and are able to feed back to providers and DWP on delivery. It provides an opportunity to review and refresh your stakeholder engagement plan, if necessary. Objectives for consideration during the LEM are listed below although this list is not exhaustive:
· enable strategic coordination and alignment of provision, to avoid duplication and make the best use of the Restart Scheme and that which is delivered by Local Government and their suppliers
· discuss changes in local labour market conditions and seek views on necessary adaptations to the Restart Scheme service delivery
· to share intelligence regarding local labour markets to enhance joint working
12.22. At the LEM you and your strategic partners, including DWP and Jobcentre Plus representatives should review the roles of your stakeholders to ensure that your Restart Scheme offer remains appropriate to the labour market across the CPA and is responsive to local needs.
12.23. Each CPA will have differing stakeholder plans and different economic challenges. The Terms of Reference for your LEM should reflect your specific stakeholder plan.
Should you require an accessible version of any of the Restart Scheme forms listed in this guidance you will need to request them via email at CMPD.PMO@DWP.GOV.UK
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