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Concluding a successful eight-year employability project, this report examines the effectiveness of the change management process, through the eyes of Cameron and Green’s (2009) Change Cycle - comparing the recommended action and approach, with that executed by the Department for Work & Pensions.

Undertaking Environmental, PESTEL, Stakeholder and Forcefield analyses, enabled exploration of affected parties, opposing forces for change, including consideration of McKinsey's 7 S’s - allowing for more detailed scrutiny.

Team formation, use of Behavioural, Cognitive and application of Psychodynamic approaches to change are discussed, as are the theories of Visionary and Transformational Leadership.

Power, politics and leadership concepts (Autocratic and Democratic) within organisational structures (and associated business metaphors) are considered. The influence of communication, emotional intelligence, interpersonal skills, knowledge and behaviours demonstrated in comparison with organisational culture and values are studied – appraising their ability to foster trust, motivation, empowerment and the capacity for change. Models of embedding new procedures following change are subsequently noted.

Finally, a summary of findings and recommendations to remedy and improve approaches to change management – a constant phenomenon within DWP - and its effect on dissatisfied staff, to minimise discontent, disruption, and enable more prolific future efforts.   
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Introduction

The DWP, one of the Government’s largest holders of data, spent £225.7 billion in 2021-2022, delivering pension age, disability and £59 billion in working age benefits (ONS, 2022). This spend including subsidised employability support provision – aiding clients who are able to work, into sustainable employment.
A venture with Welsh Government and Local Authorities, tailored support has been delivered in deprived community settings for over twenty years, the last eight by the Communities for Work (CfW) Project. Engaging outside the Job Centre environment proving conducive in building trust and constructive relationships, to better establish (and meet) customer need, whilst offering the opportunity to build valuable networks. Assisting economically inactive and unemployed clients with training, application support, essential funding (transport; childcare; clothing and equipment), advice and moral support to overcome employment barriers. The wealth of support, promoting the financial and mental health benefits of working, empowering clients into viable employment to suit their needs, whilst consecutively adapting to local labour market demands.
Despite acknowledging its success and excellent reputation; gaining two project extensions; exceeding job entry targets: moving 10,836 clients into work in Wales (Alford, 2023), due to Brexit and the consequent end of the European Social Fund (ESF), the DWP ceased this initiative at the end of March, providing no replacement project – contrary to previous insinuations. The news came as an unwelcome shock to the network, concerned councillors and stakeholders, the one hundred and sixty-nine staff members across Wales undergoing redeployment, as well as their clients - facing the unease of moving to alternative provision. 
In a government organisation constantly subjected to change, acknowledging the main reason for the project cessation, the difficulty encountered by those affected is the way the change has been managed, or rather – mismanaged. The absence of adequate planning coupled with inappropriate, inadequate communication – staff hearing information third-hand, raising questions over the future of their jobs, and not empathically cascaded via appropriate channels. This approach suggesting a disregard for staff wellbeing, who have gone above and beyond their remit to deliver, gaining immense job satisfaction as part of clients’ progression and journey to financial independence.
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Case Study
 
[bookmark: _Toc364057097][bookmark: _Toc1000050484][bookmark: _Toc1329488216]Establishing the need for change 
 
Launched in May 2015, CfW was intended to operate until March 2018 (Burrows & Holtom, 2018) - its success fostering three extensions to March 2023. With twenty years of successful community employability provision within DWP, as one project ended, another began. Eligibility criteria and support offerings differing slightly, however all sharing the same objective: supporting the most vulnerable in society and working to end the benefit culture. Project members presumed that this occasion would be no different, eagerly awaiting details of the new venture – apparently in its development stages, hindered by the pandemic.
In April 2022, it transpired that no replacement project would ensue, and a period of ‘planned’ organisational (and individual) change was imminent – evaluating the steps of which by utilising: 

[bookmark: _Toc1828192562]Figure 1. Cameron & Green’s Cycle of Change (2009)
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The overriding external change factor is funding, with DWP’s subsidy from the Welsh European Funding Office ending. 
Consideration for all circumstances and subsequent organisational and stakeholder impacts may be examined by Environmental (Appendix A), PESTLE (Appendix B) and
[bookmark: _Toc912073883]Figure 2. Stakeholder Analysis:  
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The concept of this change, affecting staff in particular (some contentedly performing their role for decades), has proved extremely difficult, acknowledging that without this enforced shift, they would happily remain in their comfort zones. Concern also directed towards customer service and delivery - dedicated employees fearing that clients may receive inferior support moving forward, increasing demands upon already stressed job centre colleagues.
The driving and restraining forces may be quantified by:
[bookmark: _Toc981306679]Figure 3. Lewin’s (1951) Forcefield Analysis Ending DWP Community Employability Support Provision
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The financial change drivers in this case are more easily measured for analysis than the intangible forces – when considering potential effects and outcomes, and can be more subjective depending on contributors’ experiences, values and biases. Schwering (2003, p. 362-3) echoes this sentiment, claiming that “the technique is highly dependent upon the planner’s experience, cognitive style, personality, and resulting mental models”, causing possible “cognitive bias and heuristic errors”. Thus, proposing discussion with a varied focus group and gap analysis - consideration of (Peters & Waterman, 1982) 
[bookmark: _Toc1478813003]McKinsey’s 7 S’s Model:
· Do the persons involved have the required Skills and competence?
· Are adequate Systems and processes in place to facilitate the change? 
· Have leadership Styles, values and viewpoints been considered?
· Are Staff in positions complimentary to their competence and interests?
· Shared Values – do colleagues’ values align with those of the organisation?
· Evaluate the Structure of the teams and individuals involved in the initiative. 
· Strategy - prudent resource allocation, clarity and understanding of goals. 
Schwering (2003, p. 369) reiterates that gap analysis, considering the existing situation and required state of change, together with consideration of the forces involved “optimize the breadth and depth of the analysis”.
Although limited in scope, Lewin’s analysis is a valuable component of change management, Schwering (2003, p. 361) deeming it “a time-honored, problem solving and action planning technique”, which may be revisited later the process, re-examining opposing forces to monitor and drive progress – a view corroborated by Cameron & Green (2009). 
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Similarly to Cameron & Green’s (2008) suggestion regarding preliminary steps of change management, Kotter (2012, p.54) recommends forming a “strong, guiding coalition” to steer the organisation, which should contain “the right composition, level of trust and shared objective.”
Imperative that these individuals work well together, having defined roles, they should share focus and commitment to achieve the goal. Understandably, the more similar the members, sharing values, a ‘common understanding’ is more easily reached, with fewer occurrences of conflict. This however poses a higher risk of error and less consideration of the big picture - the lack of diversity restricting varied viewpoints and attitudes. Tuckman (1965) derived the Forming - Storming - Norming – Performing stages of team formation, adaptation and development, until productive efforts are reached.

Adopting a cognitive approach to change, with positivity and ingenuity allows for problem solving, learning and reframing when encountering obstacles.
Not utilising their Change Planning and Delivery team, DWP instead created a team consisting of the director, senior leadership, devolution partnership manager and Human Resources.
A separate working party convened, addressing and escalating issues identified, and questions and concerns raised by staff. A design group also formed, devising an event and activities to recognise and celebrate successes – potentially a behavioural approach to change tactic. This attempt to raise morale also offering an insight into the wealth of alternative career opportunities within the Civil Service - intimated as potential redeployment opportunities.
In relation to forming change teams, Kotter (2012), recommends deliberation of four categories:
· Position Power – in this example, senior management were seemingly involved, however decision-making ultimately at the top - based on business need.
· Expertise – the change group’s detachment and lack of hands-on knowledge and experience affected the decision-making process, action choices and approach taken.
· Credibility - initially, team members’ reputation was that of integrity and trust – as nobody had reason to consider otherwise, however this perception soon deteriorated, significantly damaging morale.
· Leadership – despite containing a number of leaders, the group’s decisions and actions were surprising to some – under the impression they had an element of influence, causing embarrassment and the need to apologise to misled staff. 

Appreciating the requirement to satisfy business need, consideration should always be given to the interpersonal skills utilised and individuals involved – staff and customers. Cameron & Green (2009, p.73) endorse this view, stating that “management of change is more likely to succeed if attention is given to the people side of change.” 
The Civil Service, adopting top-down, authoritarian leadership (Lewin, 1939), primarily observes an autocratic approach, with centralised decision-making and control, staff in specialised roles with set objectives. This ‘machine’ metaphor (Morgan, 1986) echoes many characteristics stipulated by Mintzberg’s (1980) Machine Bureaucracy and Weber’s (1947) Ideal Bureaucracy.
Cameron & Green (2015, p.153) reflect upon Senge et al’s (1999) claim that “successful leadership of change does not have to come from the top of an organization. It comes from within”, continuing that “senior executives do not have as much power to change things as they would like to think.”  
In an ever-evolving democracy, staff are less motivated to perform by being told what is happening and what to do, instead favouring input. Provision of insight into the qualitative knowledge gained on the front-line, allows more effective decision-making, promoting staff buy-in to encourage and sustain required change. Recognising the need to consider circumstantial views - not purely facts and figures, Schein & Schein (2017, p.294) conclude that “the change leader is to stay focused on the change problem and really think through whether the measurement approach will be helpful or whether some qualitative work must precede any culture assessment as well as whether culture itself is better understood qualitatively”.
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Visionary and transformational leadership is invaluable during times of organisational change. DWP’s former District Manager - exemplary in his field – removing targets, gifted to motivate staff in doing what was best for the customer at that time – clearly communicating and sharing his vision, his sense of care and appreciation inspiring further efforts to deliver and improve. Leading by example, his sense of integrity, words and actions corroborated DWP’s vision and values.

In April 2022, staff became aware (by word of mouth) of comments made by Wales’ group director, whilst visiting local job centres, openly discussing that no replacement project would ensue. This hearsay causing concern, delivery managers quickly convened, discussing the rumours, consulting senior management for guidance – who were also oblivious. Managers were faced with the arduous task of notifying their teams, with very limited information to convey, accompanied by the awkwardness of this update not being appropriately delivered to the staff affected, in advance of others. 
Understandably aggrieved, staff felt that this approach contravened organisational values – including ‘we care’ and ‘we value everybody’, besides the breach in discretion and integrity. 
To gain promotion, candidates must evidence their competence in a number of ‘behaviours’, encompassing standards and values. Becoming increasingly frustrating, is the evidence of senior staff seemingly not exhibiting the values and mannerisms expected of upcoming management.

As an organisation subjected to continual change, customarily demonstrating resilience and adaptability, this instance was the first in a catalogue of errors, affecting the (vitally important) origin of vision communication, exacerbated by the contradiction with DWP’s culture. Corroborating this stance, Drucker (2005, p.223) stipulates “To be effective in an organisation, one’s own values must be compatible with the organization’s”. This inconsistency between values and actions and necessity to lead by example is echoed by Kotter (2012, p.99), “Telling people one thing and then behaving differently is a great way to undermine the communication of change vision”.
Inadequate advance planning and research refute Kotter’s (2012) recommendation to ‘create then communicate the vision’, and evident lack of direction (accompanied with inferior interpersonal skills), failed to inspire staff confidence in the process from the outset. Bennis (2009, p.33) instructs that leaders must have “a clear idea of what he or she wants to
do.” “Unless you know where you’re going, and why, you cannot possibly get there.” 
Acknowledging the requirement of integrity and doing the right thing, Bennis (2009, p.34) confirms this as the foundation for trust, “the one quality that cannot be acquired, but must be earned. It is given by co-workers and followers, and without it, the leader can’t function.”  
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Active communication and emotional intelligence have been sparce during DWP’s change process. The unwelcome news, unethically cascaded to irrelevant parties before the affected staff – without consideration for an official announcement to those directly impacted.

After requesting a meeting to verify the truth behind the rumours, there followed a refusal to record Teams meetings (for absent colleagues), to possibly avert potential repercussions. Input sometimes discouraged in meetings, the audience advised that it was ‘not the time nor place for questions’, contrary to Kotter’s (2012, p.92) stance: “Give and take: Two-way communication is always more powerful than one way”. An unprofessional, ill-suited delivery – deeming it appropriate to laugh and joke to extremely concerned individuals - anxious about their futures and customers, whilst repeatedly questioning whether anyone was contemplating retirement - their colleagues visibly embarrassed. Suggestions of supporting roles in job centres, maintaining community provision via free outreach premises and secondments to LA employability roles were rebuffed.  

Advised that due to ESF’s cessation, funding was unavailable, with no further explanation or mention of any research or rescue action attempted – one likening the situation to ‘building the house, adding the extension, then the swimming pool - then knocking it all down.’ Political suspicions have surfaced, speculating that a Labour-led Welsh Government, and Conservative Central Government, conflicted in interests have negatively affected funding – potentially influencing Welsh Government’s decision to invest in Local Authorities, rather than a crown body. 
Had a full account of circumstances regarding the ‘replacement’ Shared Prosperity Fund (unavailable to DWP) being issued to LA’s, and Levelling Up Fund open to project bids via LAs (Gov.UK, 2022), and other funding avenues (to continue the venture, albeit in a different format) explored without success, staff may have had more understanding of the situation -  felt supported, built trust and more readily accepted the change. Bombarded with deficient information and an unconcerned demeanour, compounding tensions, Drucker (2001, p.266), validates “the more information, the greater is the need for functioning and effective communication.”
Kotter (2012) substantiates this requirement of understanding to obtain staff commitment, its absence delaying the ability to advance. 

Management made every effort to emotionally support colleagues, they too enduring the same fate. Contrary to Kotter’s (2012) recommendation to develop a sense of urgency, a lengthy lull followed, with staff left in limbo. Emotionally chaotic punctuated equilibrium allowing staff the denial of impending change during lengthy periods of inactivity, and subsequently greeted with periods of extreme stress as emergent change evolved. Concurrently, LA project staff were moving to alternative roles, leaving one team of ten reduced to two, with no outcome target beyond December 2022. DWP colleagues were denied lateral moves, and outcomes expected until project close – the inconsistency of approaches causing understandable resentment.
Goleman (2004, p.290) corroborates that “Lack of fairness breeds resentment”, resulting in “cynicism and alienation, along with a loss of enthusiasm for the organization’s mission.”
Management, provided with a window (over the Christmas period of peak leave) undertook lengthy interviews, working with colleagues preparing reports, obtaining a comprehensive account of staff’s competencies and location preferences, for scoring in relation to role allocation. This exercise taking priority over normal duties, causing considerable stress and unease for colleagues, many concerned regarding potential scoring implications.
Ultimately, all staff were offered Work Coach roles, the majority in their desired location (which many rejected) - the arduous task completed proving futile. 
Senior management, actively engaging and backing staff - recognising the need for participation and psychological support (Cameron & Green, 2015), were also misled to believe that alternative roles were available for redeployment, met with staff, interacting and apologising – embarrassingly, also a shock to them. 
The consensus that the upper echelons remain oblivious to the situation’s gravity and effect on wellbeing.

To drive engagement an encourage buy-in, Cameron and Green (2008, p.27), refer to Bass & Avolio’s (1990) three steps: 
· “Sharing a vision and clear purpose in a way that commands interest and followership;
· focusing on individuals as they go through the journey of change, ensuring that their needs are met and that they are supported in their endeavours to develop;
· getting people excited and engaged, motivated and enthused in the change agenda.”

Conspicuous by their absence - a probable factor in staff’s detachment to the process. 
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As change requirement manifests, similarly to Cameron & Green (2015), Kotter (2012) encourages the need to ‘empower and move obstacles’, embedding the adoption and encouragement of change – concurrently influencing their counterparts.
Handling change differently, some resemble radiators, others drains – reactions varying dependent on mood and personal circumstances. The more positive adopting a cognitive approach – breaking the pattern of stagnation and reframing the situation allows change to be perceived as opportunity, reassuring colleagues and providing positive affirmation. Others, being more pessimistic, may seek out more negative aspects, and remain resistant to change, continuing the cycle of denial, bargaining and anger – particularly those of an older generation, deeming it futile to gain new skills as they near retirement, prolonging the chaos and inevitable change.
The sense of grief experienced may be illustrated by the Psychodynamic Approach:
[bookmark: _Toc902298969]Figure 4. Kübler-Ross Change Curve (1969) & Satir’s Change Model (1991)Time
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Kübler-Ross adopts a simplistic change curve, illustrating the emotional stages experienced, and more pertinent in this study: Satir’s change model – fittingly depicting the extended chaos endured (affecting morale and productivity), with nine months in limbo, lacking support, awaiting direction and options for future job roles.
Had staff felt empowered, kept fully informed, input and innovation encouraged, individuals would more readily reach the stages of integration and acceptance. Instead, many staff are moving to new directorates, others seeking new jobs, due to the loss of trust.
  
Cameron and Green (2008) refer to Visionary Motivator, Sir Richard Branson’ ability to familiarise himself with his team, building trust, and under demanding circumstances allowing them to innovate – without advising them what action to take. The lack of autocratic micro-management empowering growth and development. Bennis (2009) also suggests that empowerment brings opportunity.
Instrumental in inspiring empowerment, Bass and Avolio (1994, p.3) discuss their Four I’s of Transformational Leadership:
Idealized Influence – role modelling and inspiring leaders, “admired, respected and trusted”, “considering the needs of others”, relied upon “to do the right thing, demonstrating high standards of ethical and moral conduct.”
Inspirational Motivation - “motivate and inspire those around them by providing meaning and challenge”, creating “clearly communicated expectations”, demonstrating “commitment to goals and shared vision”.
Intellectual Stimulation – “innovative and creative by questioning assumptions”, encouraging new ideas, approaches, and solution-focused problem solving.   
Individualised Consideration – coaching and paying “special attention to each individual’s needs for achievement and growth.” 
Again, fundamental principles lacking in DWP’s approach to change.
[bookmark: _Toc1014072930][bookmark: _Toc1851287767][bookmark: _Toc1242852338]Noticing improvements and energising

The timing of individuals traversing the grief curve depends upon their mindset and relationship with the change agent. Those more resistant having a longer journey before regaining positivity and a new status quo. Resistance is better managed with effective communication, building relationships of trust to support the end goal and rehearsing potential queries. Hayes (2002) recommends that change agents adapt their style and approach according to the individual, utilising their perception (based on the member’s behaviour and reactions following previous interaction), to anticipate potential scenarios and next steps. This element of planning essential to provide a constructive response, predictively ‘nudging’ (Thaler & Sunstein, 2009) individuals in a desired direction. 

Once acceptance is established, reward and recognition should follow for those establishing the change vision. Cameron & Green (2009) recommend maintaining energy, creating new projects affiliated with the goal, and investing resources. Kotter (2012) also suggesting that further change is introduced. Maintaining energy throughout their cyclical approach, allowing its adoption at varying stages of change management, Cameron & Green (2009) also note the intense energy and pace mentioned in the earlier stages of Kotter’s model, seeming less pervasive in the latter stages, with less manager involvement. 














[bookmark: _Toc188756653][bookmark: _Toc912976285][bookmark: _Toc549825882]Consolidating 

This element of Cameron & Green’s (2009) model, echoes concepts within Kotter’s (2012) Eight-Step Model and 
[bookmark: _Toc1069664098]Figure 5. Lewin’s (1951) Three-Step model:
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Move/ Change
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Following transformation, risk ensues that actions will revert to their previous state - old habits re-emerging. To maintain momentum and progress, the shared consensus is the need to ‘move’ towards the new ways of working, until ingrained within the new culture. Whereas Lewin (1951) deems this final stage ‘re-freezing’, Bennis (2009) ‘forging the future’, Kotter (2012) labels this step as ‘institutionalising new approaches’, encouraging the understanding that these revised conditions will produce successful outcomes. Uncomplicated and useful in principle, Lewin does not include people in the process – comparable with autocracy, Lynch (2003, p.772) claiming it “tends to treat people as the objects of manipulation and does not involve them in the change process”. 
With two advisors still unassigned, awaiting new roles - reasserting resistance, the majority of CfW staff begin new positions within DWP, some within alternative directorates – favouring a change of role, leadership and localised clan culture despite a longer commute.
Greater career development opportunities, freedom and flexibility to innovate, and a less infantilised culture fostering empowerment.
Mindful of inconsistencies in culture between directorates, Kotter (2012) stipulates that culture should be in place before change, and if the culture needs changing, some people may need to be lost along the way.
































[bookmark: _Toc988164456][bookmark: _Toc186286358][bookmark: _Toc1727143951]Conclusion & Recommendations

Acknowledging failings, DWP (2022) admits “Change management continues to be highlighted as an issue”. Of the 65% of staff (56,500) partaking in their People Survey, 39% felt that change is well-managed - this percentage possibly lower, considering the number of non-participants, potentially feeling that airing views would prove futile or detrimental.  
Claiming to demonstrate their values daily, the absence of a verb is noted in ‘we adapt’, with no expansion on how well (or badly) executed. This study lacks demonstrational leadership evidence of Civil Service Values (Gov.UK, 2015): ‘we care’, ‘we value everybody’ and behaviours – lacking (the perception of) care, discouraging and disregarding staff input, corrupting morale, with members’ frustrations and anxieties unnoticed. Potentially damaging consequences for all stakeholders.

Essential ahead of change, Bullock and Batten (1985) corroborate the initial steps required of exploration and planning in Machine organisations.
The capacity to relay information in an engaging manner, preparing responses to potential queries is pivotal, ensuring a positive outlook is achieved, with less resistance to change. 
All important, is the approach and demonstration of emotional intelligence – some arguing this more important than academic intelligence. 
Goleman (2004, p.196) claiming this “emotional craft” “brings greater efforts and better performance”, and “In times of transformation, a charismatic, inspiring leader is called for”, “committed to nurturing relationships with those they lead”, and “appeal to people’s sense of meaning and value.” Again, evidence of these concepts lacking.

As well as investing in systems, I would encourage investment in human capital – the invaluable commodity. Senge (2006) and Kotter (2012) promote the creation of learning organisations – inspiring progression in visionary, transformational leaders. Upskilling to recognise the importance of building relationships, listening to, valuing and empowering staff. Company values should be instilled in all members, with everyone leading by example.
I would also reimagine the open-to-misuse, flawed recruitment process, attracting honest staff demonstrating integrity, competence, emotional intelligence and evidence of alignment with organisational values. 

Time will tell whether this change will be successful or not, the effects not observable from unemployment statistics alone. However, should DWP reintroduce employability provision, all experienced staff will have moved on.
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Effects of the Change
Loss of employability knowledge, experience and invaluable networks as staff leave
Uncertainty and inconsistency affecting staff morale, wellbeing - and performance
Loss of trust in the organisation, due to a lack of care, communication, leadership and planning
Inconsistency, unease and unwelcome change for vulnerable clients
Staff members seeking alternative employment (outside the DWP)
UK Shared Prosperity Fund delivered to Local Authorities to provide employability support
Question over sufficiency of future employability support (limited barrier funding and benefit advice/ knowledge) 
Work impact on Job Centre colleagues and economic/ social consequences in deprived communities
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Political

	Democratic vote to leave the EU, resulting in Brexit and ESF cessation. Successful local project bids for Levelling Up Fund and monies from UK Shared Prosperity Fund (issued to Welsh Government by Central Government) will be paid to (and allocated by) Local Authorities. Labour-led Welsh Government and Conservative Central Government – potential conflict of interest. Public sector strikes. Welfare Reform Act; response to national unemployment and sickness levels – more stringent processes; the effect on the taxpayers purse/ welfare spend, and additional Cost of Living payments during financial austerity. 
 

	
Economical
	Loss of ESF, and no option to fund via LUF or UKSPF means DWP have refused to fund further Wales-specific employability provision (despite some outreach premises offered free of charge). DWP investing in (and outsourcing) UK-wide, Work & Health Programme, Re-Start and JETs programs. Financial (and productivity) implications of public sector strikes. Potential increase in out-of-work customers as community employability provision is down-scaled, and clients have to meet the cost of transport into town/ cities - more prevalent during the current cost of living crisis. Moving staff into Work Coach roles will assist with increased job centre caseloads. Staff moving into Universal Credit Review roles, identifying anomalies and correcting errors is resulting in significant savings – with fraud and error increasing since the pandemic. 
 

	
Social
	DWP employability withdrawal in deprived community settings with high levels of unemployment, sickness and lone parents – often with undeclared resident, working partners. Potential increase in benefit claimants and poverty, could consequently lead to higher crime levels. Additional support is more likely to stop the benefit culture, avoiding a similar fate for future generations. Lack of local knowledge and loss of DWP affiliation will result in fewer fraud referrals. LA employability provision will lack the same level of funding and expertise (as was previously available). Loss of staff job satisfaction and customer wellbeing/ mental health/ personal development by fostering supported relationships and ultimately moving into employment. Lack of networks within local schools, nurseries, medical settings may reduce ongoing employability referrals.
  

	
Technological
	Lack of digital employability intervention with customers, where face-to-face intervention is infeasible (i.e. childcare), necessitating transport costs – potentially increasing the amount of ‘failure to attends’. Reduction in community support to develop digital skills - setting up/ accessing e-mails, digital job searching, applications and interviews; e-learning. Fewer opportunities to access local advice and benefit information with live demonstrations of better-off calculations, systems tutorials etc. Less funding/ up-to-date knowledge regarding availability for essential digital equipment to develop skills and gain employment.
 

	
Legal
	Anti-discrimination laws, compliance with diversity and inclusion policies – potential affect upon accessibility of employability support opportunities being available to all (and tailored to meet individual needs). Possible client ignorance of employment law and job application declarations; legal agreement/ disclaimer when claiming benefits to report changes and undertake job searching activity as stipulated in the Universal Credit Claimant Commitment. Potential Health and Safety implications – policy updated to include the Covid 19 response. GDPR – possible contravention/ risks surrounding client data with LAs undertaking employability support – with less stringent processes regarding sensitive paperwork and e-mail correspondence. 
 

	
Environmental
	Conditions of DWP operations (including contingencies and revised processes) and social impacts (together with economic factors) upon the locality, as a consequence of the Pandemic – and increased risk of infection if visiting highly occupied premises. Attitudes to the environment & geographical locations – increased pollution if having to use transport to attend employability support/ the job centre. Environmental/ geographical/ seasonal response to labour market demands and associated networks.
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