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Executive Summary
The following report outlines the impact of the global pandemic COVID-19 on the Employment Relations climate within DWP and other organisations.
DWP is the largest government employer with over 86,000 employees. DWP administers the welfare reform system to the UK, including benefits to working-age and retirement age citizens.  
This report examines the impact of COVID-19 on Employment Relations, specifically relating to external factors such as social, technological and political.
It also critiques the role that leaders play in managing the ER climate, and the relevance of their leadership abilities and skills such as emotional intelligence, in managing DWP’s relations.
This paper analyses the role that health and wellbeing play in achieving an effective employment relationship between Leader and Colleague.
Recommendations are made to improve the Employment Relations climate by prioritising the health and wellbeing of colleagues through the crisis and using technology advancements to promote, establish and maintain a robust ER relationship.
Furthermore, the recommendations will suggest placing concentration on ensuring leaders are equipped with the skills such as emotional intelligence, to help them place their people at the heart of everything they do and subsequently strengthen the ER climate in DWP.








Contents Page
Table of Contents                                                                         Page
Executive Summary
Introduction                                                                                               3-5                                                                                                         
Aims of the Report                                                                                      5                                                                                               
Literature Review                                                                                     6-8                                                                                                   
Theories of ER                                                                                        8-11                                                                                                    
Impact of Megatrends-  COVID-19 Technology impact on ER                12-13                                                
Health and Wellbeing, COVID-19 and ER                                                   14                                                    
The role of Leadership, Leadership Trust in ER and COVID-19                15                     
Impact of COVID-19 on ER and Social factors                                         16-17                                                
Employee Engagement, ER and COVID-19                                             18-19                                                      
COVID-19, polital factors and ER                                                               20                                                                   
Current ER climate and impact of COVID-19                                              21                                                 
Financial Impact of COVID-19 in terms of ER                                           22-23                                             
Roles of Parties in ER                                                                                24                                                                                      
Findings                                                                                                      25                                                                                                                
Conclusion                                                                                                 26               
Annex 1-SWOT of DWP ER and COVID-19                                              28                                                        
Glossary of Terms                                                                                       29                                                                                      
Reference List                                                                                             30                                                                                                                                                                      
                                                                                                           





Introduction
Employment relations is concerned with establishing and preserving effective working relationships within the workplace and is characterised by designing and implementing effective people practices, that subsequently encourage positive behaviours. (Kaufman, 2014, CIPD, 2020)
Moreover, ER play a critical role in fostering several positive workplace outcomes, such as employee engagement and commitment, being defined as the “the set of conditions of conditions determining the use, and reproduction of labour force.”  (Meyer and Allen, 1997, Hodder, 2015)
Early research by Barnard (1938) proposed that ER comprises of two elements, offered inducements and expected contributions, in an effect a bargaining process. (Neville, 2018)
Trade unionism in Britain, jugged by aggregate membership organisational coherence and extent of representational rights, bargaining power and political influence, maybe on the decline but still dominates DWP’s ER culture. (Brown, Lucio and Meardi, 2019) Unionism is defined as “the support for the political aims of the trade union.”  (Rose and Busby, 2017) Economic dissatisfaction, slow wage growth and widespread inequality, the use of trade unions in DWP are strong with over 60,000 DWP employees are members of the union and has been presented as a tool to facilitate employee voice. (Loouche, 2020, Foster and Rasmussen, 2017) 
Thus unionism in DWP has fostered a strong militant culture across offices and regular proactive picketing and strikes most recently involving disagreements around pensions. (Brown, 2018, Gill-Mclure and Thornqvuist, 2018) Which in turn is by low trust and high process organisational culture led by an autocratic leadership structure. (Budd, 2020,)
Autocratic leadership is known as a “series of practices used by leaders to centralize power.” (Briker, Walter and Michael, 2020) In contrast, democratic leadership represented by leaders distributing authority, empowering subordinates and include them in the decision making process. (Callier, 2020, Jamison, Rosenbaum and Carter, 2017) 
When considering the ER, it is imperative to consider the environments in which they occur. (Becker-Ritterspach, et al, 2019) DWP as the largest government employer operates within a highly complex and demanding environment comprising of 86,000 employees, has driven the response to COVID-19 with passion and focused their ER upon the familiar notion of civil governance. (Johnson, Rubery and Grimshaw, 2019) 
Significantly ER is affected by the macro and microenvironment. Public organisations such as DWP, have been historically subjected to several macro-level changes, including the transition from traditional public administration to new public management and more recently to new public governance. (Audenaert, George and Adelian, 2017, Fudge, 2017) 
These emerging changes have induced diverse demands on Civil Servants ER, ranging from regulated job roles, rules and lifetime employment of Weberian bureaucracy. (Bakker, 2015) To productive, accountability, inter-organisational governance which is driven by public demands at the front end, to stakeholder satisfaction at the other. (Hammerschid et al, 2016) Consequently, these macro-level changes have resulted in a positive ER in terms of a lifelong career with reciprocal allegiance between employee and employer. (Brandl and Ibsen, 2019, Kaufman, 2014) 
On the 31st of December 2019, a collection of pneumonia occurrences of unspecified anatomy was identified in Wuhan City, China. (O’Donell and Begg, 2020) Considering the serious nature of the disease, the World Health Organisation affirmed the outbreak as a Public Health Emergency of International Concern, on the 30th of January 2020. (Touma, 2020) The disease evolved rapidly, and within 3 months more than 4.3 million cases were identified, which triggered an announcement on the 11th of March 2020, declaring the eruption classification as a global pandemic. (Elsevier 2020, ONS, 2020)
The COVID-19 pandemic is one of the greatest challenges to face society in generations, possessing the greatest threat to people, with the virus spreading rapidly worldwide, affecting the lives and livelihoods of billions of people. (Bouey, 2020) It is therefore important to critically evaluate the impact that the recent pandemic has had on DWP’s employée relations climate. (Wang et al, 2020)

Aims of the Report
This report aims to firstly to examine and critically evaluate the impact of COVID-19 on the ER climate in DWP and other organisations 
Secondly, to critically evaluate the theoretical understanding of ER concerning the organisational context
Thirdly to examine the impact of COVID-19 and ER climate on terms of political, social, technological, economic/financial factors.
To critically highlight the role in which Leaders play in establishing and maintain a strong ER climate
Critically evaluate the role of health and wellbeing concerning the ER climate.
Finally, to provide recommendations on how to improve DWP’s ER climate. Objective 1-Examine and critically impact of COVID-19 on DWP's Employee 








Literature Review
COVID-19 an Overview and impact on ER
The impact of COVID-19 on the UK population, health system and economy has substantially impacted ER and has been referred to as the greatest demand humanity has faced since World War 2. It has swiftly spread around the world, bringing health, political, economic, environmental and social challenges. (Chakraborty and Maity, 2020, Sarkar, Debnath and Reang, 2021, Lui et al, 2020, Anser et al, 2020, Lal et al, 2020)
The first identified cases of COVID-19, in the United Kingdom, was reported in late January 2020. (Almad et al, 2020) With person to person transference within the country confirmed by late February, directly impacting the ER within organisations. International and regional local travel restrictions were imposed, which immediately implicated ER within the hospitality, international travel and tourism employment sectors, causing redundancies and furlough. (Gossling, Scott and Hall, 2020, Oyarzun, 2020) 
The novel disease struck the entire world, through widespread human transmission. (Bukari and Jameel, 2020) Resulting in 41,908, 988 confirmed cases, 1141,130 deaths and 31, 100, 678 recovered cases as of December. (ONS, 2020) Latest figures show a positive testing in Wales has decreased, equating to 44,1000 or 1.45% of the population. However local stats of positive cases have shown Swiss Valley a local village showing a worryingly 700/100,000 cases positive.  COVID-19 has affirmed how remarkably unprepared the world is for a pandemic and how freely viruses advance in our linked-up world. (Kavanagh et al, 2020)
COVID-19 has induced the ER world to react with agility and change their work, social and home life practices drastically. (Glandra et al, 2020) These Including impacts on DWP’s working arrangements, which has forced 85% of businesses to work remotely at home. 
Significantly, numerous attempts have been hastily made to mitigate the proliferation of COVID-19, including national lockdowns implicating the whole of the country, together with regional lockdown that has effected Wales only and social distancing strategies.  (Sismondo, 2020) Which have subsequently implicated ER negatively in terms of health and wellbeing, Evidenced by a study by people reporting to feel socially isolated and suffering from psychological problems, such as anxiety. (Montak et al, 2020)
It is important to recognise that however devastating the impact of COVID-19 has been on society, and the negative psychological aspects resulting from quarantine and the economy, it is pivotal for the public to comprehend the positive effects to ER.  Such as improvements effective technological advancements including Microsoft teams and zoom in DWP, that have developed ER and brought people together whilst working remotely. (Kumaravel et al, 2020)
The impact on DWP has been and signified by a staggeringly agile, collaborative approach to helping the UK. For example, DWP has produced policy legislation development, including the Coronavirus Act (2020) and administering additional Universal Credit welfare benefits to citizens. (GOV.UK 2020)
The pandemic has had a positive effect of DWP’s ER climate in areas such as job satisfaction, commitment and engagement. This is due to DWP taking the lead in responding, mitigating and resolving the crisis which has resulted in an increased passion and commitment to work. (DWP, 2020) 
 DWP’s effective ER has driven the commitment and enthusiasm shown by colleagues to help the UK’s vulnerable people at the time of the crisis. (DWP, 2020, GOV.UK, 2020) These positive behaviours have been evidenced by Colleagues who have flexed their working hours, job roles, and worked overtime to ensure the country has been able to cope with the pandemic. (GOV. The UK)
For DWP during COVID-19 ER has been robust, despite for many employees, their location of work, their work tasks, line management and demands of work have drastically altered. (DWP, 2020) Research suggests that these supplementary demands create unique provocations place a momentous burden on public sector working, resulting in sick leave, burnout, demotivation and lower performance. (Kornelakis, Veliziotis and Voskertsian, 2016, Budd, 2020, Conway et al, 2016, Ognonnaya and Messersmith, 2018) 
Contrastingly, according to September 2020’s DWP People survey, engagement has increased to the highest point in 15 years 82%, with leadership and managing change achieving record highs of 86%. Signifying a thriving positive ER climate and positive shift in DWP employee engagement, trust and commitment. (Trump, 2020, Townsand, Wilkinson and Burgess, 2014) However, DWP’s 2021’ pulse survey has highlighted that the health and wellbeing of the staff were neglected, with 68% of staff feeling that their health and wellbeing could be improved. (DWP, 2020)

Theories of ER
Several theories of ER have shaped the workplace and have evolved through history. ER was traditionally focused on the institutions of trade unions and collective bargaining using a descriptive static systems approach. (Dunlop 1958) He argued that the major output of the industrial relations system is a body of rules created to govern the actors at the workplace and work community. (Rubery, 2018) These rules are a product of interactions between three key actors, management labour and the government, who are tied together by a common ideology. 
This systematic view of the employment relationship contributed to our understanding of the interdependences between actors. (Inversi, Buckly and Dundon, 2017) However, this theory has been criticised for being too static, failing to specify how change occurs in industrial relations and a theory which has since widened.
Furthermore, Hyman (1975) was the early frontrunner of the Marxist perspective of ER. He held profound viewpoints on ER, contributing a structure constructed around the concepts of totality, change, contradiction and practice. Hyman followed the injected Marxist method, which asserts that all social phenomenon is connected. Such as, the alleged self-governing industrial relations system of Dunlop’s pluralist theory, which has been criticised for being analysed independently. (Moumoutzis and Zartaloudis, 2016) 
However, Parkin (1975) criticized Hyman’s work which focused on the social class, namely identifying other variations of social division within the labour market such as ethnicity and gender, cannot be easily explained through a Marxist framework. (Rubery, Hebson and Chris 2018)
Accordingly, several other theories exist in the field of ER, including the French regulation theories. Although they argue the decline of collective bargaining, which has been chastised as being too complex and cannot be easily quantified. (Inversi, Buckly and Dundon, 2017) 
Contrastingly, Wajcman, and Kirton (2000) and Kirton and Healy’s (2013) Marxist feminist approach accentuates that fluctuations in the organisation of production are critical for equality between the sexes.  Which significantly contrasts to the classical enlightened tradition of free wage labour, as the unified transaction of non-exploited labour-power between equivalents in acknowledgement to labour forces. (Conagan, 2017)
More frequently it is the relationship between the division of labour and the position of women in society, that is considered more complicated for ER.  Moreover, the capitalist mode of production relies on both productive and socially reproductive labour. (Cook, Wang and Wang, 2017) The sexual division of labour existed in feudal times, but within the home and community women performed domestic labour. Relevantly for COVID-19, the disease has implicated females more intensively with 79% of UK’s jobs in the health and social work sectors being women, yet the feminist theory is considered outdated. (Means, 2017) 
Nerveless, Marx has been chastised as unable to relate his analysis to the forms of labour process with an analysis of the sexual division of labour within the ER.  Socially, reproductive labour can be defined as “the labour of individuals to sustain, care for and attend to the survival of well-being and reposition of themselves and each other. (Hardy, 2016) The Marxist feminist insight and insistence then are to focus on the connections and contradictions between productive and socially productive labour.
Women’s labour equality in the Civil Service workplace has transformed over the last decades. (Fitzpatrick and Richards, 2019) The public sphere of employment can no longer be considered primarily male-dominated, with women accounting for 68% of DWP’s workforce. (DWP, 2020)   Women currently play crucial leadership actor roles in the DWP, with 80% of DWP leaders and 93% of the director-general being women. (DWP, 2020)   Accordingly, women are driving the gender equality and diversity agenda in the rest of the Civil Service. (Paltasingh and Lingam, 2015)
Furthermore, Braveman’s (1974) Labor Process Theory, inspired by Marx (1977), proposes that the key to understanding work organisations are positioned in the framework of the wider society, within it is ingrained. Instead of, human psychology or the fluctuation of social interaction. (Guiamet, 2019) He believed the two identified elements of dexterity namely complexity and autonomy were utilised to safeguard increased control and reduced costs.  Subsequently, the theory focused on the labour process which defines the exchange between the employer who owns the means of production and the worker as the possession of power. (Kabwe et al, 2020)
Braveman championed a capitalist approach to the social structure which has vigorous connotations for the organisations of work. (Reddy, Sharma and Jha, 2019) However, scholars believed the theory was too simplistic and had been scientifically transcended. (Jonna and Berry, 2015) 
Nevertheless, LPT for ER has lost momentum, facilitating post-structured strands of theorising, due to its inability to deal with the increasingly complex demands of today’s workplace. (O’Dohery and Willmott, 2016) Coupled with the fact the work autonomy has declined for most occupations, should be highlighted as a progressive change, had has a resulted in LPT’s one-sided view of Marx’s research. (Quinlan Robertson and Gerrars, 2019) In contrast, non-Marxist theories, provide a fundamental part to technological change as a driver of social change, deemed prevalent today with the onset of COVID-19 forcing % of the working population to rely on technologies working from home. (Adler, 2007, Chai et al, 2017, Perez and Cifuentas, 2020 Martin, 2017, Davis, 2016 and Frenken and Schor, 2017, Gandini, 2018)
The deep effects of globalisation and the recent COVID-19 have called into the question the adequacy of current theoretical frameworks for understanding and critiquing ER. (Wang, 2020, Fudge and Chris, 2017) In terms of the ER climate in the UK, the emergence of COVID-19 has drastically impacted the physical, mental, social, well-being and finances of the whole population. (Prosser et al, 2020) 
  
  













The Impact of the COVID-19 pandemic on Megatrends
Technological
The impact of the COVID-19 pandemic has challenged the technological agility, the resilience of ER within organisations. (Crews, 2020) It has forced businesses globally to resort to technological concepts by default, to manage their business and employee relationships. (Kumar, Gupta and Srivastava, 2020, Shkodina and Serdyuk, 2020) 
However, these enforced changes have placed considerable strain on organisational ER climate, with colleagues faced with technological ability challenges, trust issues from leaders and technological learning challenges (Singhal, 2020) Padula et al, 2020, Castka, Searcy and Fischer, 2020, Franco, 2020, Yamani, Long and Itoh, 2020)
Although remote working using technologies, has been a feature of some DWP directorates and certain multinational organisations, the pandemic has forced home working on a mass scale simultaneously in all employment sectors except for public sector frontline workers, such as police and medical staff, creating a mixture of implications for ER.
Home-working has harmed ER causing social isolation, mental health and psychological impacts such as increased anxiety. (Floures and O’Brien, 2020) This fact, together with leaders not physically located with their people to witness the visual deterioration of their staff’s wellbeing.  Requiring leaders to increase communication with colleagues regarding their health and wellbeing, which has not been consistently achieved in DWP.
A study by Mathias et al (2020) demonstrated that people were overwhelmed and bewildered with the pandemic and the new technologies posed to them. (Carlaw, 2020, Saltzman et al, 2020) (Elsevier, 2020, Crews, 2020, Kumararvel et al, 2020) A juxtaposed impact on ER has occurred for millions of people who have reported to feel geographically restricted at home, distressed and despairing as a result, yet connected globally via technology. 
It is therefore considered imperative to strengthen the ER climate for DWP and other organisations, for HR and Leaders to priorities colleague’s health and wellbeing throughout the crisis and for leaders to keep connected with their people in terms of well-being. (Mathias et al, 2020)
DWP’s ER climate has improved by successfully implementing an innovative technology-driven virtual Universal Centre, which has supported over a million citizen to make new claims to UC during the pandemic. (GOV.UK,2020) This change has implicated ER is opposing ways, increasing the ER relationship in terms of colleagues achieving greater job satisfaction. 
Contrastingly, it has caused some DWP colleagues to feel de-motivated within a new role, ill-equipped technically and lacking confidence in delivering a new service with limited training. 
Likewise, some DWP colleagues who were thrust into home working as a result of COVID-19 were lacking in technical knowledge, feeling isolated, and without IT equipment. This has seriously implicated ER, with Leaders having to utilise special leave with pay, whilst awaiting IT. Resulting in employees feeling disengaged from their colleagues, workplace and excluded from team unity. 
People are considered the most important asset to organisations. According to Kang and Sung, (2017) effective communication is a dominant symbol of developing effective ER. ER in DWP would have improved in terms of colleague engagement and health and wellbeing. If through this period of special leave, Line managers would have engaged and communicated with staff more often and checked in on their health and wellbeing. 





Health and Wellbeing 
The Work-Life Balance element of ER within DWP and other organisations has been implicated by COVID-19. WLB is an issue of focus for organisations because individuals benefit from having better health and well- being when they have WLB and this in turn impacts of organisational productivity and performance. (Kelliher, Richardson and Boiarintseva, 2019)
The central argument is if employees can able to manage work and family conflict and achieve WLB, they would like to be healthy and well at the workplace. WLB has certainly shuddered under the impact of COVID-19 with DWP employees asked to work overtime, long and different hours, to meet the demand of the additional benefit claimants. (Zheng et al, 2015) DWP arguably have done not done enough to ensure the wellbeing of their people. 
Moreover, for DWP it is important to maintain health and well -being of employers for positive ER and to build resilience to deal with public sectors organisational challenges, such as technological advances, changes in government policy and more recently COVID-19 (Hellerstein and Neumark, 2020)  
Gofrey-Wood and Flower, (2018) argue that resilient colleagues recover quicker and better from disruptions than non-resilient employees. Likewise, Tonkin et al, (2018) argue that it is simply not enough to hire resilient employees, but it is essential to implement health and wellbeing practices such as in -house wellbeing exercises or training such as the Wellbeing game a free online tool developed by the Mental Health Foundation of New Zealand. As these type of activities can increase positive mood, behaviour, which leads to increased wellbeing. 





Leadership, Leadership Trust, ER and COVID-19
Research has shown that effective leadership is critical in managing ER during the COVID-19 crisis and otherwise. (Farh, Chen and Gilad, 2018) Leaders have used technology as a tool to increase their ER and employee engagement.   Interestingly, DWP colleagues, who were face to face in an office have reported feeling more connected to their leaders and colleagues. Through daily buzz meetings, video calls, interactive team building sessions, collaborative working across the multifunctioning team, which has subsequently improved job satisfaction and commitment which has been evident in pulse surveys. (DWP, 2021)
Trust is considered a dominant success factor to organisational; employment and stakeholder relationships, such as those in DWP. (Koohang, Paliszkiewicz and Jerzy, 2017) Accordingly, for DWP’s ER climate, trust has shown to develop positive behaviours such as loyalty, honesty and engagement.  (Monzani, Ripoll and Jose, 2015) The leadership trust stigma associated with home working has now been eradicated with 70,000 employees working from home which has subsequently strengthened trust and ER between leader and colleagues.  (Uddin et al, 2020, Du Plessis, Wakelin and Nel, 2015)
Research has suggested that Emotional Intelligence is strongly associated with trust, employee engagement performance and developing effective employee relations (Krog and Givender, 2015) Yet the DWP People Survey has highlighted that leader’s emotional intelligence needs to be developed, a critical skill which would enhance ER further within DWP. (Jon, Dirks and Gillespie, 2016)

 



Impact of COVID-19 on Social factors
COVID-19 has presented the ER climate with profound public health, psychological and social effects.  (Valeria, Davide and Vincenzo, 2020) The emotional impact of the pandemic on UK’s ER climate has been significant.
Social-psychological implications of COVID-19 have been reported, such as social isolation, increased mental health problems, stress, loneliness, a deterioration of symptoms of preexisting psychiatric illness, an increase in depression, anxiety, post-traumatic stress disorder and domestic violence on women reported which has implicated the ER in organisations globally.  (Osofsky et al, 2020, Bierman and Schieman, 2020, Stogner, Miller and Mclean, 2020, Valeria, Davide and Vincenzo, 2020, Banerjee, and Rai, 2020)
Emotions play a significant role in the work of DWP employees, with colleagues dealing directly with customer’s emotions, at emotionally charged life events. (Digas and Papouti, 2019) This is because customers contact DWP during emotionally challenging circumstances, such as claiming benefit as a single parent following a relationship breakdown or a bereavement of a loved one.  (Arfara et al, 2018) 
COVID-19 has triggered a requirement for compassionate and effective leadership to support the ER.  Emotions play an integral leadership role because leadership is essentially an emotional execution. COVID-19 requires leaders to react with agility, use their intuition, compassion and EI to ensure that the additional pressures of the pandemic have not affected the health and wellbeing of their people. (Mitha, 2020)
Relevantly, previous research has illuminated the fundamental role that emotions play in our professional and private lives, with academia highlighting the critical role that leadership and emotions play in the performance and well-being of colleagues (Goleman, 1998, Du Plessis and Wakelin, 2015)
Furthermore, according to White et al (2019) individuals with higher levels of EI can regulate their emotions to reduce work stress, such as that caused by COVID-19. Accordingly, for DWP research has identified EI to be a fundamental characteristic of effective leadership. EI assists leaders to handle conclusively their own emotions, together with the emotions of their employees, which is of paramount importance for leaders in the management of ER during COVID-19. (Dartey-Baah and Mekpor, 2017) 
Relevantly for DWP’s management of ER during COVID, EI has been positively associated with an array of public sector traits. Such as quality customer service, job satisfaction, health and well-being and job satisfaction. (Redmond Knight et al, 2015) (al, 2015)DWP’s employees already support customers on an emotional and financial level, when they lose a loved one. However, a significant 40% increase in deaths was reported to DWP in 2020 rising to 849,000. (DWP, 2020) This has placed additional emotional demands on colleague’s work caseloads and relevantly placed increased pressure on employment relations. 
EI is considered a pivotal skill for DWP leaders who are faced with a demand to develop their ER during COVID-19.   This has been intensified by, an enhanced departmental demand to deal with the increased citizen fatalities and more customers who possess demanding emotional requirements as a result of the global pandemic. (Chicaiza et al, 2020 Ali and Alharbi, 2020, Yum, 2020, Banerjee and Rai, 2020)

 







  
Employee Engagement, Employment Relationship and COVID-19
For organisations such as DWP, Leaders must foster increased employee engagement throughout the pandemic. Although research has portrayed that Civil Servants are engaged and feel involved in business decisions, like the rest of the UK, they lack faith in the Prime Ministers decisions during COVID-19. The pandemic has shown that employees disempowered and lack information about the COVID-19 issues that implicate them.  
Employee engagement is defined by the CIPD (2020) as focusing on “mutual gains in employment relationships, seeing the good of employees and the good of the organisations they work for.”  Research on engagement has illuminated that engaged colleagues are more likely to invest energy into their work, a concept considered prevalent during the pandemic. (Conway et al, 2016) 
Furthermore, employee voice is critical for organisations not just during COVID-19 but for the overall business recovery and organisations must implement strategies to build stronger relationships with their people. (Kunle, 2020, Benerjee and Rai, 2020)
Accordingly, Netflix has implemented a radical approach to developing effective ER, employee engagement and organisational culture. This is evidenced by removing policies and procedures, adopting a new revolutionary coaching approach, showing their people what good looks like and role modelling effective leadership behaviour. (McCord, 2019)
For DWP it means leaders developing stronger ER with their teams, and increasing their communications and duty of care, to ensure that their colleagues have not been affected by the many social-psychological implications of COVID-19. 
For DWP. At this current time with 8.9 million customers claiming UC, concentration should be placed on Colleagues who are doing over and above to serve the UK’s citizens. Financial rewards such as reward and recognition should be more readily used. (GOV.UK, 2020, DWP, 2020, ONS, 2020)
The International Labor Organisation has projected that the pandemic will destroy 195 million jobs worldwide. (ILO, 2020) The high rate of employment in the UK has subsequently placed added pressure on DWP ER, as they administer the UK’s welfare benefits.  
This additional pressure requires leaders to demonstrate genuine care towards their people to ensure the health and wellbeing of their colleagues. (Austin et al, 2020) Google has also applied an effective approach to ER, engagement and organisational culture. Encouraging their people to break the rules and think outside the box, which has in turn built on a platform of trust between leader and employee, a fundamental element of an effective relationship between leader and follower. (Bock, 2015)














Political Factors and COVID-19’s impact on DWP
Another prevalent factor implicating DWP’s ER as a result of the pandemic is political. (Stahl and MacEachen, 2020) How the government has communicated and what they have communicated has played a fundamental role in effecting ER negatively. Some of the information communicated by the prime minister was vague, unclear and contradictory, which has implicated a lack of trust from citizens. (Petterway, 2020) 
Borris Johnson was criticized for under responded to the pandemic. (Newton, 2020) Accordingly, this highlights the concept of leadership and leadership trust for the UK and DWP and the critical role that leadership plays in the ER. (Fancourt, Steptoe and Wright, 2020) Research has demonstrated that colleagues are more likely to trust their leaders if they show genuine care and emotional intelligence towards them. This notion was evidenced by the remarkable difference of the PM’s stay at a home speech in March which lacked compassion and was confusing. To that of the 4/01/2020, which was driven by empathy, compassion and understanding of the needs of citizens.
Finally, the intensified lens of the crisis has made organisations recognise the importance of power and politics in organisational processes such as ER. For instance, the pandemic forced DWP to reevaluate the collective agreement and amend it in line with the Coronavirus act 2020 and social distancing strategies required for their 800’s sites. (Clibborn et al, 2020) Moreover, effective leadership behaviours play a pivotal role in ER when negotiating policies and their ability to negotiate with the trade unions. (Fleckenstein and Soohyn, 2017)





The current ER climate
The work environment is so challenging and complex, with the added pressure of COVID-19, a variety of diverse multidisciplinary approaches to managing ER must be sought. (Budd, 2020)
Figure x Elements of Employment Relations (Kaufman, 2016 and Budd and Bhave, 2019)
Neoliberal egoist
Pros-focused on self interest, voluntary
Cons-focused on power in market based terms-One dimensional
Unitarist
Pros-Employers and employees share a unity of all interests 
(Boxall, 2013)
Pluralist
Pros-common ground between employee and employer, equal power
Cons-unable to see strategic wider  picture Heery (2016)
Critical
Pros-conflict of interests 
Cons-associated with Marxist which is outdated





The financial impact of COVID-19
The impact of COVID-19 has had a tremendous effect on ER, considering the UK are on the brink of the deepest recession they have experienced since the transition to market-orientated economies in the 1990s. 
In the face of the epidemic and financial crisis, the role of the government and fiscal policy should be considered crucial. (Czech, Wielechowski and Benesova, 2020)
For the DWP who have been at the front line dealing with the financial impact of the impact of COVID-19, are accustomed to political governance, impacting their ER climate, less significant than the private sectors. The UK now stands in a frightening economic state, which is potentially going to worsen, due to stricter restrictions announced by the PM. (GOV. The UK)
Since February 2020, the number of payroll employees has fallen by 819,000. The number of redundancies reaches din august to October 2020 was a record high, the financial crisis portrayed in the figure below.











Figure 2 UK employment and unemployment rates (ONS, 2020)

· October 75.2%. 0.9% lower than a year earlier
UK employment rate
· October 4.9%
· 1.2% higher than a year earlier
Unemployment rate
· Reached a record high of 370,000 in October 2020
· An increase of a record of 217,000 on the quarter
Redundancies













Roles of Parties in ER
Interactions between line managers and employees are fundamental to the employment relationships.  (Townsend, Hutchinson and Townsend, 2020) Nevertheless, a strong and maintained relationship between leader and employee is essential for effective ER.  
Moreover, Managers are integral to attracting and developing human capital, also significant for ER. It is noted that organisational factors such as COVID-19 can affect the leader’s ER relationship with the employee.
 DWP leaders need to morph their management styles drastically to adapt to the new challenges of COVID-19 and will need to continue to do so. (Metx et al, 2020) They should consider changing from autocratic leadership styles to democratic and even transformational leadership, to develop their ER.
This requirement for leadership flexibility should be considered vital for ER, to ensure DWP’s employees, health and wellbeing are supported throughout the global pandemic.











Findings
The whole world is facing the propounded public health and economic crisis of all time. (Lal et al, 2020) The pandemic has had a pervasive effect on ER in terms of social, political, environmental, technological and legal factors and multifaceted ways. Transforming people and workplaces into forced changes and uncertainly which has negatively impacted ER.  Implicating health and wellbeing, psychological and social implications for millions of people.  (Beech and Anseel, 2020) Limited scholarly research can be found on COVID-19 impact on public sector organisations specifically and this paper has aimed to fill that gap
Amidst the global pandemic effective leadership is a common theme identified at the forefront of managing effective ER. Whether it be the political leader of the UK or the leaders within DWP.  Leaders play an influential role within organisations and are at the heart of the ER. (Jatinder and Manjari, 2019) There is one thing that is abundantly clear ER and HR is currently being underutilised during this time of crisis. Every element of COVID-19’s impact directly affects ER Yet HR does not appear to be leading through the crisis. 
DWP’s Colleagues have superseded expectations with their reactive, agile approach to the crisis. With colleague roles, responsibilities, work expectations flexed and many faced with homeschooling together with work demands. Technology has been the main driver of DWP’s response to COVID-19, with the implementation of the Universal Credit Virtual Service Centre, meeting the need of millions of new claims and with 65,0000 colleagues working from home with new IT devices. (Wiwanitkit, 2020) 
Coupled with the evident political forces that DWP are already accustomed. The global pandemic has tested DWP’s ER resilience in delivering their overall strategic objective of serving the UK citizen, which they have achieved.


Conclusion
The ER climate has faced a variety of challenges as a result of COVID-19. For DWP, the ER climate is robust but has areas for improvements.
Leaders are considered one of the most effective elements of the workplace and have the potential for the most impact. (Ashkan, 2017) Similarly, leaders in DWP need to take more of a pivotal role in the ER. Research has demonstrated that leaders who possess emotional intelligence are considered more effective and are more likely to develop and maintain strong relationships with employees. It is therefore critical for DWP that Leader should develop their EI. (Lone and Lone, 2018)
DWP’s (2020) People Survey has shown that employee engagement and leadership managing change has improved during the crisis. However, DWP does need to focus on maintaining the momentum of positive organisational behaviours that have been demonstrated by colleagues at the time of the crisis and consider greater use of reward and recognition.
These include increased job satisfaction, commitment and workplace agility. Furthermore, health and wellbeing have been an area of ER that DWP has neglected.  DWP could strengthen their already strong ER climate utilising HR to take the lead in designing health and wellbeing practices.  In conjunction with Leaders who will facilitate and implement regular check-ins, to ensure the health and wellbeing of their people during the ongoing crisis. (Fewen et al, 2018)






Recommendations

Recommendation 1. Health and Wellbeing Activities Implemented Regularly 
· Innovative Virtual meditation/yoga classes, morphed to suit desk work.
· Interactive health and wellbeing virtual quiz
· Steps to improve wellbeing discussed regularly at team meetings, or delivered via text/e-mail
· Healthy Body Healthy Mind initiative, ongoing health advice. 
· Virtual walks/runs(Dooris Farrier and Forggert, 2018)
· Virtual Reality Health and Wellbeing, hypothetically taking Colleagues to a safe relaxing space. (Frewen et al, 2020)
· Proposed to Senior Leadership Team, led by HR
· Cost only resource, as can utilisie current yoga instructor expertise. I Leader a anticipated to take up 30% of her time equating to £50,000
Recommendation 2. Emotional Intelligence Training for DWP Leaders
· Emotional Intelligence Leadership Development Programme, focused on improving employment relations
· As a longer term proposal it is suggested this recommendation is in included in the 5 year spending bid.
· Offered to all leadership grades, in an attempt to improve leadership effectiveness
· HR to lead, together with a pool of DWP Leaders, in order to build capability.
· Cost implication to involve 3 HR leaders and a pool of line managers who will facilitate.
· Equating to £80,000 (Cote and Miners, 2016)
Recommendation 3 : Health and Wellbeing Interactive Application
· Weekly Health and Wellbeing 1-1 check ins
· Monthly Health and Wellbeing virtual focus groups about particular subjects, ie food, alcohol, exercise, sport.
· Health and Wellbeing app for all Colleagues. Interactive app which  everyone has and monitors heart rate, provides an interactive communication platform between line manager and colleague, which is driven by the effective employment relationship
· No work related content.
· HR to lead and colloborative with DWP Digital
· Provides staff with an immediate platform to voice well-being issues, similar to that of a social media platform.
· Cost 1 ,million  pounds to come out of DWP Digital  strategic improvement budget



Appendix 1. SWOT of COVID-19 impact on the ER climate in DWP


SWOT-DWP
Strengths-Technological innovative opportunities such as the virtual service Centre for UC
Weaknesses-Some staff have felt isolated working from home, implicated anxiety 
Opportunities-Home working has increased health and wellbeing and helped colleagues to better manage their home/work life balance
Threats-Increased workload for staff has placed additional pressures on an already challenged customer focused role.






Glossary of Terms

DWP-Département for Work and Pensions
ER-Employment Relations
EI- Emotional Intelligence
WLB-Work-Life Balance
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