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Response

Reed in Partnership deliver public services nationwide: our provision
includes employment support services, healthy lifestyle and
behaviour change services as well as holistic assessments for Access
to Work. Our experience highlights the real opportunity that
providing specialist and personalised employment support for
disabled people and those with health conditions can have for

people’s outcomes.

Background

On 18th March 2025, the Department for
Work and Pensions (DWP) set out its plans
to reform health and disability benefits and
employment support and opened a
consultation on the details therein.

The Green Paper is divided into four chapters:

1. The case for change and our ambition for
change.

2. Reforming the structure of the health and
disabilities benefits system.

3. Supporting people to thrive.

4. Supporting employers and making work
accessible.

There are several proposals that would directly
impact the work that we deliver and the
people and communities that we support.

This includes establishing a new guarantee of
support for all disabled people and people
with health conditions claiming out of work
benefits who want help to get into or return to
work and provide an additional £1billion
employment, health and skills support
package by the end of the decade.

This Green Paper also consults on what the
future role and design of Access to Work
should look like to improve accessibility and
support more disabled people into work.

Based on our experience and expertise at
Reed in Partnership, this briefing outlines our
response to 11 of the Government's 17
questions for consultation.



Reforming the structure of the
health and disability benefits
system

What further steps could the Department for Work and Pensions take
to make sure the benefit system supports people to try work without
the worry that it may affect their benefit entitlement?

At Reed in Partnership, we have been providing employment support services since 1998. We
welcome the introduction of a law in principle that work will not lead to a reassessment. More
broadly, we support the Government's endeavour to tackle the fact that, given the scarcity of
employment support and lack of contact with those who are economically inactive, it “pays to be
classified as incapable of work rather than actively seeking it.”

Many of the worries and misconceptions around the effect of trying work whilst in receipt of
benefits are deep-seated and will take time to overcome (for example the “16-hour rule”). Any
changes to the system should come with clear communication and details of when change in
circumstances will result in implications for benefits entitlement and offer support to positively
navigate this process, including access to good quality finance, debt and money advice. This clear,
factual communication should not just come from the DWP but all public services and support
organisations supporting disabled people and those with health conditions.

The employment support sector stands ready as a partner in supporting people to try work without
concerns about the impact on benefit entitlement. Reed in Partnership has decades of experience
in helping people with a ‘better off in work’ conversation and supporting people to overcome other
factors that may increase their barriers to employment. 83% of our participants surveyed in a
feedback exercise agreed that their adviser proved that they were better off financially working
(October 2020).

However, positive investment in employability may be overshadowed if there is not sufficient
investment in expert benefits advice to assist people, particularly if their eligibility for benefits is
changing. Jobcentre Plus (JCP), alongside the Help to Claim service, plays an important role in
supporting people to understand their benefits and increasing uptake of under-used benefits such
as the childcare element of UC, which can have a critical role in making work financially viable for
parents. Itis important thatin the plan to create the new Jobs and Careers service this role is not
under-resourced or neglected.

We also support the separation of benefits administration and the support conversation so long as
the support conversation and follow-up triage are timely and meaningful. This division should allow
for people to feel confident in sharing their circumstances and exploring routes to work without
concerns about immediate changes to their benefit entitlement.

A further prerequisite for success in supporting economically inactive people to try work is ensuring
that there are sufficient specialist employment support services in place to support people on a
one-to-one basis. With the closure of the Work and Health Programme and slow scaling-up of
Connect to Work, risks of the loss of expertise, instability and public/employer confusion amongst
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the many different schemes at local level are very high. We suggest that learning from the Connect
to Work commissioning would point to the strengths of the Prime model used on Restart, in a way
that could maximise support for small providers and take a highly localised approach while
maintaining consistency, oversight and responsiveness to need.

Amy's story

Amy’s told us: “When | joined the Restart Scheme, | was a bit scared and | didn’t have the
motivation to even look for work, | found that being a lone parent of two was a full-time job.
However, when | met my Employment Adviser Andrea, | soon realised how being back in
work could benefit me and my family.”

Andrea took time to get to know Amy'’s situation and job goals. Together they identified
potential barriers, and other factors that made finding work difficult for her. “As a single
parent, childcare was a significant barrier for Amy, so | was able to support by providing
contacts to childcare providers and information on government support”, said Andrea.
Together they worked out the entitled hours available and completed a Better Off
Calculator to give insight on how much better off Amy would be working full and part-time
hours.

Andrea told us: “Over the next few weeks, we saw Amy flourish, and enjoying the support
which gave her confidence to start applying for jobs.”

Amy shared that “Andrea and the team have managed to boost my motivation towards
finding work. Knowing they have pushed me out of my shell, improving my confidence and
approach, | feel that they have made me into the person | am today.

I now have a cleaning role with part-time hours that suit me. Eventually, my goalis to find a
job in admin that has flexible hours to suit the school runs, so until that happens, I'm happy to
continue my new job, and working up to that stage.”

What support do you think we could provide for those who will lose
their Personal Independence Payment entitlement as a result of a new
additional requirement to score at least 4 points on one daily living
activity?

This will be a priority group, who will need access to timely, practical and holistic support alongside
any changes to benefits. This will primarily be health and financial wellbeing support as well as
exploring how employment support may be able to help some people consider work. It will be
important to put in place a strong and clear support offer before changes are made. It is likely that
many people in this group will have many interlinked barriers to work, such as housing, debt and
family issues as well as a combination of disabilities and health conditions. The commitment in the
Spending Review to funding for Community Help Partnerships, working with adults with complex
needs, could play an important role here, as will Government plans to improve access to mental
health support, particularly for young people.
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For people in this group who are nearer to the labour market, the support conversation can play a
valuable role in referring them to the support that is available (see below). For people who would
like to work, the availability of specialist employment support at local level will be critical. We
welcome the government’s commitment to provide an additional £1billion a year by the end of the
decade on employment, health and skills support package, for those that will be able to work. It is
vital that this support can respond to the needs of people with disabilities and long-term health
conditions.

At Reed in Partnership we regularly support people with disabilities and long term health conditions
into work, including through the Restart Scheme, the Work and Health Programme (WHP) (80% of
participants with a disability or long-term health condition), the Intensive Personalised Employment
Support (IPES) programme for people with complex health and disability needs and WHP Pioneer,
focused on engaging economically inactive people back into the labour market. Restart Scheme
participants are also supported by a tailored Wellbeing for Work service.

Within the Restart Scheme we are seeing year on year increases in the percentage of young people
aged 16-24 who disclose disabilities on programme. Our experience shows that those with a
recorded disability or health condition take longer to achieve employment outcomes, compared to
those without. However, over the years through our programme of continuous improvement and
development of our support offer we have been able to narrow that gap, achieving quality
employment outcomes that meet the needs of the people with a variety of disabilities and health
conditions. The experience and expertise of the employment support sector must be harnessed as
part of the future support offer.

Anita's story

Anita joined our Better Working Futures programme with concerns about meeting new
employers, as her sciatica and mobility are intermittent and not visible. Knowing how she
had struggled in her previous role as a hairdresser, Anita was worried this would affect her in
anew job.

“l was dismissed from work in 2018. | had my little boy and didn't know what | wanted to do
with my time”, said Anita. “My anxiety and mental health were low in relation to work and
paving a future for me and my little boy. During one of my appointments with my Universal
Credit Coach, it was suggested to attend Reed in Partnership as they specialised in working
with people with disabilities. | am glad they suggested it and | attended.”

Anita’s Employment Adviser, Michael, explored roles which cater to mobility barriers,
including working from home. From this discussion, they were able to assess which roles
Anita was interested in applying for, and together they created a bespoke CV.

As it had been along time since Anita last applied for any jobs or had an interview (her
previous role lasted for 15 years), Michael made sure that Anita received lots of support
from the team to increase her confidence, including mock interviews and interview
preparation.

Anita took advantage of our free, in-house Health and Wellbeing sessions, completing the
Mindfulness, Eating Well and Sleeping Well workshops. She told us how these sessions built
her confidence and made her feel more physically and mentally prepared and at ease with
her previous daunting thoughts of returning to work. She said:
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“These sessions have really helped me and were very informative. I've gained the
confidence to apply for jobs, go for interviews and look at things in a positive and grateful
way, in all aspects of my life.”

Anita was successful in securing a job in credit control, which was her preferred sector!

“Even when | got employment, | was supported throughout my time there. | would definitely
recommend Reed in Partnership and Better Working Futures. They are welcoming,
understanding, non-judgemental, listen and approachable. Thank you, Michael, Sam and
Christine; without your help and support | don't think | would have been able to apply for a
job and confidently get it!”

What practical steps could we take to improve our current approach
to safeguarding people who use our services?

Safeguarding within public services is not just about improving a single process but embedding
safeguarding into every interaction that people have with DWP and its contracted partners. There
is a role for everyone across the DWP to provide speedy and responsive action to safeguarding
and work with relevant stakeholders to ensure we protect and promote the welfare of adults and
their families. We know that to achieve this there also needs to be a culture of continuous
improvement with regular reviews and audits to ensure the quality of safeguarding processes that
people deserve.

Key principles guiding safeguarding should be empowerment, prevention, proportionality,
protection, partnership, and accountability. Safeguarding should consider the physical, emotional
and financial wellbeing of claimants. Those interacting with the DWP should come to expect swift
response to safeguarding their wellbeing with rapid referrals available to support with crisis
situations, meet physical or mental health needs and/or to manage financial issues.

Supporting people to thrive: Our
new support offer

How should the support conversation be designed and delivered so that
it is welcomed by individuals and is effective?

For the support conversation to be welcomed by individuals and be effective, they need to both
start from that individual's goals and to be set up in a way that is seen as a fresh start. Based on our
current experiences serving JCP customers, it will take many years to change public perceptions
around JCP interactions as well as establishing a new concept of a support conversation that does
not have implications for an individual's benefit entitlement.

For that reason, the chances of success would be improved by delivering these conversations
outside of the JCP structure. This is where the employment support and community sector can
provide expertise which is informed by decades of experience ensuring that support is built, with a
strong foundation of motivational techniques as well as being trauma informed. A clear practical
offer which can be consistently and positively communicated and rolled out across the whole

6



system, that all public, private and voluntary services can share and promote will prepare people for
effective engagement.

To make effective referrals based on an initial support conversation there is a large amount of
information and documentation that is often required alongside having an asset-based
conversation with that person. Rather than a one-off initiative, our experience indicates that the
support conversation should be part of a programme of support. As the real support will come as
an adviser works with a participant through a journey of pre and in-work support. Our evidence
highlights that the adviser/participant relationship is incredibly important and having one adviser
can improve the experience of employment support, particularly where the people aged 18-24,
disabled people and people with health conditions.

Effective support happens when adviser teams are diverse, local and have lived experience, this is
particularly beneficial in effective specialised support for disabled people as advisers can relate to
the perspectives and challenges of participants. Our evidence shows that a variety of experiences
and barriers to work that may arise for people exploring their options. It's important to have
advisers who are confident and trained to deliver holistic assessments and explore a wide range of
potential barriers and enablers.

If, however, the support conversation is a one-off intervention as a triage point, a robust system
where there is timely follow-up and ensuring that an individual’s data can be shared throughout the
process will be critical, both to avoid repetitive conversations, to provide relevant and accurate
information and ensure effective onward referral. Where there is a lack of robust data sharing, and
understanding of eligibility for programmes, we see participants being let down and losing faith in
the system that is meant to guide and support them. A bridge between the support conversation
and onward support needs to be in place to avoid drop-out.

Regardless of the delivery model, there must be sufficient employment support programmes to
meet the needs of people, particularly considering groups of people who typically experience
extremely low employment rates such as autistic people and people with learning disabilities. When
designing, delivering and measuring the effectiveness of this support it is important to identify
positive outcomes and distance travelled in addition to employment outcomes, especially for those
with more complex barriers to employment.

Well-resourced employment support will build trust in the support conversation to be able to follow
up with tangible and real action once next steps are identified. The primary purpose of the
additional £1billion a year by the end of the decade on employment, health and skills support,
should be to fund the specialised employment services that are needed to aid the much larger
numbers of people anticipated by the current reforms, who will need support in their journey to
work.

Andrew's story

Andrew first met his key worker lain at Leeds Autism Services, a close working partner of
IPES, and Andrew asked if he could join the programme. Previously, Andrew was employed
at a pizza delivery business in Leeds but was let go during the pandemic and had not worked
since.

Andrew'’s key worker lain describes him as friendly, kind and keen to learn as well as
tenacious and determined in trying to find work. Andrew is autistic and finds communicating
with people in a work environment difficult. lain and Andrew have developed a great
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partnership over the 18 months they have been working together, meeting face to face
most weeks.

Andrew has a passion for food preparation. He is interested in learning about ingredients,
safe preparation and particularly enjoys carrying out the work to a high standard. “It’s
something | wanted to do from an early age, | always enjoyed it”, Andrew says. He also
initially wanted to earn the money to get a dog to keep him company.

As well as research and emailing employers, Andrew and lain went out on the road together
visiting local food outlets and hotels, as Andrew wanted to be involved in the employer
engagement process. lain supported Andrew to take his food hygiene certificates (levels
one and two). Andrew was there to support and talk lain through the ups and downs of
looking for the right job, including when Andrew was promised a job by a hotel in Leeds but
failed to deliver on it; Andrew had been disappointed and annoyed. lain says: “In his mind he
was already working at the hotel and was excited by the prospect”.

Given Andrew’s considerable work experience and skills, lain was very focused on ensuring
that he was being considered for a sustainable job in the specific role he wanted, not
unnecessary stints of work experience or volunteering. There were other job interviews that
didn’t work out, then it was Bianco Lounge in Leeds that gave him the chance to try out with
them for two days and see how he got on.

Andrew now works at Bianco Lounge in food preparation and is extremely happy and
motivated in his new role.

Thinking about what he has learned and how he has changed, Andrew says that his
confidence has increased, he is more independent, and he is able to work much more
effectively as part of a team.

Andrew says: “I've started a new life, a new career. I’'m making my way up, got boosted
confidence now.”

He has also made many small changes that give him greater independence, from operating
his phone more effectively to knowing how to get his bus back and forth, as well as having
more financial independence. He would like to be a sous chef and is confident that his new
employer will help him on this path.

Crucially, both lain and Andrew feel that he has the supportin place that he needs to sustain
the changes he has made. lain says of his employer: “The guys at work know how to support
him - they are brilliant, they've been so helpful.”

How should we design and deliver conversations to people who
currently receive no or little contact, so that they are most effective?

At Reed in Partnership, we believe that everyone in receipt of benefits should have access to
employment support if they are able to and want to engage with it. For those that currently receive
no or little contact, this will require reaching out to people where they are in the communities and
providing clear communication on what support is available and how to access it. Developing
engagement and trust with those with no, low or inconsistent contact will take time and require
additional resources.

There are several elements that DWP should consider as part of designing and delivering the
support conversations:
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1. Ensure that all messaging and communication around the conversation is entirely positive
and focusing on the opportunities for support available. From our experience those with a
positive outlook on the future at the start of a programme are more likely engage and
progress on their journey to work.

2. Fully understand the customer journey of different cohorts and design the support
conversation around this. It is inevitable that people will be met with different pathways
depending on their circumstances, experiences and characteristics, particularly where
different benefit entitlements will have different requirements. It is important that the
support conversation can respond and adapt appropriately to people, with follow-up where
necessary.

3. Enable employment support sector organisations to deliver these conversations,
commissioning in a way that requires a high level of performance and maximum
responsiveness to the customer and efficiency in the process to avoid any delays or
backlog.

4. Ensure accuracy and relevance of services signposted to in the conversation, ensuring that
the service has full access to the range of services and support that are locally available.
This is where a ‘Prime” model could be particularly beneficial in delivering a mainstream
service while delivering sufficient personalisation, localism and connecting people with high
quality specialist provision from across a range of sectors. Professional delivery, timeliness
and efficiency are critical if support conversations are to result in tangible opportunities and
improvements for the individual.

5. Offer choice in terms of how and where people engage with these conversations to ensure
they are as inclusive and accessible as possible to as many people. With a full range of
delivery options including; online, telephone and in person. Offering multiple locations
options in person throughout local communities and providing a number of different
communication channels to arrange and follow up on these conversations including but not
limited to email, text, phone and letter.

Wes' story

“Before | joined the Restart Scheme, | felt unmotivated, and this showed in my attendance.
My mental health was not in a good way, and this was affecting my wellbeing and overall
attitude towards finding work.”

“As | got to know my Employment Adviser, Jess, she helped me to believe in myself with
praise and support, and | was encouraged to utilise the courses and sessions available. By
attending sessions that focused on self-confidence, resilience, proactivity and managing
money, it helped me to really see things in a different light. | feel that the self-confidence
course helped me to improve my mental health and state overall.”

“Alongside Jess, | met with the Recruitment Manager, Alice, who took the time to discuss
suitable job roles with me. We did mock interviews together and she had contacts with local
employers who were recruiting. | was receiving more and more positive feedback alongside
positive reinforcement from the team, which made me more proactive and pushed me
towards finding a role and being more confident in myself.”

“I began looking forward to my appointments and was attending multiple times a week. Jess
helped me to feel more relaxed about interviews and the feedback from employers, and |
now feel knowledgeable about my CV and how to showcase my skills, experience, and ability.
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The extra time that Jess and Alice have given me to support with my journey to work has
now got me two job offers, which | am very happy and grateful for.”

“"Without their guidance, | would not feel as positive in myself and do not believe | would feel
as accomplished. | feel comfortable with the Restart Scheme and it’s nice that we can have a
laugh together whilst being supported into work.”

Supporting people to thrive: A new
baseline expectation of
engagement

Should we require most people to participate in a support conversation
as a condition of receipt of their full benefit award or of the health
element in Universal Credit?

We think that a conversation could potentially be designed in a way to explore anyone’s goals and
aspirations and the help that they need to achieve them. So, in principle where someone is eligible
for the health element a requirement to engage could be fair for most claimants, as long as
significant adaptations and accommodations for people with the highest support needs were
resourced.

This conversation would need to signpost a very wide range of support options, focusing on
wellbeing, health and care in the first instance but with the option to refer to support or
opportunities across a wide range of areas. The time between a support conversation and onward
support must also be bridged through dedicated teams to avoid people dropping out of the
system following initial engagement.

Amongst UC health element and PIP recipients there will be some groups for whom it is neither
possible nor desirable to have a support conversation, such as people covered by the special rules
for End of Life or people with the most significant support needs. For these people we suggest
having an opt-in framework.

However the new system is designed there will be a need for any and all requirements as well as
potential changes to be communicated clearly to all participants and partners in that delivery
system to ensure that messaging and support offer is consistent whether people are engaging with
the JCP, a third sector partner, a privately contracted provider or an arms-length body.

lan's story

lan joined Better Working Futures with the goal of finding physically active employmentin
the recycling industry, and to meet new people. He felt that he was held back at times from
employment due to a brain injury sustained from a car accident, and cerebral palsy which
impacted his confidence in working and his physical activity.
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With previous experience in retail, cleaning, warehousing, and care work, lan had a wealth of
transferable skills. His Employment Adviser, Vicky, was on hand to support him with
developing his skills and identifying specific job roles where he could apply his existing
experience to.

lan met with Vicky on a weekly basis, and together they updated and tailored his CV to suit
the recycling jobs that he wanted to apply for. He completed several of the Better Working
Futures in-house courses: Job Goals, Working with Others, Self-Awareness, and a Refresh in
Employment session with Skills Tutor Christine, which helped lan in working with others as a
group.

It wasn't long before he was invited for an interview, and after mock interviews and
practicing questions in preparation with Vicky, lan was offered the role of Recycle Plant
Operative at his local recycling centre. Whilst in this role, lan realised that he struggled
working in large groups and found that the environment was too fast paced for him. Vicky
was on hand for support with this and they discussed other areas of employment and what
style of working would suit lan better, narrowing down the specific areas of development
and the skills lan required.

Vicky told us: “lan continued to attend regular one to one supported job search sessions
with me to improve on the skill sets required, including how to make a good impression, and
the right tools to create a positive, mental attitude by taking part in group activities to
develop confidence in how to work within a team.”

"lan then secured an interview with his local council for a Litter Picker role, and he was
successfull” In alone working role, lan would re-join his team at the end of his shift, which
suited him a lot better. He told us how he “felt listened to and settled in his new calm working
environment.”

Supporting employers and making
work accessible

How can we support and ensure employers, including Small and Medium
Sized Enterprises, to know what workplace adjustments they can make
to help employees with a disability or health condition?

From our review of the evidence, both from our experience of frontline service delivery and
experience as an employer, we feel that the focus should be on increasing the number of
workplaces where there is a supportive but realistic conversation between the employer and
employee, as early as possible, leading to a co-designed plan for that individual that is implemented
with regular check-ins and revisions. In short, making health conversations a normal part of good
workplace practice as long as the employee feels safe to disclose their condition. Currently, this
process too often does not happen due to fear or uncertainty, or gets mired in complexity, delay
and a lack of communication. We think the following could tackle this confidence and
communication gap:

1. Anadvice and information service, (both online and helpline) providing a clear, accessible
source of advice/support to employers on supporting people with health conditions at
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work, bringing together resources (and the Disability Confident brand), triaging some cases
to a casework approach where needed, as well as featuring a resource on Assistive
Technology, geared towards overcoming security and other IT barriers to deploying ATech
more widely.

2. A number of steps to increase “join up” at what think tank Demos refers to as key
“engagement points”, such as when someone’s in-work support ends if they have entered
work with the help of employment support, or when a fit-note is issued. There is already
significant learning emerging from the WorkWell partnerships to shape this. Signposting and
referral to the service above could be triggered at these engagement points.

3. Employer involvement built into the Access to Work service, alongside a triage approach to
tackle its effectiveness. This service requires a range of improvements to get it functioning
efficiently and effectively but is a crucial source of support for both employer and
employee.

What should DWP directly fund for both employers and individuals to
maximise the impact of a future Access to Work and reach as many
people as possible?

Access to Work is an absolutely essential source of support for individuals needing support that
cannot be reasonably be expected to be funded by an employer. We do not think that there are
any clear “categories” of spend that should be excluded from eligibility (although there is a case for
a "cap” on spend in some specific areas partly to bring down supplier prices); rather that increased
accuracy, evidence and timeliness in a redesigned process could ensure far greater reach and value
for money. We also think that it would be unwise to exclude large employers, for example, as many
are spending a very high amount on reasonable adjustments already and appropriately supporting
individual employees to use Access to Work for specific support needs beyond this. We think that
service redesign could do the following:

1. Make the process far more evidence based by building the employer into the process, so
that the service can quickly establish information on what support may actually be
possible/needed from both the individual and employer point of view. For example, at the
moment, the employer may be presented with a list of recommendations at the end of the
process that it may not be possible to implement (e.g. incompatible assistive tech). At the
moment, this evidence is sourced entirely from the individual, who may not yet even have
started their role.

2. Provide much clearer guidelines on what the employer should already be funding and what
the fund is designed for. This should help increase employer investment in reasonable
adjustments and increase clarity for them over what Access to Work is able to fund.

3. Play a proactive role in securing value for money, by exploring agreements with providers
that can drive down costs for the individual and employer. The proposed Government
actions around Assistive Tech in the Green Paper are very welcome.

What do you think the future role and design of Access to Work should
be?
At Reed in Partnership, we deliver part of the DWP’s Access to Work service. Our qualified

Assessors conduct workplace assessments with individuals who have physical or mental health
conditions or disabilities. Based on these assessments, our Assessors make expert
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recommendations about the additional support the individual may require in order to maintain
employment. We have conducted more than 10,000 assessments over our last financial year.

There are a number of areas where the current Access to Work service needs improvement:

There is a lack of contact with the employer directly, which means that the application is not
fully informed by the employer context, such as what reasonable adjustments they are
already putting, or could put, in place, and any practical considerations that might govern
how additional support could work. This can mean that employers are presented with a
solution in which they were not involved, despite this being an important part of fulfilling a
legal duty for which they have responsibility.

Delays, meaning that the scheme is not currently supporting people as they move into a
role, which in the experience of our employment support services can play a critical role in
the successful recruitment of unemployed disabled people. For people in work, they may
have left the job, or other conditions may have changed significantly. Prices of equipment
or services needed can also become out of date. The importance of having an export,
evidence-based and speedy process in place in order to get adjustments in place quickly
cannot be over-emphasised.

We think that a hybrid scheme that enables both employers and individuals to apply for direct
funding (or do this jointly) would increase its efficiency and impact:

Employers could apply for funding directly as well as the individual and self-employed
people, with a clear set of guidelines setting out what they should be funding already. If
Government considers that it would prefer to keep the service to direct funding to
individuals, then contacting the employer at the beginning could be built into the process,
with the permission of the individual.

A triage at the start so that some cases can be fast-tracked and implemented quickly. For
example, many cases in our experience could be triaged as a situation where it wouldbe
reasonable for the employer to fund the adaptation, especially if given speedy practical
advice at that point in doing so.

Build in more rigorous evidence requirements, both of individual conditions and evidence
from the employer as to why the support cannot be funded by the employer (also see
response to question 14)

Consider moving the casework element into the assessment contracts (see question 17)-
so that there is a single and more efficient process.

Greater clarity around business need and the respective responsibilities of employer and
what can be funded by the service, with clear guidelines.

Consider having an approved supplier list, and guidelines around support worker costs or
provision (we have seen evidence of support worker companies being set up for Access to
Work market with inflated costs).

Work with the ATech sector and the Business Disability Forum to produce a web resource
that helps employers and individuals understand the options and where possible,
alternatives that are compatible with different systems. This would tackle the current
situation where some requests for support workers are resulting from barriers around
whether different Assistive Tech support options can be used in different workplaces. It is
also welcome that the Government is committed to working with the ATech sector to see
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how costs can be brought down and to lever economies of scale in using its procurement
powers.

How can we better define and utilise the various roles of Access to
Work, the Health and Safety Executive, Advisory, Gonciliation and
Arbitration Service and the Equalities and Human Rights Gommission to
achieve a cultural shift in employer awareness and action on
workplace adjustments?

As the Keep Britain Working Review has identified, at key points in the process of recruiting and
retaining disabled employees and those with health conditions, there is a lack of practical support
and guidance for employers on good practice beyond compliance. While the HSE and EHRC play a
key role in compliance, there is a vast gap in support and awareness-raising for employers beyond
this.

In 2015 the Government set up a Fit for Work service, that provided information, advice and OH
assessments in some cases. It was closed mainly due to low referral numbers, with low awareness of
the service. However, many factors have changed since then, not least the dramatic increase in the
proportion of working-age people with a health-limiting condition, the increased diagnosis of
neurodivergent conditions and the greater awareness around mental health and menopause.

We think that it is time to revisit the idea of a more proactive employer information and advice
service to shift the incentives for employers and support systemic change. This could serve as a
single “front door” for a range of programmes and support, such as the Disability Confident
Scheme, working closely with Acas and the Health and Safety Executive to create a clear offer for
employers. A modernised Access to Work service could also sit within this, with the ability for
Access to Work to triage applications that do not come within its remit to guidance and assistance
on implementing the kind of reasonable adjustments that come within the employers existing legal
duties.

What should be the future delivery model for the future of Access to
Work?

We think that DWP could design a partnership model that enables the end-to-end process to be
delivered by commissioned private and voluntary sector partners, with a clear process, parameters
and spend set out. It should focus on its core purpose as an essential source of funding where
employers have already invested in all reasonable adjustments that they can be expected to make,
to support individuals to thrive at work by equipping them with something that may be essential for
them to perform arole on a level playing field with their colleagues. Clear outcomes around
timescales could increase efficiency and responsiveness.

Employers should be able to apply as well as individuals, with joint applications encouraged, in the
context of much clearer guidance on what should be funded by the employer or Access to Work,
with strengthened evidence requirements for business need.

By building an employer support service as set out in question 16 (or expanding the role of Access
to Work to become a more holistic reasonable adjustments service), Access to Work staff would be
able to triage an Access to Work application to speedy advice and help on reasonable adjustments
that could be made quickly.
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