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Chapter Five – Access to Work

Introduction

1.	 The consultation recognised that Access to Work is one of our most popular and 
successful labour market programmes. Alongside an independent evaluation of the 
programme, we sought views on how it might be improved still further. 

Current position 

2.	 The Access to Work programme aims to reduce inequalities between disabled people 
and non-disabled people by removing practical barriers to work. 

3.	 The four main elements of support available under Access to Work are: 

•	 specialist aids and equipment; 

•	 adaptations to premises and equipment; 

•	 support workers/communication support at interview; and 

•	 travel to work, which can include help with taxi fares. 

4.	 The consultation recognised that Access to Work is recognised as having a range of 
strengths that enables the programme to provide support to disabled customers, 
these include:

•	 tailored support – each support package is tailored to the specific requirements of 
each customer and their employer;

•	 flexible support – the support packages are complementary to our other provision, 
able to adapt to changing circumstances and suitable for disabled people and/or 
jobs that require fluctuating or sporadic use of the support;

•	 expert advice – for many employers the availability of expert advice on making 
workplace adjustments for their disabled staff represents the most valuable 
feature of the programme; and

•	 no monetary upper limit on individual support packages.
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5.	 However, there have been some concerns raised by customers and their 
representatives over the performance of Access to Work. Primarily these concerns 
have been in relation to frontline delivery, including the: 

•	 speed at which people are accepted to receive support;

•	 speed at which support is delivered;

•	 consistency of decision-making across the country; and 

•	 reach of the provision – i.e. awareness levels and can we help more people?

6.	 The consultation recognised that Jobcentre Plus was already implementing a series of 
positive incremental reforms to improve service delivery, including since late 2006, the 
appointment of a National Access to Work Delivery Manager. We believe that these 
reforms have already improved the speed, quality and consistency of service that 
people receive and we expect this to continue. 

We asked:

Question 19 – If you have recent experience of our Access to Work provision,  
what aspects did you like the most and do you have any suggestions for improving 
the service?

Question 20 – What can we do to ensure Access to Work is used more effectively 
to meet the needs of individuals?

Question 21 – How would you try to better balance the need for consistency of 
decision-making in Access to Work across the country with benefits of  
local flexibility?

Question 22 – How can we more effectively focus Access to Work on adjustments/
support beyond that which an employer should make as a reasonable adjustment 
under the Disability Discrimination Act?

Question 23 – Do you believe that we should increase employer contributions  
to Access to Work adjustments as long as the savings are reinvested in  
the programme?

Question 24 – Are there more innovative ways in which we could make better use 
of the private and third sectors in delivering Access to Work?

continued
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You said:

There was overwhelming support for the Access to Work programme, with many 
examples of individual respondents saying it had transformed their lives. 

While appreciating the support it gives, there were criticisms and suggestions 
on how it could be improved. Many felt the process for obtaining help was too 
lengthy and bureaucratic with suggestions to cut paperwork, allow employers 
or advocates to apply rather than the individual, and to allow application before 
employment started so assistance would be in place from day one. Many also 
wanted Access to Work to be extended to include voluntary work, work trials/
experience, job interviews and applications, and for those working less than  
16 hours a week. 

Other suggestions tended to be impairment specific, about specific equipment 
and needs of the particular impairment group. There was a concern that budgets 
meant the cheapest equipment, rather than the best or most appropriate 
equipment, for the individuals’ needs was supplied, or the most appropriately 
qualified support.

The other major suggestion to improve the programme was to publicise it properly 
so that employers and the public are aware of it. 

There was a general recognition of the need for better consistency across the 
country and local flexibility. Recognition of the contradictory nature of this made 
it difficult for respondents to come up with firm practical solutions. Suggestions 
to help this were for the production of best practice guidance and examples and a 
regional/district manager to oversee and ensure consistency, while managing and 
understanding local needs.

There was a feeling that the Department could work better with employers to 
promote and train them on what is a reasonable adjustment under the Disability 
Discrimination Act. The Department would be in the best position to collect 
examples of best practice and provide guidance material for employers. Other 
suggestions were for roadshows to employers around the country and for a 
dedicated staff resource to promote the programme to employers.

Specifically you said:

“The Access to Work scheme has been described by the British Chamber of 
Commerce as ‘one of the best kept secrets in Government.’ Funds for Access to 
Work should be increased with a view to providing more routes to employment 
for people with a learning disability, particularly given the Government policy of 
moving 1 million disabled people into work.”  
(Mencap)

continued
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“DEAC continues to recommend that AtW be extended to disabled people 
participating in voluntary work, particularly as volunteering has been identified as 
an important route into employment for people with learning disabilities.”  
(Disability Employment Advisory Committee)

“The new programme should value voluntary work or less than part-time work 
(less than 16 hours per week) as a valid outcome.”  
(RADAR)

“Support should be provided to employers to understand what employer 
responsibility is under the DDA and what Access to Work will fund...DWP should 
recognise good employers as ‘champions’ in best practice.”  
(Mencap)

“Access to Work could be improved by being more widely advertised, especially to 
disabled people and small and medium sized businesses. Reducing waiting times 
for assessments and provision and ensuring that Access to Work assessments are 
carried out before someone starts work so they can have the support, equipment 
or adjustments they need from day one which would also make it more effective.”  
(Scope)

“Access to Work is a scheme that enjoys an almost unprecedented level of support 
from across different sectors. It is certainly valued by those that benefit from it 
directly, and from businesses who are able to better support their employees 
through the scheme. It is consistently commended by disability organisations, who 
whilst recognising that there are always areas for potential improvement, also 
recognise the vital support that it can offer.”  
(Leonard Cheshire Disability)

“A number of organisations have produced guidance for employers and businesses 
about DDA responsibilities. But whilst there is guidance and information available it 
might be worth the DWP investigating whether some of this information could be 
centrally collected and coordinated to produce an over-arching ‘toolkit’ that could 
offer clear advice to employers.”  
(Leonard Cheshire Disability)

“RNID believes that the Access to Work (AtW) scheme is the most successful 
current intervention in allowing disabled people to gain and retain paid work, and 
would like to see greater investment in a programme that has been proved to be  
of net benefit to the UK economy...the AtW programme would benefit from 
adopting a more person-centred approach, where the provision of support follows 
the individual.”  
(RNID)

continued
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“RNID believes that there is a role here for the Office of Disability Issues to promote 
greater understanding of employers’ responsibilities and duties under existing 
legislation, as well as a role for the EHRC in issuing proceedings where employers 
have failed to meet them.”  
(RNID)

“There is a deep sense of admiration for the principles enshrined within the Access 
to Work programme: its flexibility, its responsiveness to a client’s individual needs, 
its contribution to overcoming discrimination in the employment of disabled people 
and that its budget has expanded in response to identified need.”  
(RNIB)

“RNIB has thus been seeking to widen the eligibility criteria of Access to Work  
to take in people with sight loss who are engaged in volunteering...RNIB 
recommends that the eligibility criteria be widened to include people doing at 
least 16 hours a week voluntary work for a minimum for six months. This desired 
widening of the eligibility criteria should also be applied to the employers  
providing 13 week placement or work trials opportunities through the JCP Local 
Employment Partnerships.”  
(RNIB)

We asked:

Question 25 – Ministerial Government Departments are now directly funding 
Access to Work adjustments for their disabled staff. What are your views on 
other public sector organisations paying for such adjustments if any savings were 
reinvested in the programme?

You said:

The majority of responders do not believe that we should increase employer 
contributions to Access to Work funding and an even higher majority do not 
support taking away Access to Work funding from public sector organisations. 
While there is a degree of support for the principle, the overwhelming feeling 
is that any increased financial burden on employers will negatively impact on 
the employment of disabled people and will be used as an excuse by employers 
(indirectly) for not employing people.

The feeling was that if we do follow the route of increasing contributions 
from employers there would need to be tapering or flexible contribution levels 
depending either on the size or the turnover of the organisation. If Access to 
Work funding is going to be further withdrawn from public sector organisations, 
respondents felt money to provide the same level of support would have to be ring 
fenced, and they would still want Access to Work advice services to be available.

continued
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There was support for the involvement of private and third sector organisations 
in delivering Access to Work, more specifically in carrying out assessments and in 
being able to be more responsive at a local level. However, this support was not 
unanimous with some respondents concerned about increasing involvement from 
profit making organisations.

There was strong support to promote Access to Work by building links with local 
organisations, such as Local Strategic Partnerships, Learning and Skills Councils, 
local disability forums, employers’ forums etc. 

Specifically you said:

“DEAC believes increased employer AtW contributions would act as a disincentive 
for most employers. Therefore research on the impact of the employment of 
disabled people in Ministerial Departments (who are no longer eligible for AtW) 
should be taken into consideration.”  
(Disability Employment Advisory Committee)

“RADAR does not support the raising of the employer Access to Work contribution 
threshold beyond inflation. We believe that this may provide a disincentive to 
employing people with significant support needs or costs. Neither does RADAR 
support extending the removal of Access to Work funding to the wider public 
sector or large private sector employers.”  
(RADAR)

“Third sector organisations acting as support agencies may be well placed to 
deliver assessments and source personal assistants, interpreters and emergency 
cover for disabled employees.”  
(Scope)

“More work could be undertaken with local groups of disabled people and with 
Local Strategic Partnerships to promote Access to Work. There are also obvious 
links through regional Pathways to Work and NDDP contracts as well as through 
City Strategies to raise awareness amongst disabled people, employers and service 
providers alike. There are also opportunities to work with local business and 
Chambers of Commerce to educate employers about the programme.”  
(RNID)
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How the Government is taking this forward

7.	 The recently published Green Paper No one written off: reforming welfare to reward 
responsibility announced that the Access to Work budget would be doubled. The 
budget will be steadily increased, (although the start date for the additional funding 
has yet to be confirmed) and will be £138m by 2013/2014.

8.	 This will enable us to expand the reach of the programme, enabling us to reassure 
employers, benefit claimants and people seeking help to retain their jobs, that 
support will be available to all those who need it. As well as helping more people, the 
extra resource also provides an opportunity to improve the way the Access to Work 
support is delivered. 

9.	 In addition to the responses we received to this consultation, an independent 
evaluation of the programme is due to report by the end of this year, and we will 
use these findings and the responses we receive to the consultation questions about 
Access to Work in the recent Green Paper, No one written off: reforming welfare 
to reward responsibility, to make sure the additional funding is spent in the most 
effective way. This will include a close look at the delivery of the provision to ensure 
that it is delivered in a personalised, flexible and timely way for our customers  
and employers.

10.	 The Green Paper also announced our intention to give disabled people the right to 
control their lives and provide them with the support they need to live independently. 
We will consider how the new right might improve the employment experiences  
of customers who use the specialist disability employment services, including  
Access to Work. 
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Chapter Six – Other issues 

We asked: 

Question 26 – How do you feel we can improve the way these services work with 
other locally delivered services and/or local partnership arrangements?

Question 27 – We are committed to producing a full Equality Impact Assessment 
on the final proposals and would value your input in this area. Do you have any 
specific comments on the impact of the proposals put forward in this consultation 
on particular individuals or groups?

Question 28 – Please let us know your views about any other aspect of  
this consultation? 

You said:

Specific groups/individuals that were highlighted by respondents for the Equality 
Impact Assessment were, in the vast majority, specific impairments/disabilities. 
Other groups that were highlighted (apart from the normal categories of gender, 
age, and ethnicity) were the self-employed, part-time workers and those in 
supported businesses/factories.

Overall the response to the consultation was positive and respondents were 
pleased to have had the opportunity to contribute. A number of respondents felt 
that the consultation failed to deal with a number of areas: self-employment as 
an option, the importance of retention, work with employers, the link with other 
programmes New Deal and Incapacity Benefit Pilots, and specific impairment  
group issues. 

There were also a number of responses highlighting the need for greater links with 
health and social care services, and also better links with education services (LSE 
and Connexions) to assist the 16-19 age group. The use of individualised budgets 
was also picked up on by a number of respondents.

A lot of respondents also felt that there should have been more about removing 
the 16 hour rule, and the restrictions on obtaining Access to Work for voluntary 
work and work trials.

The largest amount of disquiet was about the re-contracting and the move to 
larger pan disability providers covering districts and sub-contracting to smaller 
providers. Specialist disability groups in particular were very concerned about  
the implications.

continued
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Specifically you said:

“The role of Specialist Disability Employment Services should include enhanced 
responsibilities for working with employers to open up more and better 
employment opportunities for disabled people.”  
(Social Security Advisory Committee)

“WORKSTEP is only available to people in paid work of sixteen hours a week or 
more, which excludes large numbers of people with a severe learning disability 
who may not be able to work this amount of hours or who may need a ‘stepping 
stone’ to full time employment...Mencap would like assurance that this issue will 
be addressed to ensure that those with more severe learning disabilities are not 
excluded from the new provision.”  
(Mencap)

“DWP must consider how the new provision will cater for customers with high 
support needs who are unable to work for more than 16 hours per week. ERSA 
would recommend that the new provision is open to customers able to work eight 
hours or more per week and requiring in-work support to include them within the 
specialist provision.”  
(Employment Related Services Association – ERSA)

“DWP must also focus on job retention as a preventative measure to stop 
individuals coming out of the labour market in the first place by providing support 
to them and their employer.”  
(Employment Related Services Association – ERSA)

“WORKSTEP is currently only available to disabled people in paid employment 
of 16 hours a week or more, which excludes large numbers of disabled people...
Scope would urge DWP to ensure that even more disabled people can benefit from 
WORKSTEP by reducing the minimum hours per week worked.”  
(Scope)

“Ensuring that disabled people are supported not only to gain employment, but 
to retain it, is a vital part of an effective supported employment service. Action to 
reduce the number of people who fall out of employment is vital if we are to avoid 
disabled people being recycled through JIS, Work Preparation and WORKSTEP over 
and over again.”  
(Scope)

“We are concerned that little attention is given to support for disabled people 
when leaving education and moving to employment.”  
(Equality 2025)
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How the Government is taking this forward

1.	 Respondents have provided a lot of very helpful suggestions about how our services 
for disabled people who experience barriers to entering and progressing in work can 
be improved. 

2.	 A full Equality Impact Assessment (EIA) will be available online shortly at  
www.dwp.gov.uk/resourcecentre/des-consultation.asp

3.	 We will continue to work across government, with devolved administrations, 
providers, customers, employers and disability representative groups, to further 
develop our ability to meet the needs and aspirations of disabled people. Indeed, we 
are planning to run a series of events over the next few months with these groups of 
people, to consult further on the design of the new programme, in particular.
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Conclusion

The conclusion

1.	 In summary, we want to reach a position where all our disabled customers have 
access to the right level of support to help them prepare for, enter and/or retain 
employment. As part of this we want to: 

•	 improve the capability of our provision to help disabled people into  
sustainable employment;

•	 ensure that our specialist disability provision is reserved for those whose support 
needs are not met by our other provision;

•	 ensure that our programmes are better targeted on the individual needs of 
disabled people and employers, to improve our ability to help disabled people live 
fulfilling and independent lives; and

•	 deliver a programme that will support and complement non-specialist services 
such as Pathways to Work and Flexible New Deal, providing security for existing 
long-term customers and help people with more severe/complex disabilities into 
sustainable employment.
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Annex A – List of organisations who 
responded

A4E Action for Employment 

Aberdeen City Council Neighbourhood 
Services (South) Care 

Access Association

Access Made Easy Disability Consultants

Acquired Brain Injury Education Centre: 
Evesham and Malvern Hills College

Action for Blind People

Adult Dyslexia Organisation 

Andover and District Mencap

Association of Disabled Professionals 

Association of Graduate Careers Advisory 
Service

Association of Sign Language Interpreters

Azure Charitable Enterprises

Barking and Dagenham Centre for 
Independent, Integrated, Inclusive Living 
Consortium

Beacon Employment 

Bentley Day Centre – Surrey County 
Council

Best Ltd

BID Services for Deaf People

Birmingham City University – Human 
Resources

Bloomsbury Colleges

Bognor and Chichester Voice Self Advocacy 
Group for People with Learning Difficulties

Breakaway Supported Employment  
Service Lewes

Breakthrough

Bridge Employment

Bridge the Gap 

British Association for Supported 
Employment – BASE

British Broadcasting Company –  
Diversity Centre

British Society of Rehabilitation Medicine

Business Ability Ltd 

Business, Employment and Disability 
Consultancy

Canterbury Christ Church University 

Cardiff University

Care Services Improvement Partnership 

Careers Scotland

CEiS

CIFAS

Citizens Advice: Disability and Older 
People’s Benefits and the Social Fund

City and County of Swansea

City Lit

City of Bradford Metropolitan District 
Council – Skills for Work Service

City of Edinburgh Council: Supported 
Employment Team, Health and Social Care

City of York
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City Parochial Foundation

City University London

Civil Service Disability Network

Clarity Employment for Blind People

Clear Links Support Ltd

Communication Workers Union 

Community Care Providers Scotland

Community Head Injury Service ‘Working 
Out’ – Buckinghamshire Primary Care Trust

Community union 

Cornwall Association for the Deaf and 
Hard of Hearing

Cornwall County Council

Coventry University

Crispin Consultancy

Deaf Children’s Society

Deafness Cognition and Language 
Research Centre – University College 
London

Deafness Support Network

Denbighshire County Council  
(Workstep provider for)

Derbyshire Welfare to Work Sub-Group of 
the Employment and Skills Board

Dering Employment Services Ltd

Devon County Council

Disability Action

Disability Alliance

Disability Employment Advisory Committee 

Disabled Motorist Federation

Doncaster NHS: Pathways to Work  
Steering Group

Dorset County Council – Vocational 
Services

Down’s Syndrome Association

Durham County Council Adult and 
Community Services Social Inclusion 
Section

Edge Hill University Ormskirk –  
Human Resources 

Employers’ Forum on Disability

Employment Opportunities

Employment Related Services Association – 
ERSA

Employment Support and Retraining 
Agency Ltd

ENABLE Scotland

Enham

Enterprise Mentoring Ltd

Epilepsy Action

Epilepsy Scotland

Equal Ability CIC

Equal Access to Employment Glasgow

Equality 2025

Equality and Human Rights Commission

Equality Challenge Unit

Erskine – Caring for ex-Service men and 
women

Fife Council Social Work Service –  
Fife Employability Team

Fife Employability Network –  
Fife Council Community Services

Finchale Training College 

Foundation for People with Learning 
Disabilities
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Glasgow City Council

Gloucestershire Industrial Services – 
Gloucestershire County Council

GMB union

Gofal Cymru

Group for Solicitors with Disabilities

Hampshire County Council 

Hansel Alliance

Headway UK

Highland Blindcraft Workstep Consortium

Highland Council

Hull Learning Disability Partnership Board

Institute of Employment Studies 

Islington Deaf Campaign

John Wheatley College

Joint East Midlands Higher Education 
Institutes

Kent Adult Social Services 

Key4Learning Ltd

KeyRing

KMG Health Partners

Lancashire County Council Employment 
Support Service

Lancashire Local Partnership Boards/ 
Task Groups Chorley/South Ribble and 
West Lancashire

Learning and Skills Council

Learning Disability Partnership – 
Cambridgeshire

Learning Disability Task Force

Leeds Involvement Project

Leicester City Council Day Services  
(via Mencap)

Leonard Cheshire Disability 

Leonard Cheshire Disability (Scotland)

Lincolnshire County Council

Liverpool John Moores University

London Borough of Barking and 
Dagenham

London Development Agency: Independent 
Disability Equality Group

London Employer Accord

Low Incomes Tax Reform Group

Lowestoft College

Make your Mark Campaign 

MCCH Society Ltd

Mencap

Meridian East

Merthyr Tydfil Institute for the Blind 

Mind 

MS Trust 

NASUWT The Teachers Union

National Association of Deafened People

National Association of Disability 
Practitioners

National Autistic Society

National Social Inclusion Programme 

Neath Port Talbot County Borough Council

New Directions Salford Task Group

Newcastle City Council – Adult Services

Newco Products and Newco Employment 
and Training

NHS Employers

NIACE 
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North Somerset Council – Adult Social 
Services & Housing

North Yorkshire County Council

Nottinghamshire County Council – Adult 
Social Care and Health Department

Nottinghamshire Deaf Society

Office for Disability Issues – ODI

Oldham Metropolitan Borough Council – 
Training into Employment

Open Assembly @ Genesis, Leicester City 
Mental Health Service User Forum

Open University – Human Resources

Osel Enterprises Ltd

Papworth Trust

Parkinsons Disease Society

Passionate about BSL

PCS Equality, Health and Safety 
Department

Pertemps People Development Group

Pluss

Progress Recruitment Ltd

Quarriers Voluntary Support Organisation

Quest Employment Agency

RADAR

Ravensbourne College of Design and 
Communication: Human Resources

RCT People First

Reed in Partnership

REMPLOY

Rethink

RH Consulting 

Rhondda Cynon Taff County Borough 
Council

Richmond Fellowship

RNIB 

RNID

Royal Blind

Royal British Legion Industries – RBLI

Rugby Disability Forum

Sainsbury Centre for Mental Health

Salford Supported Employment

Scope

Scottish National Federation for the 
Welfare Of The Blind

Scottish Union of Supported Employment 
– SUSE

Sefton Equalities Partnership

Sense

Shaw Trust

Sign Translate Ltd

Signalong 

Skill: National Bureau for Students with 
Disabilities

Skillnet Group

Social Firms UK

Social Security Advisory Committee 

Society of Visually Impaired Lawyers

Somerset County Council

South Wales Consortium of Supported 
Employment Agencies

Speaking Up Group – Tunbridge Wells

Spinal Injuries Association 

Staffordshire County Council

Stoke on Trent City Council: Supported 
Placement and Supported Employment 
Services 
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Strathclyde Fire and Rescue

Surrey Coalition of Disabled People

Surrey Supported Employment Ltd 

Swansea Council for Voluntary Service

Terence Higgins Trust 

The Action Group

The Centre for Public Policy –  
Northumbria University

The Invisible Workforce

The Stroke Association

The University and College Union

Thera Group of Companies:  
The Quality Company

Trade Union Disability Alliance 

Trafford Council

Transition Information Network

Treloar College

TUC

UNISON

United Response

Universities and Colleges Employers 
Association 

University of Bolton – Human Resources

University of Central Lancashire

University of Dundee

University of Exeter – Occupational  
Health Unit

University of Glasgow

University of Gloucestershire 

University of Hertfordshire

University of Hull

University of Leeds

University of Manchester

University of Oxford – Personnel and  
Equal Opportunities

University of Plymouth 

University of St Andrews

University of Wales – Human Resources

University of Wolverhampton

Valuing People Partnership Board East 
Riding of Yorkshire 

Veterans of Scotland

Vocational Rehabilitation Association

Voluntary Action Leicester

Warwickshire County Council  
Workstep Team

Ways to Work 

We Think (via Mencap)

Welsh Initiative for Supported Employment 

Wessex Autistic Society

Westcombe Employment Service 

Whitehouse Enterprises: Suffolk County 
Council

Wise Group

Wokingham Employment Support Service

Work Fit

Workline Supported Employment Service – 
Sunderland City Council

WorkWAYS

Workwise – Calderdale Council

Yorkshire and Humberside Disability 
Consulting Group

Yorkshire and Humberside Regional 
Partnership
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Annex B – The DWP Commissioning Strategy 
– encouraging the market

Background

1.	 The DWP Commissioning Strategy and Code of Conduct were published in February 
2008. They set out our aims to achieve a step-change in the way we deliver welfare 
reform programmes. They outline our plans to introduce longer, larger contracts, with 
more outcome-based funding, which offer better value for money for the taxpayer 
and offer contractors the opportunity to be more flexible in the way they engage 
with customers. 

2.	 The strategy was published following wide-ranging consultation with existing 
and potential providers, with other parts of government, with representative 
groups, employer organisations and other stakeholders, as well as taking on board 
recommendations from Freud, Leitch and other key papers including the responses 
to the consultation exercise. It also considered best practice gathered internationally 
from the United States, Australia and the Netherlands. 

3.	 Currently, the Department spends nearly £1 billion buying employment provision and, 
in England, the European Social Fund (ESF) finances further provision. This generates 
a patchwork of provision which consists of contracts of different size and structures 
and which are both costly and time consuming to run. DWP recognised the need 
to spend the money cost-effectively to get the best result for every customer and to 
increase the number of people going into sustained work.

4.	 It is hoped the Commissioning Strategy will set in place a set of principles which will 
be flexible enough to adapt to the differences in the type of provision we offer and 
which we will be able to develop and modify to cover the needs of future provision. 
Our ambition is to make DWP provision a beacon for the Government’s aim of 
becoming a world leader in skills and in tackling concentrations of worklessness at a 
local level. 

Next steps

5.	 The Commissioning Strategy represents a major milestone in our welfare reform 
programme and provides a comprehensive and compelling vision of radical change 
in the way we will work with providers. It will give us a strong platform on which we 
will be able to build, in the future, a more integrated approach to commissioning and 
delivering employability and skills support. 

6.	 It is an integral part of the welfare reform agenda and, in particular, of meeting 
the significant challenges of achieving full employment in a generation and the 
eradication of child poverty.
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7.	 Essentially, the Strategy describes:

•	 the market we want to do business with;

•	 how we specify what we want to buy;

•	 the purchasing process; and 

•	 performance management and the ongoing relationship.

8.	 It sets out the seven component parts of the Strategy and their underpinning 
principles. Together, they describe the direction we believe we must travel to achieve 
the required improvement in performance and signal the changes that all parts of  
the commissioning system will need to make for this to happen. It also describes 
what we need to do over time to get to that position where it does not exist at 
present. The seven key messages are:

•	 Market structure: We want a stronger, more consistent base of top-tier 
providers who can work closely with regional and sub-regional partners to deliver 
sustainable jobs for unemployed people.

•	 Market development and stewardship: We will play an active and transparent 
role to ensure that smaller, local providers, who have the capabilities we need and 
who perform well, can flourish and develop.

•	 Provider capabilities: We will spell out the specific capabilities and requirements 
that make up a high-performing supply chain and an effective first-tier provider. 
We will contract, inspect, manage and intervene on the basis of these capabilities 
and requirements.

•	 Commercial strategy: We will build a competitive market with larger and longer 
contracts, rewarding providers for sustained outcomes and significantly reducing 
costs, using competition on a continuing basis as the spur to greater effectiveness.

•	 Performance management: We will move to a single, integrated, shared 
and transparent approach to the measurement and management of provider 
performance that enables a ‘like-for-like’ analysis of performance.

•	 DWP capability: We will build our own skill base so that we make a positive 
contribution to business partnership – doing the best job to support providers in 
securing sustained job outcomes for our customers.

•	 Customer experience: Customer experience will play an important part in the 
commissioning of provision, how it is delivered and how it is improved.

9.	 The main aim of the Strategy is to bring a distinctive, flexible approach to service 
delivery, based on specialist knowledge, skills and experience using the private, public 
and third sectors, building on the significant proportion of the help and support 
available to jobless people already delivered under contract by providers. We want to 
develop a consistent base of providers who we will encourage to use their initiative 
and innovation to deliver services, and linking into the appropriate local delivery 
infrastructure that best delivers sustained jobs. 
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10.	 To encourage our existing providers, along with any other organisations who may not 
have previously delivered this service, we will:

•	 run briefing events before and during the procurement exercise, involving 
both potential prime contractors and smaller organisations who may wish to 
be involved as sub-contractors. We will publicise these widely, including local, 
national and specialist publications and on our website; 

•	 implement arrangements to facilitate the ongoing exchange of information 
between potential prime contractors and potential sub-contractors;

•	 work with the Office for the Third Sector and third sector representative 
organisations to ensure that there is an ongoing communication process with  
third sector organisations throughout the procurement exercise;

•	 ensure that bidders receive information on the specific local requirements in  
each contract areas and are given opportunities to interact with key local 
stakeholders; and

•	 provide specialist support to organisations in the forming of joint ventures.

11.	 The Department will need to play an active role here in ensuring that smaller, 
local partners can flourish and develop, provided they perform well and have the 
capabilities we need. We will support the entry of new providers to the market and 
are committed to ensuring that high performing third sector providers can continue 
to play their valuable role in provision. 

12.	 For more detailed information on the DWP Commissioning Strategy, please go to:  
http://www.dwp.gov.uk/publications/dwp/2008/com-strategy/cs-rep-08.pdf
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