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Abstract

The transition from education to employment is a critical stage in the lives of young disabled
people, which can shape their long-term independence, wellbeing and confidence in the
workplace. Despite the importance of this transition stage, research remains minimal and
underfunded. This research paper examines the current stage of transition support across
Buckinghamshire, with particular focus on employment, and aims to provide realistic
recommendations for change.

This research conducted empirical analysis in the form of mixed-method surveys, multi case
studies, semi-structured interviews and focus groups. Findings showed that young disabled
people are facing significant barriers when transitioning into employment, including support
service restrictions, inaccessible hiring processes, unsuitable work demands and employer
stigma. Mixed method analysis provided evidence that insufficient transition support
contributes to economic inactivity amongst young disabled people, despite them wanting to
pursue meaningful employment.

Transformation is suggested at a systemic level to improve the transition support provided to
young people, but also to alleviate financial and resource pressures faced by the local
authority. A dedicated, independent SEND transitions service is proposed within
Buckinghamshire that can provide a consistent and accessible service for young disabled
people and local employers.
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Executive Summary

This report summarises the research
carried out by the BuDS SEND Transition
Project, which aims to improve the
experience of disabled/SEND young people
moving from education into employment.
This report covers the research we have
carried out as part of the Reach4Work
stream within the SEND Transition Project,
which is centred around employment
services available in Buckinghamshire for
young disabled people. This research is for
anyone with a connection to or an interest
in disability and SEND, particularly
concerning young disabled people
accessing employment.

Our Research

Our research aims were to identify the
current services and support available to
disabled/SEND young people for the
education to employment transition, and to
assess the extent to which these services
and support meet their needs.

We produced a structured research plan,
encompassing a range of investigation
methods including extended interviews with
disabled/SEND young people, a focus
group, and interviews with stakeholders and
professionals.

Mixed Method Surveys —_— Multi Case Studies

[ Participant Observation /

Semi-Structured Interviews = —m— Focus Group

Buckinghamshira Bisability Service: 1102511

Figure 1: Research Methods and Process

Result Findings

Our research findings are robust and well
supported by evidence. Sadly, the situation
the research reveals is damning.

Employment support services do not
provide support for a long enough period of
time.

Employment support services are widely
inaccessible for disabled/SEND users.

Undue emphasis is placed on searching for
jobs rather than supporting users to be
ready for work.

Remote working, even though it best meets
the needs of most disabled/SEND
applicants, is hard to find.

Schools do not offer enough support to
disabled/SEND students preparing to enter
work, especially consistent work
experience or employment planning.

Employers lack knowledge and
understanding of disability, they are
disproportionately anxious about employing
a disabled person, and many are
institutionally or personally biased against
disabled people in the workplace.

Full details of these findings can be found in
Table 1 (below).

Recommendations

Our research has highlighted the troubling
situation faced by disabled/SEND young
people moving from education into
employment. From this evidence, it is clear
that urgent action is needed to fix SEND
provision in Buckinghamshire.
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We therefore recommend the development
of a new SEND Transitions Support Service,
to help support disabled/SEND children
moving between schools and employment.
It could be an evolution of BuDS' existing
Reach4Work scheme.

This service would support disabled/SEND
young people and their parents/carers,
provide a trusted source of information and
support, and hold the DWP accountable.

A consultancy/advice service for
recruitment agencies should be established
to help them remove barriers facing
disabled/SEND young people. Support
would include service audits, disability
awareness training, and practical help
around physical inaccessibility and
alternative formats.

The SEND Transitions Service should
include audits of school practice and

Table 1: Findings Detail Summary

consultancy to help schools improve the
support they give to disabled/SEND young
people.

The local authority commission must
commission external ongoing research to
give them a live picture of the issues and
challenges facing disabled/SEND young
people moving into work.

Employment support services and
Jobcentre Plus must urgently review how
they communicate with disabled/SEND
young people, and take advice from
organisations representing them about the
most effective ways of communicating with
them.

The SEND Transitions Service must have a
clear drive to work with employers and their
representative organisations to transform
their attitude to, and knowledge of,
disability and disabled workers.

Issue

Finding

Is Help Provided For Long Enough?

Other than BuDS, all employment transition
support services - both public and voluntary
sector - offered only short-term, time limited
support up to a maximum age of 25. This
prevented the consistent, long-term
assistance that nearly all young
disabled/SEND people need to build skills,
confidence, and independence over time.

Our conclusion is that employment transition
support services need to be reconfigured to
offer longer-term support, so as to meet the
needs of young disabled/SEND people.

Are Services Accessible For
Disabled/SEND Users?

Other than BuDS, all employment transition
support services - both public and voluntary
sector - presented barriers to their use by
disabled/SEND young people, such as a lack
of remote access, physical inaccessibility,
unavailability of alternative formats or service
designs, or transport difficulties.
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Our conclusion is that employment transition
support services need to be reconfigured to
remove barriers which prevent or hinder
disabled/SEND young people from using
them.

Were Young People Supported to Search
For Jobs?

Other than BuDS, all employment transition
support services - both public and voluntary
sector - placed undue emphasis on
searching for possible jobs. Disabled/SEND
young people found these repeated searches
to be highly stressful, lengthy and
overwhelming, adversely affecting their
mental and physical wellbeing.

Our conclusion is that employment transition
support services need to be reconfigured so
that job searching is more appropriately
positioned within a wider package of support,
and that individuals are properly supported
to search for potential jobs at the right time.

Does The Job Market Meet The Needs Of
Applicants?

Our research highlighted that a majority of
applicants would be best suited to remote
working due to their health conditions, yet
these roles were the rarest and hardest to
apply for. This limits the opportunities that
disabled/SEND young people can apply for,
and makes it harder for them to enter work.

Our conclusion is that the absence of remote
jobs, and their competitiveness, presents a
significant barrier for disabled/SEND young
people.

Does Jobcentre Plus Adequately Support
Disabled Jobseekers?

Non-governmental support services were
praised by disabled/SEND young people for
their one-to-one support, consistency of
staff, and lack of restrictive timelines. Their
tailored approach was reported by
disabled/SEND young people as making
them feel secure, better prepared and more
confident in their job searches.

Our conclusion is that independent non-
governmental services currently offer better
job-seeking support than Jobcentre Plus.

Do Schools Offer Enough Career Support?

Our research found that Careers Education,
Information, Advice and Guidance (CEIAG)
provided at a secondary school level is
inconsistent. Disabled/SEND young people
reported that more support gave them more
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time to consider employment and plan
ahead, which helped reduce stress and
improved physical and mental health.
Additionally, schools did not offer consistent
work experience or employment planning for
SEND students, especially compared to non-
disabled students.

Our conclusion is that school career support,
especially work experience, needs to be
strengthened to give disabled/SEND young
people more support as they move towards
work.

Do Employers Welcome Disabled/SEND
Employees?

Sadly, our research shows that the answer to
this question is a resounding "no". Employers
lack knowledge and understanding of
disability, they are disproportionately anxious
about making reasonable adjustments or the
financial cost of employing a disabled worker,
and many are institutionally or personally
biased against disabled people in the
workplace.

Our conclusion is that urgent and intensive
work is needed to better inform and educate
employers about disabled people and their
place in the workforce.
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1. Background

1.1 The SEND Transitions
Project and BuDS
Reach4Work

The BuDS SEND Transition Service is a six-
year project very kindly part-funded by the
Rothschild Foundation, the Peter Harrison
Foundation, [add others].

The purpose of the SEND Transition Service
is to improve the experience of
disabled/SEND children and young people
moving through key transitions within
school education and from school
education into work. It does this by:

e Investigating and reporting on
services supporting disabled
children and young people

e Assessing to what extent the needs
of disabled children and young
people are met by existing services.

e Proposing new and improved
services to eliminate gaps and
address deficiencies, including new
BuDS and Reach4Work services.

The SEND Transition Service is made up of
work streams from several BuDS projects,
primarily Fair4All Education and
Reach4Work.

The findings in this report cover the
Reach4Work employment workstream only.
Research has been undertaken
independently by BuDS and is not affiliated
with any political party. The focus for this
report is specifically on the needs of
disabled young people.

1.2 About Fair4All Education
and Reach4Work

The FairdAll Education project tackles the
most important educational issues facing
disabled children and young people, and

their parents/carers, in Buckinghamshire.

The core of the Fair4All Education project is
a ‘working community’ of professionals,
parents, carers and disabled young people
who are passionate about making a real
difference. Working under the BuDS
umbrella, the Fair4All Education team
works together to define an agenda for
action and plan how change will be made to
happen.

Reach4Work is the only Buckinghamshire
employability service for young disabled
people thatis fully accessible, and user led.
It already supports disabled young people
into work and higher education, including
offering unique pathways to digital careers
and work experience opportunities.

1.3 Aims & Research Questions

To help improve SEND services in
Buckinghamshire, first we have to ask
questions to determine what the problems
are. The questions asked in this research
were:

1. Arethere enough employment
support services in
Buckinghamshire to meet current
demand for young disabled people?

2. What barriers are young disabled
people currently facing during
employment transitions in
Buckinghamshire?

3. Are changes or additions needed to
the current employment support
service provision to meet the needs
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of young disabled people in
Buckinghamshire?

Answering these questions allowed the
identification of the support services that
are most needed by students to guide them
when transitioning between education and
work. This can be expanding on or providing
additional funding and places for existing
services, or creating new services entirely.

1.4 Why SEND Transitions?

The voices of young disabled/SEND people
are often overlooked and under-
represented in employment. Barriers such
as mobility restrictions, inadequate
accommodations for visual, motor, or
auditory needs, poorly designed exclusion
criteria, and limited awareness about
available opportunities further contribute to
this disparity. Disabled/SEND young people
consequently have a far greater need for
research that can improve their experience.
This research achieves this by focusing on
gathering the authentic experiences and
opinions of disabled/SEND young people.

We conceptualise transitions as an ongoing
process of adaptation to any change (e.g.,
leaving school, moving between jobs) in
multiple domains (e.g. professional,
psychological) and contexts (e.g., school,
home) over time (Jindal-Snape, 2016) and
this process can be additionally difficult at
every stage for disabled peers compared to
their counterparts. Factors such as mobility
difficulties, sensory needs, and a lower
tolerance for handling life changes can
amplify the stress of moving to a new
environment.

Transitions occur at multiple stages,
including moving between settings (e.g.
between jobs), and leaving compulsory
education altogether.

To address these challenges, effective
supportis essential. There are many
support services that aim to help
disabled/SEND young people moving
between employment and education. This
research examines these services and the
support they provide, and proposes
additional recommendations to improve the
transition experience for disabled/SEND
young people.

1.5 Scope

The focus of this research will cover specific
aspects of the transitional phase from
school to adulthood and be limited to
specific people based on their experiences.

Only the experiences of people aged 18 and
over will be relevant to the research.
Research may include comments from
people who are commenting retrospectively
on their experiences.

This report will specifically focus on those
who are residents in Buckinghamshire, as
the primary are of focus is assessing the
employment support service provision
within the county.

Although there will be intersections of
disadvantage within the youth labour
market, the focus of this research is
specifically on barriers faced because of
disability. BuDS have identified that this
focus has been under-explored within
Buckinghamshire, despite the
Government’s commitment to improve
SEND support nationally.

In particular, the research is keen to look at
barriers faced by learning disabled and
neurodivergent people. Current research
indicates that people with these
characteristics have the lowest percentage
of employment rates by impairment type in
the UK, with autistic people and people with
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severe or specific learning difficulties
having employment rates of 29% and 26.2%
(Office for National Statistics, 2021b)
respectively. Surveys will have a specific
question asking participants to identify
whether they have a learning disability,
ADHD, or autism.

1.6 Definitions and Terminology

In this report, a number of medical and
technical terms are used. These have been
carefully selected by the research team,
and approved by BuDS Trustees. A full list of
these terms, and their definitions, can be
found in Appendix 1.

It is important to note that the terms
“neurodivergent” and “learning-disabled”
may fall short of the full breadth of
experiences of many young people who
experience cognitive differences. These
terms are therefore a framework for this
report, but are not intended to be
extensively representative of all people who
have differences in their cognitive
functioning. The most important thing for
this research is that we identify young
people who struggle with employment
related activity because of these
differences and discover the support they
need to succeed and thrive in the
workplace.

It should also be noted that not everybody
is comfortable with the terms
“neurodivergent” or “learning-disabled” and
may not identify as neurodiverse or learning
disabled even though they may meet the
diagnostic criteria. Similarly, many people
feel uncomfortable with the term “disabled”
and may feel it does not apply to them.
BuDS utilises the social model of disability
by way of definition. People with SEND and
or EHC plans may not identify as disabled
despite having special educational needs

that may need to be considered and
supported to effectively transition young
disabled people into suitable working roles.

A person may experience many of the
difficulties and hold many of the personal
traits and characteristics which could be
medically diagnosed as either learning
disabled or neurodivergent. These labels
may also fail to accurately capture the
myriads of differences in which associated
disabled characteristics could present.
When interviewing people and collating
survey results, we have given the people the
option to self-identify using the principles of
the social model of disability.
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2.Background
2.1 Disabled Job Seekers

Research into employment support for
disabled people in Buckinghamshire is
evidently under explored and limited,
despite over 1in 12 people (8.6%) being
identified as being disabled during the 2021
Census in Buckinghamshire. 2.2% of Bucks’
population is identified as economically
inactive due to long term sick or disability
(Office for National Statistics, 2021a).

The Office for National Statistics states that
around half of disabled people aged 16 to
64 years (53.5%) in the UK were in
employment compared with around 8in 10
(81.6%) for non-disabled people (Office for
National Statistics, 2021b). It is clearly
important, therefore, to understand the
reasons behind this figure.

Seeking and maintaining employment can
be a challenging and stressful time, and
these challenges are amplified significantly
for disabled people who face additional
barriers. Significant barriers can include
factors such as working environment, rigid
work patterns and attitudes, travel
restrictions, recruitment practices and a
lack of accessible job seeking support
which can all, and more.

A lack of awareness and education
regarding the reality of maintaining
employment for disabled people, is a clear
and significant barrier faced by those
seeking and keeping employment. Almost 1
in 6 people with complex disabilities in work
do not feel that their disability is well
understood by employers (Sense, 2024b). It
is likely that dedicated research, such as
this, which accurately depicts the struggles
of disabled people when accessing
employment could contribute to positive

changes of views and attitudes among
employers.

Many employers have been shown to
harbour sincere yet ill-founded views about
the work-related abilities of disabled
people. These negative views are often a
result of interrelated concerns that
permeate the entire employment cycle
(Bonaccio et al, 2020) and thus they create
significant and long-lasting disadvantage
for any disabled applicants. It has been
found that “One in three (32%) people think
that disabled people are not as productive
as non-disabled people” (Scope, 2018)

Itis unsurprising that discriminatory views
held by potential employers and recruiters
cause significant fear and anxiety for
disabled job seekers, with recent research
revealing that 76% of employees with
disabilities do not fully disclose their
disabilities at work (Accenture, 2023) due to
fear of receiving limited opportunities and
being denied a fair chance of receiving a job
offer.

There are numerous significant benefits to
meaningful employment. Employment rates
are linked not only to quality of life, but life
expectancy also (The Health Foundation,
2019). Inyoung people, NEET people report
lower levels of happiness and confidence
(Prince’s Trust, 2021, p.9).

Itis logical that people with disabilities and
long-term health conditions, who are more
likely to be out of employment, also face
higher prevalence of loneliness and
isolation. Work enables stronger social
networks and opportunities for regular
social interaction, as well as improving
quality of life indicators such as purpose,
satisfaction, and self-esteem. Financial
independence is linked to cost savings for
local authorities, as well as improving self-
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autonomy and providing opportunities for
personal development.

Due to the barriers, self-esteem issues,
stigma, and other negative experiences
disabled people have in the workplace, itis
even more important that extra supportis
available to disabled people as they
navigate the transition into the workplace to
ensure it is healthy, positive, and
productive.

Disabled people are at high risk of losing
their jobs, and nearly twice as likely to leave
their jobs as non-disabled people (DWP,
2021). This suggests that the conditions
they face often become intolerable, leading
to many disabled people having a series of
short-lived employment opportunities
interspersed with time on benefits, or
remaining in education for longer than is
necessary because there is not aviable
opportunity for them to progress to
(Department for Education, 2022, p.52).

According to Scope, 72% of disabled
people have experienced negative attitudes
or behaviour in the last 5 years, with 87% of
disabled people who had experienced
negative attitudes or behaviour saying it had
a negative effect on their daily lives (Scope,
2021). This includes within the workplace
and during the search for work.

Equality and inclusion are essential to
societal wellbeing and happiness; so, it is
no surprise that employing someone with a
learning disability is linked to improved staff
morale, reputational benefits, and better
productivity in the workplace (Beyer and
Beyer, 2017). Despite this, only 5.1% of
adults with a learning disability known to
their local authority in England are in paid
work (NHS Digital, 2021).

It is essential that disabled/SEND young
people receive additional support to ensure
the employment they find is sustainable

and that they are resilient enough to handle
work related changes or difficulties they
may face in the working world.

Tailored supportis needed to help
neurodivergent and learning-disabled
people navigate the transitions phase and
understand the types of employment and
environments that would be sustainable for
them.

Every disabled person experiences their
health condition in a unique way despite
their being a standard list of symptoms. An
example would be that one individual with
chronic fatigue syndrome (ME) may be
classed as mildly affected and be able to
work outside of their home part time,
whereas another affected individual may be
classed as severe, cannot leave their bed
for much of their day, and is unable to work
at all.

Research also shows that people with
ADHD often prefer online working, reporting
that office environments are challenging for
managing productivity and anxiety, and
autistic people often report difficulties
understanding the non-verbal cues of
others which can be exemplified by online
working (Maitraye Das et al, 2021).

It is vitally important that employers
understand and accommodate the needs of
disabled workers such as these, so they can
feel supported whilst working and experience
meaningful and long-lasting employment.
Without this understanding, disabled
employees are often forced to leave their jobs
due to physical and mental health being
detrimentally affected - something that could
potentially be avoided if employers' attitudes
were different and reasonable
accommodations were provided from the
start of employment.
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2.2 Statistical Summaries

2.2.1 Educational Health Care Plans (EHCPs)

Records of EHCPs maintained by Buckinghamshire Council demonstrate the prevalence of ASD
and learning difficulties in comparison to other impairment types. ASD represents just over 31%
of all EHCPs. Learning difficulties represent approximately 16% of EHCPs.

Table 2: Total EHCPs maintained by Buckinghamshire Council as of 31 October 2022

Number of EHC Plans Maintained by BCC 5788
Autistic Spectrum Disorder (ASD) 1804
Hearing Impairment (HI) 98
Moderate Learning Difficulties (MLD) 715
Multi Sensory Impairment (MSl) 35
Physical Difficulties (PD) 277
Profound and Multiple (PMLD) 78
Severe Learning Difficulties (SLD) 160
Social, Emotional and Mental Health Needs (SEMH) 836
Specific Learning Difficulties (SPLD) 246
Speech, Language and Communication Needs (SLCN) 1274
Visual Impairment (V) 75
Other/Not recorded 190
Table 3: Total EHCPs maintained by Buckinghamshire Council by age group, as of May 2022
Age group Total EHCPs
Total 5415
Under 5 215
Age5to 10 1821
Age 11to 15 1951
Age 16to 19 1152
Age 20to 25 276

With a total of 5411 EHC Plans maintained
by Buckinghamshire County Council in May
2022, only 276 account for support offered
to 20- to 25-year-olds, and 1152 in place at
ages 16 to 19. This indicates that EHCP
support from the local authority typically
stops by age 19. From this point, the young
person may have entered a range of
pathways including further or higher
education; work experience; or a supported

internship. Although on the surface, these
figures appear encouraging, they do not tell
the full story.

The local authority considers an EHCP
successful, and it comes to an end as soon
as ayoung person demonstrates the ability
to work independently and can comfortably
secure employment. Some exceptions to
ending the EHCP at the time of employment
include other compounding issues that
need continued work such as physical
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disability support or social care need that
require a move to adult social care.
However, feedback from service providers
tells us that this end to support is often too
early, and that not enough supportis given
to ensure people are able to retain
employment when stresses and changes
occur in the workplace.

Furthermore, there are young people who
use education as way to facilitate delaying
entering the workforce as they have not
been supported enough to do so. Those
young people who leave higher education
often do not receive enough specialist
support to help them with their cognitive
differences when making steps into a
career.

2.2.2 Bucks SEND Sufficiency
Strategy

The Buckinghamshire SEND Sufficiency
Strategy (Buckinghamshire Council, 2022)
highlights inequalities for SEND provision at
the regional level, stating that of March
2021, only 10.1% of children are registered
to receive SEND support, compared to a
national average of 12.2%.

This disparity is likely to be higher among
older children and young adults who may
have learned to mask their neurodivergent
characteristics or who may have been at
schoolwhen diagnoses were less common
and less support was available, only to find
they are struggling in new ways having
begun the transition from school to
employment. Furthermore, the difficulties
in obtaining EHCPs has been well
documented, and it is known that not every
young person with SEND will be successful
in obtaining one.

2.2.3 ONS Census 2021

Recent data from the Office for National
Statistics (ONS) underscores the
pronounced disparity in economic activity
between disabled and non-disabled
individuals.

As per the 2021 Census, a significant 71.6%
of disabled individuals aged 16 to 19 were
categorized as 'economically inactive.
(Office for National Statistics, 2021), which
is defined by ONS as people notin
employment, who have not been seeking
work within the last 4 weeks and/or are
unable to start work within the next 2
weeks. The common reasons for not being
in employment include retirement,
studying, disability and/or illness.

When examining the 20 to 24 age range,
there is a decrease in the economically
inactive statistics for disabled individuals to
41.3%. Nevertheless, this is in stark
contrast to a mere 22.7% of their non-
disabled counterparts. Such figures clearly
illustrate that disabled young adults
confront markedly more challenges and
barriers in the employment sector when
juxtaposed against non-disabled peers.
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3.Research

3.1 Research Focus

The focus of BuDS’ research was to explore
the current support available during
transition periods between education and
employment, any gaps in support, and to
analyse individual experiences. The scope
of the research will have specific
requirements and target areas:

1. The primary focus will be disability,
specifically SEND (Special
Educational Needs and
Disabilities). Research, current data
and individual case studies have
shown that disability can be a
significantly underrepresented and
overlooked protected characteristic
within employment.

2. The experiences of those who have
lived experiences transitioning
through the education to
employment transition, with the aim
of achieving comprehensive
coverage of this transition over the
three-year life of the service.

3. Thereport and research will
specifically focus on those who are
residents in Buckinghamshire (or
who studies/work in
Buckinghamshire) to keep
information and research specific to
this county.

This research targeted three main
audiences for our primary and secondary
research: disabled/SEND young people,
employment support services, and third-
party parent and professional groups. These
audiences have been chosen due to the
importance and significance of their lived
experiences. At BuDS, we believe that
getting the direct opinions, experiences and
ideas of young disabled people themselves

is crucial to understanding what can be
done to improve and introduce additional
support for others.

3.2 Research Planning

The focus of the project from 2023-2025
was on the transition period from
secondary education to employment for
SEND young people. Research planning
included:

1. Collecting and publishing
quantitative and qualitative data on
current state of SEND employment
in Buckinghamshire to establish a
baseline for analysis.

2. ldentifying, examining and reporting
on the transition procedures,
support and services for SEND
young people transiting from
education to employment.

3. Collecting the views of
disabled/SEND jobseekers and
employed young people, and the
support services that aim to help
them. This was published in an
anonymised form.

4. Making recommendations for
development and improvement of
the transition from education to
employment for SEND young
people, including proposals for new
or improved services.

3.3 Methodology

We decided on a multiple strategy approach
to collect our data, using the following
research methods:

1. Multi, semi-structured case studies
— qualitative data collection
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2. Surveys with non-probability and
purposive sampling — mixed method
data collection

3. Semi-structured interviews —
qualitative data collection

4. Participant Observation — mixed
method data collection

3.3.1 Semi-Structured Interviews

Given the inherently unique and authentic
nature of our primary research objectives,

data collection had to be approached in a

way that was adaptable and tailored to the
specific needs of our participants.

As such, interviews were designed to be
informal and semi-structured interviews,
which allowed for the interviews to meet the
needs and views of the participants, as well
as the interviewer. In order to ensure
maximum participation, and make the
environment accessible for all participants,
interview questions were designed to be
open-ended and adaptable, meaning the
interviews were more relaxed and
conversational. This had a much better
impact on participants than rigid
questioning and a formal atmosphere.

The interviews generated a significant
amount of data and enabled the creation of
detailed case studies.

3.3.2 Surveys

3.3.2.1 Why Surveys?

For the primary research, it was necessary
to systematically gather a mixture of
qualitative and quantitative data, to ensure
the results covered both factual and
descriptive elements.

Hence, the decision was taken to use
specific mixed method analysis that could

merge into other techniques too such as in-
depth interviews and case studies.

For these reasons and more, survey
analysis with non-probability and purposive
sampling was chosen primary research
method.

3.3.2.2 Drafting and Targeting

The surveys were targeted at key audiences
(see Section 3.2) to gather their views. The
results from these were then compared to
the data obtained in secondary research
from ONS, Ofsted and others (Section 2,
Section 4). From this approach, it was
possible to extract a wide range of
perspectives, namely those of young
disabled individuals, and various support
agencies.

Drafts of the surveys were finalised by
multiple staff within BuDS, to gather diverse
feedback. This in-depth analysis ensured
that the surveys were comprehensive,
suitable for each target audience and would
prompt relevant responses.

Emphasis was not just on the content of the
surveys, but also on their form and
structure. Understanding that an efficient
survey structure is essential to engaging a
wider audience, especially when reaching
out to younger demographics or those with
additional needs, the surveys were
designed to include a mixture of multiple-
choice and open-ended questions, with
length variations depending on the
audience.

To actively engage younger participants,
specifically those preparing to move into
work from secondary education, the
surveys had to be accessible and attractive
to that age groups.

In order to raise the response rate of the
surveys, strategic marketing was used to
advertise our surveys, including at local
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events, employment functions, and
community fairs.

To further incentivise the surveys, we
provided a chance for survey respondents
to enter a prize draw to win a £50 One4All
shopping voucher. The terms and
conditions of the surveys were designed
with this in mind, to comply with advertising
regulations.

In total, we designed two distinct surveys
with different aims:

1. To capture respondents’
experiences using employment
support services

2. To capture respondents'
experiences moving from school to
work

A survey recipient matrix was created for all
members of the BuDS SEND Transitions
team to access and add to. This allowed
detailed tracking of eligible survey
recipients, and the compilation of a list of
contacts distribute the surveys to.

An explanatory video and graphic were also
circulated with the surveys to help explain
their purpose and what BuDS required. Staff
contact details were also provided to assist
those who needed accessibility adaptations
or who had questions about the surveys.

3.3.3 Case Studies

A key aim of this research was to develop a
deep understanding of the factors
surrounding those affected by SEND
transition phases. When choosing research
methods, a method that could capture the
authentic experiences of participants was
needed, that could go further than the
limited scope of interviews.

Case studies are known for ‘detailed and
intensive analysis of a particular event,

situation, organization, or social unit’
(Schoh, K, 2020, p. 245), a feature that
clearly aligned with the desired outcome of
this research aim.

3.3.4 Events

It was decided that, in order to increase our
reach among disabled job seekers, that
attending events with a stand would be
beneficial. This stand contained feedback
cards, interactive graphs that attendees
could rate their experiences on, and a QR
link to the surveys. Analysis indicates that
this significantly helped increase the
number of respondents to the surveys, and
also helped generate valuable data that
conclusions could be drawn from.

3.3.5 Focus Groups

To further capture the authentic voices of
disabled/SEND children and their families,
a focus group was held to discover their
recommendations to improve the education
to employment transition process.

A focus group is a qualitative method of
data collection in which a group of
individuals are invited to have a facilitated
discussion. Aresearcher is also present to
guide the conversation, take notes and
analyse group dynamics. Focus groups
allow for an in-depth analysis into the
experiences and opinions of a group of
people and present authentic written
findings.

At the focus group, the research findings
were presented to participants, and
discussion was opened for suggestions of
changes and recommendations. Attendees
included parents and carers of disabled
young people, BuDS employees and those
with a recruitment service background. The
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focus group was voice recorded for
transcription purposes. Quotations have
been taken from the transcript and are
anonymised to maintain participant
anonymity.

3.3.6 External Organisations

There are a number of organisations in
Buckinghamshire that specialise in
assisting disabled/SEND young jobseekers.
The four primary organisations, that this
research focused on, were:

1. New Meaning - an alternative
education provision helping young
people to find their strengths and
develop the confidence and skills to
earn their own living. They assist
around 250 young people a year.

2. Talkback - a Buckinghamshire-
based autism and learning disability
charity aimed at helping people to
live full lives inclusive of all the
opportunities afforded to abled and
neurotypical people. Talkback offer
various employment training
programmes including work
experience; supported internships;
and support to maintain paid work.

3. Macintyre - a Buckinghamshire
based employment support service,
contracted by Aylesbury College
and who work with
Buckinghamshire Council. They aim
to help candidates develop life skills
and employability strategies.

4. BuDS Reach4Work - a support
service for disabled young people
looking to move towards or into
employment. BuDS provides
bespoke experience, skills and
networking for disabled people via
work experience and job skills
coaching.

In order to find out their experiences, and
how disabled/SEND young people worked
with their services, interviews were
conducted with professionals from the
services. Information was also taken from
their respective websites to inform the
conclusions made.

3.3.7 Research Ethics and
Informed Consent

To ensure that this research was entirely
ethical, a participant information pack was
created for prospective participants and for
advertisement purposes. This pack
included: a participant consent form, a
participant information sheet and a copy of
possible research questions.

The participant information sheet explained
the research aims, i.e. to improve the
experiences of young people with SEND in
Buckinghamshire during educational
transition phases, and the research
methods (see above).

To ensure that participants did not feel
pressured to answer unexpected questions
during research, a copy of any interview
schedule/questions was offered to
participants via email prior to the interview
taking place. This gave any participants the
opportunity to withdraw from the interview
if they felt uncomfortable with the interview
questions or allowed them to change
specific questions if necessary.

During the focus groups, researchers
reiterated the supplied information before
starting, checked for any participant
guestions or concerns, confirmed they
understood participation, and obtained
verbal consent (alongside written) that
participants agreed to be recorded and to
take part. There were no incentives offered
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for taking part in the interview stage of this
research.
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4. Detailed Findings
4.1 Surveys

4.1.1 Experiences of Using
Employment Support Services

Unfortunately, due to unforeseen
circumstances this survey was only able to
be successfully completed by one
participant. The results from the survey
have been taken into account when forming
our final conclusions, but in the context of a
very small sample size.

4.1.2 Experiences of Moving From
Schoolto Work in
Buckinghamshire

Figure 2 shows the distribution of ages
across all participants. All participants were
aged between 26 and 34. Also, all
participants identified as male.

*The under 18 data point should be
disregarded, as this participant was not
enough old to fit the criteria for answering
our survey and was not able to continue the
survey after this question.

Figure 3 shows the age distribution of
participants when they most recently
started to look for work. When comparing to
the previous age data chart, this shows that
all participants only started to search for
employment recently.

Figure 4 displays the distribution of
conditions that participants could
associate with during their secondary
education. These included Attention Deficit
Disorder (ADD), Attention Deficit
Hyperactivity Disorder (ADHD), Auditory
Processing Disorder (APD), Autistic
Spectrum Disorder (ASD), Hearing
Impairment (HI), Moderate Learning

Difficulties (MLD) and Other which was not
specified.

75% of respondents attended a state
school during secondary education and
25% attended a special school. (Figure 5).
Perhaps unsurprisingly, 100% of
participants stated that they would
currently like to be working in a paid job.
(Figure 6).

Figure 7 shows the current employment
status of all participants. 1 participant was
employed for more than 1 hour per week on
a permanent contract, 1 participant was
actively looking for work and would be able
to start within the next 2 weeks and 50%
other participants were unemployed due to
long term health problems.

Figure 8 displays the work history amongst
participants. 1 participant had never had a
paid job, 1 had a successful paid job
previously but had to leave due to medical
reasons, 1 participant has had more than
one successful paid role, and 1 participant
has had more than one paid job with mixed
success.

Figure 9 shows the number of hours of paid
work that participants said would be most
ideal for them. 50% said that they could
work full time of more than 35 hours, 25%
said that 16 to 20 hours would be ideal and
25% said 21 to 30 hours would be suitable.

75% of respondents were not currently in
paid work (Figure 10), despite 100% of
respondents saying they would like to be in
paid work now.

75% of respondents were currently in a
voluntary role or completing work
experience, despite wanting to be in paid
roles (Figure 11). It would be interesting to
further explore the reasons why employers
may not be choosing to pay disabled
volunteers, even though they are often
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completing full time voluntary roles at a
similar level to paid employees. An example
of this situation is demonstrated through
one of our case studies (see Appendix 2).

One aim was to ask disabled young people
how prepared they felt for employment
when they left secondary education. This
was explored in detail in our ‘School to
Work’ survey but wanted to specifically
undercover whether young disabled people
are receiving support with considering what
future employment they may be suited to in
this survey.

50% said they felt too overwhelmed or
anxious to think about getting a job, 25%
said they had some idea about the work
they wanted to do but nothing firm or
definite and 25% responded with ‘other’
which was not specified. (Figure 12)

Figure 13 displays the worries that disabled
participants had about making the move
from school to work. The most selected
concern was ‘coping with a big change’.
Other popular selected answers included
’being able to find a job’, ’finding a suitable
job’, ’getting on with my work colleagues’,
’meeting new people’, ’'my social skills’, 'not
getting proper adjustments for my disability
or health condition’, ’a new daily routine’,
’being anxious about work’ and ’being
depressed or upset about work’. These
answers all suggest that disabled young
people are most worried about coping with
changes, finding suitable employment that
they can do with their disability and work
socialisation problems. This reflects a
deep-seated worry about their ability to
manage both the practical and emotional
aspects of transitioning from school to
work. It reflects how, for many young
disabled people, this transition involves not
just finding a job but adapting to new
routines, handling social interactions,
managing mental health, and ensuring that

their health needs are accommodated. Yet,
sufficient support processes are often not
in place to support young people with these
concerns at an early intervention stage,
particularly before finishing secondary
school.

50% of respondents rated employment
support from their secondary school as
good (I got some good support, but it could
have been better) and 50% rated it as bad
(the support was not good enough or there
was not enough of it). This suggests that
employment support provided within
secondary school establishments is not
sufficient to help disabled people consider
their employment options. (Figure 14)

Figure 15 shows the responses to the
question ‘Please tell us any difficulties or
barriers you have encountered when
looking for work. Please tick every box that
applies to you’. There were 25 response
options for participants to choose from,
including an ‘other’ option. The top barriers
that participants encountered when looking
for work were: ‘l am too anxious to look or
apply for jobs’, ‘Finding a job which matches
my skills’ and ‘l don’t have enough
confidence to look or apply for jobs’.

Figure 16 shows the responses to the
question ‘Please tell us any difficulties or
barriers you have encountered when doing
paid work. Please tick every box that applies
to you’. There were 25 response options for
participants to choose from, including an
‘other’ option. The top barriers that
participants encountered when doing paid
work were: ‘Coping with changes’, Having
the experience to do the job’, ‘My social
skills’, ‘A new daily routine’, ‘Lacking
confidence in the workplace’, ‘Being
anxious about work’ and ‘Being depressed
or upset about work’.
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Figure 17 shows the responses to the
question: ‘Whether you have had a paid job
or not, what do you think are the top five
biggest challenges for disabled people like
you when looking for a paid job or work?’.
The top challenges that the participants
voted for were ‘difficulty writing CV’s or job
applications’, ‘finding a job which matches
their skills’, ‘finding a job that is manageable
alongside their disability’ and ‘finding an
employer who will give them a chance’.

Figure 18 shows the responses to the
question: ‘Whether you have had a paid job
or not, what do you think are the top five
biggest challenges for disabled people like
you when doing paid work?’. The top
challenges that the participants voted for
were ‘coping with changes’, ‘social skills’
and ‘being anxious about work’.

75% of respondents said that they last had
a job more than 5 years ago and 25% said
that they had never had a job before. (Figure
19). 50% of participants were actively
looking for work at the moment, and 25%
were not. (Figure 20)

Unfortunately, there were no positive
responses when participants were asked
whether they felt confident about getting a
job in the next 6 months. 75% felt ‘neutral’
and 25% felt ‘somewhat unconfident’.
(Figure 21). This is disheartening to see that
disabled young people do not have
confidence that they will secure
employment in the future.

75% of respondents had been employed
before. (Figure 22)

100% of all respondents believed that
employers and bosses are entirely
unsupportive and negative towards making
changes to help disabled employees (Figure
24). This reflects the authentic opinions and
experiences of young disabled people
regarding the willingness of employers to

make accommodations for and to hire
disabled employees. Disabled young
people clearly do not feel confident that
they will receive necessary
accommodations from their employer, or
that they will be hired due to being disabled.
This data is crucial to understanding the
previous charts that highlighted anxiety,
depression and new daily routine as some
of the main barriers that were experienced
during employment.

100% of respondents believed that
employers were somewhat supportive of all
employees, whether they were disabled or
not. (Figure 25). This reflects genuine
opinions of how disabled young people feel
regarding how supportive employers
typically are. Clearly, respondents are not
confident that employers will be supportive
of their disability and do not anticipate that
they will be flexible of their needs. This
factor will understandably impact upon the
confidence of disabled people searching for
work and could be reflective of the previous
data charts which showed that the main
barriers to work were confidence and
anxiety.
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How old are you?

More Details

@ Uunder18

® -2

®
o
o
® 3539
o
o
o

22-25

26-29

30-34

o

o

ra

r

o

o

o

0

How old were you when you most recently started looking for work?

More Details

Figure 3

18-21

22-25

26-29

30-34

35-39

40-44

45-49

50+

0

10. Were any of these phrases or labels used by teachers or professionals to describe you while you were at school? Select as many as apply to you.

More Details

Attention Deficit Hyperactivity D...

Attention Deficit Disorder (ADD)
Auditory Processing Disorder (4.
Autistic Spectrum Disorder (ASD)
Pathological Demand Avoidanc...
Cerebral Palsy (CP)

Cystic Fibrosis (CF)

Global Development Delay (GDD)
Hearing Impairment (H1)
Moderate Learning Difficulties (...
Multi-Sensory Impairment (MSI)
Obsessive Compulsive Disorder ...
Oppasitional Defiant Disorder (..
Pervasive Developmental Disord...
Profound and Multiple Leaming...
Severe Learning Difficulties (SLD)
Special Educational Needs (SEN)
Speech, Language and Commu...
Specific Leaming Difficulty (SpL0)
Visual Impairment (V1)

None of the above

Other

=)

o

[

=)

=)

=)

=)

.
oll‘ ‘

Figure 4
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13. What type of secondary school level education did you receive?

More Details

3
@ state school 3
. Home schooled 1] 5
. Special education school 1
@ Frivate school 0
. | did not receive secondary scho.. 0 1
@ Other 0

0

Figure 5

14. Regardless of whether you are in a job, further education or not currently working, would you like to work

in a paid job?
More Details
. Yes 4
® nNo 0
@ Unsure 0

Figure 6

15. These are categories used by the Government to describe people. Which of them do you think most
applies to you?

Moce Dot
OOES LCIES

. Empiloyed for at least 1 hour per.. 1

. Employed for at least 1hourper_ 0
@ scii-employed - noemployees 0 2
@ seif-empioyed - 1 employ people 0
@ ! am not working at the momen_. 0
@ !am not working at the momen._. 1
1
@ ! 2m not working at the momen_. 0 .
@ 1 am not working at the momen_. 0
@ 1 2m not working at the momen... 2
@ ! am not working at the momen... 0 5
@ 1 2m not working because 1 don... 0
@ other 0
Figure 7
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16. What is your work history?

Mor: i

@ | have never had a paid job 1

@ | have had a paid job that was s.. 0 1
@ | have had a paid job which was ... 0

@ | had a successful paid job, but I... 1

@ | have had a paid job which was ... 0

@ | have had one paid job, which ... 0

@ ' have had more than one paidj... 1

@ | have had more than one paid j... 1

@ | have had more than one paidj.. 0 0
@ Other 0

Figure 8

17. How many hours of paid work per week would be ideal for you, considering your disability or health condition(s)?
Please answer this question whether you are currently in work or not - we are asking about the hours that would be
best for you, not the hours you do work or the hours that you think you might have to work.

If the number of hours of paid work that would be ideal for you varies week by week, please tick the option that most
often applies.
More Details
2
. Less than 5 hours a
@ 5to10hours 0
@ 11t015hours 0
@ 161020 hours 1 1
@ 21t030hours 1
@ 30to35hours 0
@ More than 35 hours (full time) 2
0

Figure 9

18. Are you currently in paid work?

More Details

@ ves 1

® no 3
Figure 10
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21. Are you currently in a work-related voluntary role, or doing work experience?

Figure

More Details

. Yes
® no

11

22. When you left secondary education, did you know the job or type of work you wanted to do?

Figure

More Details

@ | knew exactly what | wanted to ...
. | knew roughly the area | wante...
. | had some ideas about the wor...
. | hadn't really thought about wh...
@ | felt too overwhelmed or anxio...

. | did not think | would be able t...

@ Other

12

0

23. What worries did you have about making the change from schoal to work?

Please tick all the statements below that apply to you.

Figure 13

(The question after this has space for you to add other worries not listed below).

Iore Details

Coping with a big change
Being able to find a job
Finding a suitable job

Being able to do a job

Having to do a job that wasn't s...

Getting on with my work collea...

Meeting new people
My social skills

Being bullied or exploited

Having ta manage my own mon...

Travelling to work

Not having sitable clothing or ...
The impact on my disability or h...

Not getting proper adjustments...

A new daily routine
Being motivated to wark

Being anxious about work

Being depressed or upset about...
Peaple having negative attitude...
None of the above - | had no w...

Mone of the above - | had other...

1

0

Page 24 of 78

An Analysis of Employment Support Services for Disabled/SEND Young People in
Buckinghamshire
Copyright © Buckinghamshire Disability Service BuDS, 2025



25. Thinking about the support you received when you were leaving school and making steps towards
employment, how would you rate the level of support that was available to you?

More Details

2
@ Excellent -1 got all the support 1... 0
. Good - | got some support that ...
@ neutral - 1 don't feel strongly ei...
@ Bad - The support | received wa... !
@ Terrible - The support | received...
@ | did not receive any support to ... 0

0

P

(=]

P

(=]

Figure 14
3
2
0
Figure 15
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L

[+

—

=

Figure 16

Finding out about job opportun...
Difficulty understanding the sort..

Difficulty writing CVs or job appl...

Job interviews

Finding a job which matches the...
Finding a job which matches the...
Finding a job which matches the...
Finding a job with hours that th...

Finding a job that they can trave...

Finding a job that they can do fr... 1

Finding a job that they can man...
Finding an employer who will gi...
Finding an employer who is und...
Finding an employer who will m...
Not enough confidence to look ...
Too anxious to lock or apply for...
Too depressed or upset to look .
People having negative attitude...

Not being able to start their ow...

Building/office accessibility

Figure 17

r

1

I don't think disabled people lik...

2
0 “ | ‘ | ‘ ‘ |
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Disabled people like me do not ... 0
Coping with changes 2
Having the skills to do the job 1
Having the experience to do the... 1
Having the qualifications todo t... 0
Getting on with their work colle... 1
Meeting new people 0
Social skills 2
Being bullied or exploited 0
Having to manage theirown m... 1

Travelling to work 1

2
1
Not having suitable clething or... 0
The impact on their disability or ... 1
Mot getting proper adjustments... 0
A new daily routine 1 o

Lacking confidence in the workp... 1
Not being motivated about work 0
Being anxious about work 2
Being depressed or upset about... 1

People having negative attitude... 1

Not having options to work fro... 0

Building/office accessibility 0

Figure 18

36. Please select the length of time since you last had a job, or select 'l have never had a job".

More Details

. | have had a job in the last six m... 0 2
® lasthad ajob 6 months to 1ye.. 0
llasthad a job 1to 2yearsago 0
llasthad ajob2to 3yearsago 0
llasthad ajob3to4yearsago 0
llasthad a job4to 5yearsago 0

| last had a job more than 5 year... 2

| have never had a job 1

Figure 19
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37. Are you actively looking for work at the moment?

More Details

. Yes 2

® o 1
Figure 20

38. How confident are you that you will find a job in the next 6 months?

More Details
2
@ Extremely confident 0
. Somewhat confident 0
® neutral 2
@ somewhat unconfident 1 !
. Extremely unconfident 0
® 1 don't know 0
0
Figure 21

42. Have you ever been employed?

Moare Details

. Yes 3
® no 1

Figure 22
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43. Thinking about your current or most recent job, would it have helped you if changes were made to the
workplace or the way you worked to help you manage your disability or health condition(s)?

IMore Details

® v 1

® Maybe 0

® o 1

@ dontknow 1
Figure 23

52. On a scale of 1 to 10, how true do you think the following statement is?

"Employers and bosses are completely positive about employing disabled people, and are completely
happy to make changes to help disabled employees manage their disability or health condition(s)."

More Details
1
Average Rating
0
1 3 5 7 9
Figure 24
Figure 25
54. On a scale of 1to 10, how true do you think the following statement is?
"Employers and bosses are very supportive of their employees and workers, whether they are disabled or
not, and always try to be flexible and understanding of their workers' needs."
More Details
1
Average Rating
0
1 3 5 7 9
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4.2 Local Organisation
Interviews

4.2.1 New Meaning

New Meaning Training is an alternative
education provision helping young people
to find their strengths and develop the
confidence and skills to earn their own
living.

Around 250 young people join one of three
programmes each year, many having been
referred by secondary schools, pupil
referral units and Special Education Needs
settings. It currently delivers five learning
programmes; Construction Skills, Work &
Study, Boost, Sports & Public Services and
Achieve Life-skills, all of which incorporate
functional skills qualifications (Maths and
English).

Since New Meaning Training opened its first
centre in High Wycombe in 2015, the
organisation is now supporting young
people across Buckinghamshire. New
Meaning often provides support for young
people who are disabled due to their model
that aims to suit students who do not often
settle into mainstream education or into
typical work environments.

Their approach for young people with SEND
involves monitoring how they are reacting to
different educational and work
environments with the hope of gradual
integration into work placements.

Limitations:

Interviews with New Meaning highlighted
problems with linear progress expectations
from students, New Meaning
training/education programmes are
expected to see results within 11 months
which is not always achievable or suitable
for ayoung person.

Each individual person has their own needs
and sometimes they would benefit more
from having somewhere to go everyday
rather than focusing hard on academic
results and expectations.

Additionally, it was discussed that thereis a
tendency to assume that the lower-level
lower paid employment is the most suitable
route for young people that are not suited to
conventional education and workplaces,
thus there is a lack of understanding about
what the individual person needs and what
their interests are. Thus, calling into
question how much of a tailored service
can be offered to young disabled people.

Additionally, The SEND Code of Practice
(Dept for Education, 2015, p. 200) states
that an EHC plan should only be ceased
when a young person has completed their
education or training, or when it is
determined that the plan is no longer
necessary to facilitate their special
educational provision.

However, in practice, there are financial
pressures on local authorities to review
EHCPs after employability-focused
programmes, which can lead to early
cessation, even when further educational
support may still be required. This is
particularly concerning for young people
who access programmes like New Meaning
to explore their interests before making
long-term career decisions.

If a local authority views the programme
solely as a pathway to work, rather than as a
stepping stone to further education, they
may refuse to fund additional academic
study, limiting progression opportunities
and reinforcing assumptions about
employment options for disabled young
people.

Finances can also be an issue for New
Meaning, particularly for students with a
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lower additional needs profile as they
qualify for less funding. Higher staff to
student ratio is needed to provide a more
personal and enriching experience,
however this is restricted by funding
allowances. More finance is needed initially
when enrolling a young person onto a
programme and building their confidence,
which in turn keeps them on track towards
employment opportunities and away from
becoming NEET.

4.2.2 Talkback

Talkback is a Buckinghamshire-based
autism and learning disability charity aimed
at helping people to live full lives inclusive
of all the opportunities afforded to abled
and neurotypical people.

Talkback offer various employment training
programmes including work experience;
supported internships; and support to
maintain paid work. Wider work within the
charity also includes outreach and training
with employers and schools to help raise
awareness and people support others going
through key lifetime transitions.

Talkback spent £1,830,716 in the 2023
financial year (Charity Commission, 2023)
enabling them to have 71 employees in
post. Most of the Talkback’s income (63%)
in the same financial year come from
Government contracts or grants.

Talkback have six work experience
employers who have been able to offer 25+
students weekly work experience. The
service can support a further 22 candidates
Talkback work experience in a woodwork
group each week.

Talkback utilise trained Autism Mentors
who act as workplace champions to help

support work-based activity candidates
while they are in post. The relationship
established between mentors and their
candidates is essential to ensuring success
as it underpins trust and confidence in the
transition into the workplace that learning
disabled and autistic people have so often
never experienced.

Job coaches support people into
employment, supporting them with
anything they might need such as CV
writing, interview prep, or arranging suitable
reasonable adjustments in the workplace.
Key to the Job Coach’s role is empowering
business and work candidates to instil
reasonable adjustments, allowing a
smoother transition into a role. Reasonable
adjustments often include simple changes
to reduce anxiety and sensory overload
such as allowing the candidate to start work
earlier in the morning to avoid having to
commute in rush-hour or working in a lower
lighting office environment.

Sustainability is also at the heart of
Talkback’s approach, regularly checking in
with candidates at to ask how they are
managing, checking for anxiety triggers and
changes that may need support, and then
eventually reducing support as the
candidate becomes integrated into the
workplace. Talkback say their success rate
is double the national average due to the
level of personalised and sustained support
they can offer people transitioning into
work.

Talkback say their focus is on teaching the
‘hidden curriculum’, a set of rules and
behaviours innate to neurotypical people
that many autistic and learning disabled
people need to be mentored in to succeed
in most workplace environments. The
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hidden curriculum includes training in
workplace behavioural expectations; how
to communicate effectively; and which
types of conversations are appropriate, for
example when engaging in small talk with
colleagues.

Limitations:

Talkback’s dependence upon Government
funding can result in people being left
without support once they have completed

the programme they have been assigned to.

Talkback report that many programmes are
required to end once the candidate has
begun work, meaning they are often not
given the support to sustain work and cope
with integrating into working life. Although
candidates can often be started on another
programme or referred elsewhere, it can be
weeks or months to secure funding for a
candidate or for another programme to
begin.

Disruptions to support or changes to staff
can often be distressing to neurodivergent
and learning-disabled people who have
depended upon the personal relationship
and trust built between them and their
mentor. Candidates without support during
their transition into employment often end
up terminating their employment and
require repeated support to get back to
where they were in their employment
journey.

Talkback are working on securing funding
for continued support to those who have
entered the workplace and need long-term
support to sustain it. Also, Talkback only
provides places on their employment
programmes for young people with an
Education, Health Care Plan which may
exclude people who are self-diagnosed or
waiting for a diagnosis, but who still need

support and would benefit from their
programmes.

4.2.3 Macintyre

Maclntyre offer their No Limits employment
service for the people already enrolled
within its schools, which account for
approximately 80% of their referrals.
Maclntyre are also subcontracted by
Aylesbury College to deliver their Life Skills
service to 16- to 25-year-olds, and this
accounts for the majority of the remaining
20% of their referrals to the No Limits
employment pathway. Some referrals come
directly from Buckinghamshire County
Council, some of whom may be met out in
the community or at their homes depending
upon which services they are already
accessing and where they live. Self-
referrals are not accepted, and an EHCP is
required to be in place for all candidates.

Community Teaching Facilitators and Job
Coaches work in collaboration to help
candidates develop life skills and
employability strategies. Candidates vary in
severity of needs, some have severe speech
difficulties including being completely non-
verbal, others may have behavioural needs
that mean they need a lot of life skills
support before they can consider work
placements. Crucial to success, is the
ability to support the candidate at their own
pace, prioritising their needs and tailoring
support accordingly.

Maclntyre recognise that work experience
placements are essential for learning
disabled people who may need longer to
learn work expectations and the practical
tasks of a particular job role. Job Coaches
build partnerships with businesses in the
local area to source a variety of work
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experience placements across Aylesbury,
High Wycombe, and Milton Keynes. Part of
the offering is to remain with the candidate
while they are in a work placement to
support them while they learn the
requirements of the role.

Where possible, Macintyre hire staff from
their existing pool of employment-ready
candidates and can offer some work
experience in-house via their catering
companies, or office-based roles.
Moreover, Macintyre also provide work
experience opportunities internally via a
gardening scheme and preparation for work
skills such as CV and cover letter writing.

Maclntyre report that many people come in
without a vision of what they want to do for
a job, and some ideas they might have been
often not realistic or achievable. For
example, one person said they wanted to
work with animals and the Work Coach had
to explain that it would have been difficult
to find work in this area in Buckinghamshire
and had to think about other alternatives.

Learning disabled people often have very
limited exposure to a range of employment
options and will often only be aware of the
jobs their parents have or the roles of
teachers or other service providers they
have encountered.

Limitations:

Maclntyre have reported increased
competition for work placements since the
pandemic, with only 1 in 10 businesses
responding to emails, and businesses
refusing work placements claiming they
lack staffing numbers to provide
supervision and training, or because they
have already offered a placement to
another service or school.

Employers have also reported concerns
over having time and resources to induct
the employee safely, citing concerns over
risk assessment. This particularly affects
young people who use mobility aids. These
reasons are given despite work coaches
explaining that they will send a support
person to provide all the specialist
guidance the candidate would need and
will have fully risk assessed the workplace
beforehand at no cost to the employer.

Other issues Maclntyre report with sourcing
work placements include physical
suitability of the workspace, including one
candidate who is struggling to an employer
space with adequate wheelchair access.

Maclntyre previously had a transitions
focused staff member hired to support
young people leaving college and moving
into employment or further training,
however this position is now vacant, and
they have not been able to replace them as
of the last 5-6 months. They also have a
very low number of job coaches available in
ratio to the number of young people
enrolled. One job coach can be responsible
for 100 learners each.

Once a person leaves Maclntyre’s
educational facilities (schools or college),
they are discharged and cannot re-enrol on
the course, meaning support may not be
there when a change or issue occurs in the
workplace. As people cannot self-refer, this
may leave candidates having to jump
through hoops to gain access to another
suitable service.

4.2.4 BuDS Reach4Work

BuDS are a group of disabled people
supporting other disabled people. BuDS
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offer remote work placements within their
organisation, helping people to gain
experience in a field they are interested in,
or in helping to gain basic office admin
skills and life skills. Candidates are given
real projects with real-world relevance that
will help BuDS achieve its charitable aims.

Participants are given ownership of a piece
of work wherever possible, as they feel
confident and able to do so. This has the
benefit of equipping people with real skills
and allowing them to grasp how
organisations are structured and work
internally and alongside external partners.

Candidates benefit from feeling valued that
their work has had a tangible impact.
Working alongside other disabled people
also has the benefit of providing a
supportive environment where a disabled
person’s needs can be understood by the
colleagues they work with.

The work placement process is tailored to
each candidate, beginning with an initial
chat with a volunteer coordinator, then
completing onboarding paperwork, DBS
checks, and references. Candidates are
given an email account and access to
Microsoft Teams and then assigned a
project team dependent upon the
candidate’s needs and interests.

BuDS uses IDPs (Individual Development
Plans) to ensure people are sufficiently
supported through their work experience. In
addition to this, BuDS run tailored
workshops either individual or in teams
suited to the participants. BuDS are aiming
to roll these out 1-2-1 within the first 4
weeks of participants joining workshops on
topics such as CV writing and interview
guidance. Candidates can self-refer or refer
via an agency or clinician if they prefer.

Referrals are open to anybody who is
disabled and who lives in Buckinghamshire,
making BuDS one of the most open
employment support services for disabled
people in Buckinghamshire.

BuDS has a remote working policy for both
employees and volunteers. This mode of
working has various benefits for many
disabled employees and expands the
accessibility of their employment support
opportunities.

An example would include disabled people
who are impacted by chronic fatigue and
thus benefit from having no commute time
and having a comfortable space to rest
intermittently when necessary. Young
people with impaired mobility and motor
function may also benefit extensively from
remote working opportunities, as this
eliminates the requirement to travel for
work experience and concerns regarding
building and office accessibility.

Having the option for accessing work
experience and employment support
services remotely can provide a lifeline for
young disabled people that are
housebound and face multiple barriers
when leaving their home. With this feature
in particular, BuDS are providing a crucial
service for disabled people who would
otherwise be unable to access accessible
employment support or work experience
that would suit their needs.

Additionally, a benefit of accessing
Reach4Work via BuDS is that employment
support volunteers are welcome to stay
enrolled with them for as long as they need.
Time restrictions and limited course places
are a frequently seen drawback of
employment support courses, which can
cause concern and reluctance for young
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disabled people accessing them as they
may need additional time to feel confident
with entering the job market and often
require consistency and flexibility. When
accessing BuDS, young people have the
reassurance that they can stay volunteering
and accessing employment support for as
long as they may require and can also
return to BuDS in the future if needed.

BuDS are a medium-sized charity with an
average of 8 members of staff in post
currently but with the support of
approximately 73 active volunteers
essential to BuDS’ unique working and
disability support model. BuDS’ principal
funding is mostly restricted grant funding
allocated to specific projects; the majority
directed towards staff costs.

Limitations:

BuDS mode of working is to operate
remotely from home. Employees and
volunteers alike must have accessto a
computer and be able to use one, as well as
the software required for remote working.
This may pose access restrictions to those
who do not have confidence with using
basic computer skills, or who are otherwise
unable to access a computer due to their
disability.

Itis possible that BuDS can help procure
funding for computers for those who want
to volunteer but do not already have one,
however this can take time and resources.
Also, some people may face difficulties
with remote communication styles that are
adopted by BuDS. For example, learning
disabled volunteers may prefer to speak
with someone face to face rather than via
video chat due to struggles with
understanding social cues and reading
facial expressions. Also, other disabilities

may be impacted by remote working such
as hearing and motor impairments when
attending work calls or using a keyboard.

Applicants with criminal records are
considered on a case-by-case basis and
are not turned away unless they are
deemed to pose a safety risk to the existing
workforce and wider BuDS network, as all
applicants will have access to the BuDS
computer system. However necessary this
safeguarding policy is, those with certain
criminal history may not be suitable for
work placements with BuDS and will need
to be referred to another service.

One of BuDS greatest strengths also poses
a barrier to some, the reliance on suitably
trained volunteer coordinators and other
staff to give adequate feedback and
guidance, means it is not always possible to
give sufficient one-to-one support to
participants with current staffing levels and
financial restrictions. BuDS rely on grant
funding to fund the staff required to run the
service. Currently BuDS receive a minimum
of ten referrals per year to the service, but
candidates tend to remain enrolled and
accessing employment support for several
years.

4.2.5 Common Findings

During interviews with service providers
(Section 4.2), the following issues were
frequently raised:

1. Concern about the lack of support
once clients leave the service and
what will happen when changes or
difficulties occur

2. Difficulty providing enough tailored
one-to-one support due to
resources and staffing levels. There
is a need to train up volunteers as
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Work Coaches or Autism Mentors
etc., but this takes time from paid
staff and adequate funding for the
staff.

3. Difficulty filling staff vacancies.

4. Lack of adequate provision for more
complex cases, eitherin finding
suitable employment placement
opportunities, or in having suitably
trained staff and other resource to
provide enough support for them for
the length of time required.

5. Barriers faced when approaching
employers about taking on a young
disabled person due to stigma,
preconceptions and concerns
surrounding practical factors — such
as hazard awareness, impact on
their staffing, is it ‘worth it for them’,
will it cost them more time and
money etc.

4.3 Focus Group Findings

The focus groups held as part of the
research project generated a large volume
of data. The below quotes reflect the
change that disabled/SEND young people
and their families want to see. Further
quotes and thoughts can be found in
Appendix 3.

“[Employers say] I'd rather go with someone
that has less experience that | know they
can come in from day one and we don't
have to make any adjustments.”
(anonymous, employment support service
worker)

“Even if the employees do take on people
with disabilities, they then don't have the
skills necessary or the understanding to
make those adjustments or to really
understand when they agree to those
adjustments in the 1st place, what that
means for them on the ground. And to be

genuinely committed to those adjustments
on a long-term basis. And | think that's the
difficulty.” (anonymous, parent/carer)

“l know from my own experience from
working with an organisation that was going
on to be a disability confidence scheme, it
was a tick box activity for them. So they
weren't actually wanting to kind of be a part
of the scheme. It was if you're part of it, it
shows, it's good for your company.”
(anonymous, employment support service
worker)

“And | think with employees, when you say
you want remote work, they don't kind of
advertise it as remote work. They don't want
remote work because | think that a lot of
employees think that people just don't work
when they're at home.” (anonymous,
employment support service worker)

4.4 Event Findings

One event has been chosen to act as a case
study for this research.

BuDS attended the Confident Futures Skill
Show in June 2024 with two representatives.
The show was intended to provide
employment advice for young disabled
people who may be looking to enter the job
market, alongside disabled school
students. The skills show was focused on
the following themes:

e Whatitis like to work in key
industries

e What skills and qualifications are
needed to get their first job

e What steps they should take
between now and the point of
application

During the event, BuDS provided
opportunities for young disabled people to
engage directly with this research by
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completing surveys in person using different accessible options: iPad, paper form, and QR
codes on mobile phones.

A whiteboard stand was also provided with four thought-provoking questions for young people
to answer regarding their experiences. For accessibility, coloured stickers were provided for
attendees to use to demonstrate their experiences, and these can be viewed in the photos
(below).

We also designed a ‘reflection box’ for young people to anonymously share their thoughts and
experiences with transitions, both from primary to secondary school and into employment.

Figure 26 Figure 27
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Figure 28
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Figure 29: Answers from the anonymous feedback reflection box
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4.5 Secondary Findings

4.5.1 Feedback from
Stakeholders, Parent Groups, and
Employment Professionals

Families and Carers Together in
Buckinghamshire, or FACT Bucks, is a
group of parents and professionals who
meet to discuss real issues that affect
children and young people with additional
needs and disabilities in Buckinghamshire.

The group have produced a Transitions
Guide to be published to help parents and
carers who are struggling to find support for
transitions phases. Preparing for Adulthood
(PfA) is a key concern with regards to SEND
transitions and features in the guide. The
drive behind establishing the guide was an
agreement amongst parents and carers
that there was not enough advice or
signposting available to know what services
and support may be available. Ruth,
Steering Group Member and Parent Rep for
FACT Bucks, explains - “It was difficult to
know where to go for these things. Even
though I’m relatively in the know”.

Key findings from parents and
carers

1. Better communications are needed
so that parents and carers know the
options that are available to support
them through the education to
employment transition.

2. Onceyoung people leave
secondary-level educational
facilities, they are often left without
adequate support, particularly if
their pathway is further or higher
education. School leaver data from
the Department of Education tracks

school-leaver destinations and
includes higher and further
education as a leaver-destination
category. Unfortunately, there is
limited data on what happens to
people who leave these educational
pathways at later stages. Parents
have reported young people who
have achieved degree level
qualifications but are otherwise
unprepared for employment or just
struggling to find opportunities that
are suitable to their skill sets or
special needs.

Improvements are needed to
prepare young people for
adulthood, and action is not taken
early enough. The FACT Bucks 2022
SEND survey for parents and carers
reported that 81% of parents did not
feel that PfA was discussed enough
at their Annual Review post year 9
and 48% said there was no
discussion at all. Only 17% of the
post 14 cohort recalled any advice
being received on careers. The
Council is aware of these results,
and they are a key driver in the work
on PfA within the SEND
Improvement Plan. Since then,
there has been an updated 2023
survey and, in most aspects, there
is no improvement since the 2022
survey, and areas of deterioration
outnumber the few areas where
change has been positive and only
13% of respondents felt that there is
enough emphasis on preparing for
adulthood, and only 10% of older
children received any careers
advice (FACT Bucks, 2023). These
statistics are drastically low and
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reflect the minimal importance that
is being placed on PfA support
within educational settings.

4. Thereis afocus nationally and
locally on supported internships
and apprenticeships, but these
opportunities are not suitable for
everybody. Many people need to
keep their benefits as they can only
manage sporadic or very part-time
work (under 16 hours per week).
There is a need for increased
options and variety of employment
and volunteering opportunities to
ensure that people can find suitable
meaningful activity that can be
tailored to their specific needs and
skill sets.

4.5.2 Secondary Research
Findings — Why Are Employers
Reluctant to Hire Disabled
Employees?

When it comes to disability and
neurodivergent traits, there is no one-size-
fits all model for support. It is essential that
we listen to the concerns and barriers that
young people have and take a holistic
approach to their journey through the
school to employment transition phase.

Doyle suggests organisations focus on the
strengths of these individuals, whilst
balancing the recognition for additional
needs and support. Identifying what the
individual can do will help to create a
positive outlook for the young person and
help them to gain confidence.

For some individuals, discovering skills and
abilities that could be transferrable into the
workplace may take substantial one-to-one

support by a suitably experienced and
knowledgeable person and this may result
in long term unpaid volunteering work or
reluctance to search for employment.

However, even if a young disabled person
has identified their ideal employment
sector and is confident with searching for
employment, employers and job centre
support must give them a chance to look for
work with equal opportunities and support.
Unfortunately, this does not commonly
occur for disabled job seekers, and we will
discuss some of the common reasons why
this appears to happen.

Throughout this research, it has been clear
that disabled people are more likely to face
unemployment than non-disabled people
due to a variety of barriers and restrictions
imposed by discriminatory societal views,
restrictive employment policies/law and
insufficient employment support for
individual needs.

We analysed important research carried
out by the Equality and Human Rights
Commission regarding barriers to
employment and unfair treatment at work
for disabled people. Their research found
that disabled people are significantly
disadvantaged compared to non-disabled
people across all employment measures.

This was reflected through factors such as;
disabled people are less likely to be in work
(47 per cent compared with 77 per cent);
less likely to be economically active (47
percent are economically inactive
compared with 16 per cent of non-disabled
people); and those who are economically
active are more likely to be unemployed (12
per cent compared with eight per cent) and
unemployed for longer (47 per cent of
unemployed disabled people have been
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unemployed for a year or more, compared
with 31 per cent of unemployed non-
disabled people).

Individuals with autism are often faced with
significant barriers to entering the
workforce, irrespective of their individual
level of functioning or capabilities (Hedley,
Uljarevic and Hedley, 2017), which has
been reflected during our case study
research with young disabled individuals
who discussed their experiences with
employment and employment support
services.

Evidently, disabled individuals face
significant barriers with regards to the
flexibility of their disability and employers
may fail to consider the unique needs and
requirements of each disabled employee,
regardless of if they share the same
diagnhosis on paper. Awareness of and
education regarding differences between
individuals with the same diagnosed
disability appears to be significantly lacking
and under prioritised. Below are some of
the barriers discussed in further detail:

Employer's Financial Worries:

Another contributing factor as to why
employers may be reluctant to hire
disabled employees, can include financial
implications that are assumed to occur if
they were to hire someone with additional
support requirements.

Particularly with assumptions made about
additional costs that may accrue from
hiring someone that requires additional
equipment, building accessibility and
potentialinjury at work. Recent research
was conducted which asked professionals
and managers why they thought other

employers might not hire or retain disabled
people, and one of the main reasons
included financial burden due to
adjustment requirements and legal liability
concerns from employers.

From conducted surveys with employers,
the top reason that they felt disabled
people are not hired, with 81% of
responses, is because employers are
worried about the cost of providing
reasonable accommodations so that
disabled workers can do their jobs (Kaye,
Jans and Jones, 2011, p. 529) and legal
uncertainty around disability
accommodations and concerns about
potential discrimination claims are
common reasons employers are reluctant
to hire disabled employees (CIPD, 2018),
this is despite the reality of accommodation
costs often being limited or funded.

Typical individual accommodations are
inexpensive, and more than pay for
themselves in increased productivity and
the ability to retain an experienced worker
(Kaye, Jans and Jones, 2011, p. 534), yet
employers often see their obligation to
provide reasonable accommodations as a
substantial financial burden and may fear
that these costs will cascade with regards
to making an entire building accessible.

Employers can be wary of disabled workers
with the assumption that they are more
likely to have an injury or accident at work
and thus would cost them a potential court
case or compensation pay out. Again, an
assumption made by employers that
disabled employees create additional risk
and potential costs.

Reasonable Adjustments:
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Workplace accommodations, or
reasonable adjustments, are an essential
element of employment for disabled
employees. Examples often include flexible
work schedules, remote working,
accessibility adaptations such as ramps,
widened doorways, lift/stairlift access and
transport accommodations. Without
reasonable adjustments, it can be
impossible for a disabled employee to
accept a job offer or remain in their current
role.

An example would be if a workeris a
wheelchair user, and they cannot access
their office space due to narrow doorways
or stair only access. Or an employee may
suffer with chronic fatigue and sudden
chronic pain, thus they will need flexible
working hours to accommodate for rest
periods between working as and when
required.

It is important to consider why an employee
may not feel confident asking their current
or potential employer for reasonable
adjustments such as these, given the
potential barriers they may face when
discussing this with someone in a superior
position that has influence over their
employment.

How disabled people are treated when
asking an employer for reasonable
adjustments impacts if they will request
them in the future and can influence their
future employment goals (Olsen, 2022) thus
it is essential that employer attitude
towards reasonable adjustments is positive
and receptive. However, this is
unfortunately not often the case due to rigid
working patterns, attitudes and financial
concerns as previously discussed.

Research carried out by the Work
Foundation in 2022 found that prior to the
pandemic (i.e. pre-2020), disabled people
were experiencing burnout caused, or
exacerbated by, their working patterns and
environment (Taylor et al, 2022, p.10) due to
rigid and inflexible accommodations to
work schedules and working hours. In 2022,
85% of disabled employees that were
surveyed who had continued to work
remotely or with hybrid arrangements
reported they felt more productive working
from home than at the workplace (Taylor et
al, 2022, p.12), despite this there is still a
clear ongoing debate from employers
regarding stereotypes about remote
workers being less productive than those
based in the workplace (Bloom et al, 2015).

There appears to be multiple reasons for
this as seen from research and from the
direct experiences of disabled employees,
including favour towards a
micromanagement approach from strict
working conditions; meaning that
employers cannot place direct supervision
over their workers if they are working
remotely and thus cannot monitor job
performance.

The significant impact of these
assumptions and strict working conditions
on disabled employees places barriers to
them continuing to work or could result in a
deterioration of their health or disability due
to factors that may not actually be
necessary, such as commuting time, office
distractions, environmental factors and
attending in person meetings.

Disabled people looking to enter or
progress in the job market therefore often
feel they face a trade-off between their
career progression and health and
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wellbeing. However, this does not need to
be the case; organisations that proactively
align their approaches to staff development
and hybrid work should be able to ensure
that all workers are able to access training
Department for Work and Pensions (DWP,
2018) alongside managing employment
safely alongside their health with
reasonable adjustments (Taylor et al, 2022,
p.17).

Ignorance and Assumptions:

Ignorance in the workplace towards
disabled people remains a pervasive issue,
often stemming from a lack of
understanding, awareness, or education
about disability and accessibility needs.

Disabled job seekers and employees often
face discrimination due to an ignorance or
assumptions about their health. This
includes assumptions made by employers
as to what a disabled employee may be
capable of, and they may not hire someone
because of personal bias.

In the UK, disabled applicants make 60%
more job applications than non-disabled
people and about half of disabled
applicants get an interview. This is
compared to two thirds of non-disabled
applicants (Scope, 2023). The question
here is, why do employees not give disabled
applicants a chance?

2011 research into the employment gap
between disabled people and their
counterparts, found that employers do not
hire disabled workers because they feel
that they cannot perform essential job
functions, and that employers discriminate
against disabled applicants (Kaye, Jans &
Jones, 2011).

The findings of this research highlights that
many employers harbour a belief that
disabled workers are unable to perform
essential job functions, regardless of
whether this belief is based on fact or
assumption. This indicates a lack of
understanding about the capabilities of
disabled workers and the reasonable
adjustments that can be made to
accommodate their needs.

Direct discrimination can be an
unfortunately common occurrence for
disabled job seekers, during which they are
overlooked due to stigma, stereotypes, or
fears about the costs and potential
employer challenges of accommodating
their needs.

This suggests that employers are focusing
more on perceived limitations rather than
on the potential skills and contributions of
disabled workers, perpetuating a cycle of
exclusion. For example, research by the UK
Government's Department for Work and
Pensions (DWP) highlights that employers
often perceive disabled employees as less
productive, despite evidence showing that
many disabled workers perform just as well
as non-disabled employees once
appropriate supportis provided (DWP,
2017).

This alarming research into the ignorance
and assumptions made by employers
further supports the social model of
disability that we follow at BuDS, which
considers that disabled people are often
disabled by society as opposed to their
impairment in situations such as this.

Employers are making person-deficit
approaches to hiring disabled workers and
thus are helping to perpetuate the cycle of
higher unemployment rates amongst
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disabled people compared to their
counterparts.
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5. Recommendations

Our research has highlighted the troubling
situation faced by disabled/SEND young
people moving from education into
employment. From this evidence, it is clear
that urgent action is needed to fix SEND
provision in Buckinghamshire.

Our recommendations are as follows:

1. Development of a New SEND
Transition Support Service

2. Accessibility improvements for

recruitment agencies

Better school support

More ongoing research

Better communication

Changing employers’ minds

IR

5.1 ANew SEND Transitions
Service

Our research makes it clear that a SEND
Transitions Service is urgently and vitally
needed in Buckinghamshire.

The scope of this new service needs to
include:

e Providing tailored, accessible, and

positively focused support to
Table 4: Components of a SEND Transitions Service

disabled/SEND young people for as
long as they need it

e Aconsultancy and advice service
for recruitment agencies and
Jobcentre Plus

e Aconsultancy and advice service
for schools and sixth forms

e Aconsultancy and advice service
for employers

e l|deally, offer communications
audits and consultancy to all
organisations supporting
disabled/SEND young people into
work

e Conduct ongoing research and
consultation to inform the constant
improvement of services

We recognise that this new service comes
with a cost. We regard this as an investment
in the future economy of Buckinghamshire.
Disabled/SEND students make up around a
fifth of those in education, and businesses
and services in Buckinghamshire cannot
succeed if they are effectively deprived of a
fifth of their potential workforce. Developing
systems and services to ensure that
disabled/SEND students have the same
employment and work outcomes as their
non-disabled peers is vital to safeguard the
local economy.

Component About

Transition Support
Service: Overview

Inspired by our research, a transition support service should be
available to any disabled person and their families that can
provide transition preparation support as an early intervention.
This service would be adaptable to suit accessibility needs, such
as home visits, telephone calls, emails, video calls etc and should
be accessible for any disabled person to sign up for regardless of
their age. The service should be easily accessible for any disabled
young person with an open registration process.

The service should liaise with schools, employment services,
employers and recruitment agencies to foster better collaboration
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and consistency in support. This could involve coordinating
employment support drop ins at secondary schools and colleges,
holding disability awareness training for employers, training
recruitment agency staff, and raising awareness of reasonable
accommodations and accessibility barriers. The service could
also act as a bridge between disabled job seekers and job centres,
advocating for reasonable adjustments and ensuring that
individual needs are accommodated effectively.

SEND Employment
Transitions Advisor

Alongside the running of an ongoing transition support service, a
newly appointed position of SEND Employment Transitions
Advisors should be available within the hub. This role would
guarantee that transition supportis carried through into individual
school and work environments where the demand for SEND
supportis highest, particularly after school staff and employers
have attended the transition support hub and have received
training. This role would ensure that proposed transition support
is continued beyond the initial action plan, by monitoring the
progress of new disabled employees during new work positions.

Key responsibilities of the SEND transitions advisor would be to
have one to one sessions with disabled job seekers to discuss
their skills, goals and anxieties regarding the transition to
employment. Young disabled students may also have sessions
with the advisor to assist with identifying their personal skills,
work experience and future career goals. Going forward, the
advisor would act as a trusted contact for employees regarding
any concerns they may have in their new position, alongside being
an advocate within the working environment to ensure transition
needs are being met.

The SEND transitions advisor could also facilitate a peer
mentor/support programme with disabled people who have
already completed the transition to employment, to provide their
experiences and advice to new job seekers. This is explained
further in a later section of this table.

Transitions Resources

The transition support service would provide a tailored and
comprehensive set of resources that will inform, empower and
support young disabled people throughout the employment
transition process. Employers and job seekers should receive
separately designed transition support booklets that contain an
overview of transition advice and points of contact if they have
further concerns and questions. Tailored resources for both
groups would ensure that information is accessible and relevant
to diverse audiences.

Disabled clients would receive resources that provide an easy-to-
follow overview of the transition process, key employment
milestones, workplace guidance, adjusting to change etc. They
would also have access to a directory of useful contacts such as
disability and employment support organisations. The information
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booklet would also contain employment jargon and legal
practices and definitions with updated information each year. All
booklets should be in accessible formats include audio guides,
braille print, large print, video format and translation services for
non-native English speakers.

Employers would also receive a transition support booklet to
provide guidance on hiring and supporting disabled employees.
The booklets would include tips on how to create accessible hiring
processes, reasonable adjustments, how to make working
environments accessible and how to tackle negative assumptions
about disability. The booklet would also highlight the benefits of
hiring disabled employees and of the Disability Confident
Scheme.

Transitions Central Hub A central access matrix or hub of knowledge, designed as a
shared platform, could revolutionise the way employment support
services operate by fostering collaboration rather than
competition between local support services. This hub would serve
as a centralised resource containing essential information for
both disabled job seekers and local employers.

By enabling all support services to collaborate at one central hub,
this matrix would ensure that no support service works in isolation
and the latest projects being carried out by each individual service
can be shared more effectively and seamlessly amongst
businesses and job seekers. A collaborative approach such as this
would also allow for easier identification of provision gaps and
prevent duplication of projects amongst services, which in turn
would allow for better use of funding for new services.
Encouraging cooperation through this hub would not only
strengthen the support network but also enhance outcomes by
ensuring a more unified and comprehensive approach to disabled
focused employment support.

Job seekers and employers could book appointments to access
the transition services available, as discussed in this table, at the
central hub. Attention to detail would be placed on making the
hub accessible for various needs such as access ramp, ground
floor access, audio equipment, braille formats, provide mobility
aids/seated areas, sensory/quiet room. Having a central place of
access would help to keep everyone informed of the most recent
transition support and updates in one place.

Skill Training for Disabled | Disabled people should receive better access to pre-employment
Job Seekers skill training before and after leaving education. This particularly
applies to autistic young people who may struggle with routine
changes, new structures, hierarchical roles and social
expectations at work. We have used our research to deduce
specific recommendations below of how this may be
implemented:
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e Job Search and Application Support — There should be an
increase in the support available to young disabled people
when they are ready to search for work. This would include
step by step, tailored and one to one advice from a
disability trained advisor who can consistently support
them throughout the journey to work. Specifically, an
advisor would aid with how to search for job opportunities
using accessible platforms, understanding job
descriptions, recognising their skills, tackling confidence
issues and tailoring applications to showcase their skills
effectively. Workshops or one-to-one sessions could focus
on writing strong CVs and cover letters, with examples
provided for different industries and job types.

e Interview Preparation — Interviews can be a significant
cause of anxiety, particularly for disabled young people
who may struggle with traditional interview formats and
accessibility. Disabled people need access to interview
preparation support from disability trained staff. The
support should be consistent and should cover practical
techniques such as how to prepare for interviews, manage
nerves, respond to questions effectively, and request
reasonable adjustments, examples include virtual
interviews, extra interview time and accessible entryways.

e Skills Identification and Career Planning — Young disabled
individuals may struggle to identify their transferable skills
and may have less opportunities to consider their future
career. Our survey research showed that young disabled
people do not receive enough assistance with considering
their future and they do not feel confident about securing
employment soon. Disabled people deserve to receive a
tailored service that is aimed at identifying their unique
talents and aligning them with suitable career paths,
which can help build their confidence and support them to
find meaningful employment.

e Navigating the Workplace — Often, disabled young people
have minimal work experience before applying for
employment and thus may not know what to expect from a
typical workplace environment. Support should be
available to provide realistic previews of what workplace
hierarchies, roles and responsibilities, team dynamics,
dress codes, and social expectations could be like. For
neurodiverse individuals, support could focus on
managing changes in routine, adapting to new structures,
and navigating workplace interactions.

e Employer Collaboration - Pre-employment training should
be developed in collaboration with employers, disability
advocacy groups/charities, and education providers to
ensure it aligns with real-world workplace demands for
disabled employees. Employers could also be encouraged
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to be involved in delivering support sessions, offering work
experience and providing workplace tours.

Employer Disability Frequent collaboration and training amongst employment support
Training providers are essential to ensure that staff are equipped to
support disabled people whilst they search for work. Larger
organisations, such as the Job Centre, Access to Work scheme
and recruitment centres, often play a vital role in aiding young
disabled people into work; yet are often ill equipped to adjust to
individual disability needs.

By partnering with local disability charities and specialist
organisations, employment services and recruitment centres, the
service could offer regular training sessions to educate staff on
important topics such as reasonable adjustments, understanding
individual needs related to disability, effective communication
strategies, and tackling unconscious bias amongst staff. These
sessions would also help staff understand the importance of
providing personalised and compassionate support that
considers the individual circumstances of disabled job seekers.
Ultimately, this would empower staff to better support young
disabled job seekers, increase confidence among service users,
and improve employment outcomes for disabled individuals.

Peer Support/Mentor The transition service could integrate a peer mentor/guidance
Programme service in which disabled people who have successfully made the
transition to employment could share their experiences and offer
guidance to prospective job seekers. This would provide others
with relatable role models who understand their anxieties, worries
and questions. A holistic and authentic approach such as this
would provide a sense of reassurance and guidance for disabled
people who are considering employment and allow for confidence
building before they search and apply for work. This mentor
programme could be supervised and coordinated by the SEND
transitions advisor in small group sessions or one to one
depending on accessibility requirements that take place monthly.

5.2 Accessibility Improvements awareness training, and practical help
. . around physical inaccessibility and
For Recruitment Agencies alternative formats.

Recruitment agencies are one of the most
common ways that disabled/SEND young

people find work. These agencies need to 5.3 Better School Support

be significantly more accessible.
Our research found that secondary school

A consultancy/advice service for support for disabled/SEND young people

recruitment agencies should be established moving into work was inconsistent and

to help them remove barriers facing incomplete. We therefore recommend that

disabled/SEND young people. Support the SEND Transitions Service includes

would include service audits, disability audits of school practice and consultancy
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to help schools improve the support they
give to disabled/SEND young people.

5.3.1 Schools Careers Advice

Schools should be given opportunities to
work with local employment services to
introduce Preparation for Adulthood (PfA)
support at an early intervention stage. From
our survey research, it was found that
disabled young people are dissatisfied with
the current levels of career support
available in education. State funded
schools are required to provide careers
advice for 11-18 year olds, however their
effectiveness appears to be inconsistent. A
recent independent review conducted by
Ofsted, concluded that pupils with SEND
are best supported by a team that are
dedicated to CAG (careers, advice and
guidance), when leadership is committed to
making improvements and when school
governors (including parents/carers) are
involved in the process.

5.3.2 Work Experience

Our focus group participants discussed the
need for a re-introduction of work
experience into all secondary education.
Research by the Department for Education
found that schools saw the primary benefit
of work experience as a better
understanding of the world of work, a
benefit also recognised by young people
themselves (Dept for Education, 2017, p.
63). As of June 2024, Labour pledged to
offer a minimum of two weeks quality work
experience and recruit over 1,000 new
careers advisers in a move it claims will
boost careers advice for one million pupils
(Lyon, 2024). However, 42% of schools in
the previous DfE research did not offer

SEND pupils work related activities (Dept
for Education, 2017, p. 32).

Once again, this data unfortunately
highlights the disparity in employment
support offered to disabled children
compared to their non-disabled peers.
Clearly, the current education system does
not prioritize consistent work experience or
employment planning for SEND students.

5.4 More Ongoing Research

Ongoing independent research is needed to
monitor improvements and identify new
issues as they arise. Snapshot research and
surveys are inadequate in a fast-moving
situation. We recommend that the local
authority commission external ongoing
research to give them a live picture of the
issues and challenges facing
disabled/SEND young people moving into
work.

5.5. Better Communication

Our research highlighted that a lack of
communication, or poor communication
methods, with disabled/SEND young
people were one of the most challenging
barriers facing them when searching for
work.

We recommend that employment support
services and Jobcentre Plus urgently review
how they communicate with disabled/SEND
young people, and take advice from
organisations representing them about the
most effective ways of communicating with
them.

Communication with parents and carers
should be improved so they better
understand what is available to their child
when leaving school and looking for
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employment. Parents and carers can play a
vital role in supporting their child’s career
aspirations and helping them to navigate
available support services.

Despite this, this research found that many
parents and carers are unaware of the
options, resources, and support systems
available to their children. Improved
communication should include providing
clear and accessible information about
employment support services, work
experience opportunities, career pathways,
and available reasonable adjustments for
their children.

Schools, employment services and the
local authority should work together to
create accessible ways of displaying this
information to parents and carers, such as
by using online guides, guide booklets,
informational workshops and regular
update emails or flyers.

5.6 Changing Employers’ Minds

Without a sea change in the opinions and
practices of employers, the best
employment support services in the world
will labour in vain. Our research clearly
demonstrates what is well known to any
disabled person, that the problem with
getting a job is not the skills or attitude of a
disabled person, but the employer.

5.6.1 Promoting Disabled Workers

Training and support need to be more
readily available to businesses regarding
hiring young disabled/SEND people. This
training should focus on equipping
employers with the knowledge, tools, and
strategies to create inclusive workplaces
that benefit both the business and the
employees.

This training should emphasise the value
that young disabled workers bring to the
workplace, debunk misconceptions and
address fears or uncertainties employers
may have about making workplace
accommodations.

Tailored guidance should be provided to
address the specific needs of businesses
based on their size, industry, or challenges.
By investing in training and support,
businesses can better attract and retain
disabled talent, ensure compliance with
legal requirements, reduce bias and stigma,
and unlock the unique skills and
perspectives that young disabled
employees can bring to their workforce.

5.6.2 Disability Training For
Employers

Employers must have access to courses
and support with accommodating
disabilities and have a better understanding
of reasonable adjustments. These courses
could take various formats, including in-
person workshops, online modules,
webinars, or blended learning approaches.

The content of this training material should
be underpinned with foundational
knowledge, such as disability awareness
training, which helps participants
understand that every disability is
individual, and their disability may not
always be visible. They could also include
sessions on unconscious bias, helping
employers identify and challenge
stereotypes or assumptions about disabled
workers.

This training is essential to tackling ongoing
injustice faced by disabled job seekers, who
this research has found are not given equal
employment opportunities to their
counterparts.
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Legal training is another key component,
where employers would be educated on
their responsibilities under the Equality Act
2010. It would be vital for employers to
learn about adaptive technologies that may
support disabled employees (examples
including screen readers, voice recognition
software, or ergonomic tools), flexible
working arrangements, adjustments to
interview processes and physical changes
to the workplace environment.

Role-playing scenarios or interactive
activities could be used to help employers'
problem-solve real-world challenges, such
as how to redesign a workstation or
accommodate a fluctuating health
condition.

5.6.3 Accessible Recruitment
Agencies

Recruitment agencies, including Jobcentre
Plus, were identified by participants as
having significant issues in accessibility for
disabled/SEND young people.

Working with recruitment agencies to train
them in how to accommodate the needs of
disabled job searchers and how to best
support them in finding suitable
employment, would help to support
disabled young people into work.

The focus group (Section 4.3) included
former recruitment agency workers, and
they shared that most recruiters are looking
for the easiest ways to receive commission
(gained whenever a participant reaches
work). Thus, they often view disabled
workers as not being suitable for potential
job roles as they bring additional
requirements, and they may have lower
work retention.

A recruiter may lose their commission if
someone leaves or loses their role in the
first 6 months and thus, they will not want
to ‘risk’ allocating a disabled candidate to a
role.

Recruitment agencies dedicated to
supporting disabled job seekers should be
readily available and accessible.
Additionally, introducing a dedicated role
within non-specialist recruitment agencies
to support disabled job seekers would be
highly beneficial.

Providing tailored and supportive services
would encourage disabled young people to
engage with these agencies and feel more
confidentin the job opportunities they are
presented with.

5.6.3 Remote Working
Opportunities

This research found that a lack of remote
working opportunities was a severe barrier
for disabled/SEND young people seeking
work.

Businesses need to better facilitate remote
and hybrid working models to allow for
disabled job searchers to find suitable roles
and have equal access to job opportunities.
Remote working benefits employers and
expands their pool of applicant talent when
searching for new workers.

Focus group research (Section 4.3)
highlighted common assumptions and
judgements that are often made by
employers when considering implementing
a remote working model. Specifically,
participants said that employers may
assume remote workers do not work as
efficiently and consistently as office
workers. Additionally, it was reported that
employers often assume that offering
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remote working to disabled employees will
lead to an influx of requests from other
workers who do not require itas a
reasonable adjustment.

Such judgments and assumptions from
businesses cause significant harm to
disabled job seekers and perpetuate a cycle
of unemployment and limited opportunities
compared to their non-disabled
counterparts.

Remote working is often the only viable
employment option for many young
disabled people with a range of health
conditions, due to both societal and
personal health reasons.

Societal barriers may include inaccessible
workplaces, such as buildings with staired
entryways. Personal health reasons might
involve conditions with chronic fatigue,
where an individual may need to work in a
quiet environment with minimal stimuli and
avoid the physical energy required to
commute to a workplace.

Accommodating remote working can be the
difference between retaining a skilled and
motivated employee or losing them from
the company.
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Appendices

Appendix 1: Definitions and Terminology

Key Terms Definitions
Social Model of The social model of disability depicts that society is constructed
Disability for able bodied people without impairments, which in turn places

significant barriers for disabled people who are also navigating
society. It is these barriers that impair disabled people, not their
impairments. The social model considers there to be three main
barrier categories that impact upon disabled people in society:
organisational, physical and attitudinal barriers. All of which are
present throughout society and can impact upon any disabled
person in any community.

At BuDS, we strictly follow the social model of disability, and we
actively work towards removing as many of these barriers as we
can. To follow the social model way of thinking about disability, it
is essential that one adapts their use of language to
accommodate this and to show that they follow the social model.
Since 2012, BuDS have created and updated guidance for
organisations and individuals to refer to when adapting language
usage to fit the social model of disability. This can be viewed via
our website (Buckinghamshire Disability Service, 2019)

Thus, throughout this report we will be using social model
language, as opposed to medical model language. An example
would be ‘disabled person’ as opposed to ‘person with
disabilities’, as we do not believe in labelling people according to
their medically labelled ‘disability’ and the social model considers
a disability to be an impairment that is created by societal
barriers, as opposed to something that ‘is wrong with us’

Neurodivergent and For this research, the term ‘neurodiversity’ will be based on an
neurodiversity explanation provided by Nancy Doyle in Psychology at Work:
Improving Wellbeing and Productivity in the Workplace:

“Neurodiversity’ essentially refers to differences in neurological
ability; for example some people are naturally strong at
processing detailed images or sound but have poor memory,
others have outstanding memory but find comprehension
difficult. Whilst everyone has strengths and difficulties, for
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neurodiverse people the difference between them is significant.
An average person will score at a reasonably similar level for each
of the intelligence components (such as verbal, visual, memory
and processing skills) on a cognitive ability test, such as the
Weschler Adult Intelligence Scale.287 A neurodiverse person is
likely to have large disparities between intelligence (IQ) scores;
some may be below average and some far above.”i

For a full explanation of neurodiversity, please refer to Doyle’s
paper.

For the purposes of this research, the term ‘neurodivergent’
covers conditions considered to be neurodevelopmental, with a
particular focus on autism and ADHD as the rates for
unemployment for people with these diagnoses are recorded as
being especially high. The definition of ‘neurodivergent’ however
acts as an umbrella for a variety of neurodevelopmental
conditions, including dyslexia, developmental language disorder,
Developmental Coordination Disorder (DCD), and Tourette
Syndrome (TS), and there are commonly overlaps with
neurodivergent people experiencing traits of multiple
neurodivergent conditions simultaneously. All conditions
considered to be neurodivergent can profoundly affect people in
the workplace due to stigma and misconceptions about attitudes,
behaviours, and the reasons for inconsistencies in tasks
performed. Neurodivergent people may be perceived as making
careless mistakes due to a lack of care, or they may face stigma
because their behaviour may not comply to societal norms in
some cases.

For example, a dyslexic person, who may not identify as disabled,
can still struggle profoundly and experience discrimination in the
workplace due to individual differences. It may appear to their
teammates that they make careless mistakes when undertaking
data input tasks, such as getting the numbers in dates in an
incorrect order. This can then lead to frustrations between the
individual and their employer which in-turn leads to erosion of
positive self-esteem and a stigma that the employee does not put
effort into the work. The dyslexic individual may feel forced to
increase their efforts compared to other colleagues to try to
compensate for their difficulties, which in turn can lead to anxiety,
overexertion and fatigue.
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Learning Disabled

For this research, the definition of learning disability will be that
provided by Mencap:

“A learning disability is a reduced intellectual ability and difficulty
with everyday activities — for example household tasks, socialising
or managing money — which affects someone for their whole life.
People with a learning disability tend to take longer to learn and
may need support to develop new skills, understand complicated
information and interact with other people.”ii

Learning disabilities are usually categorised as mild, moderate,
severe, or profound, relating to the severity of impact on the
person’s abilities and level of support that the individual may
need.

NEET

NEET is an acronym used in the UK, which stands for Not in
Education, Employment or Training. The current estimate, as of
March 2023, of people aged 16-24 years in the UK who are NEET is
770,000.1

Young people who are classed as NEET are often the target
audience for employment support programmes for 16-24 year
olds and thus the term will be used during the report where
relevant.

Disability Confident
Scheme

Disability Confident is a government initiative designed to
encourage employers to recruit and retain disabled people and
those with health conditions.

Itis voluntary and has been developed by employers and disabled
people’s representatives. Disability Confident has three levels that
have been designed to support organisations:

e Level 1: Disability Confident Committed
e Level 2: Disability Confident Employer
e Level 3: Disability Confident Leader

It aims to help employers make the most of the opportunities
provided by employing disabled people. (Citizens Advice, 2024)

Department for Work
and Pensions (DWP)

The Department for Work and Pensions (DWP) is responsible for
welfare, pensions and child maintenance policy. As the UK’s
biggest public service department it administers the State

https://www.ons.gov.uk/employmentandlabourmarket/peoplenotinwork/unemployment/bulletins/y
oungpeoplenotineducationemploymentortrainingneet/may2023
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Pension and a range of working age, disability and ill health
benefits to around 20 million claimants and customers.
(Department for Work & Pensions, 2024)

Careers Education, The Career Development Institute defines CEIAG as comprising of
Advice and Guidance several important factors. These are:
(CEIAG)

e Careers Education: Usually in education settings, this
refers to a range of actions to educate people on the
potential careers available, develop career management
skills and explore their own career potential.

e Careerinformation: Providing information, such as on
different job roles or the local labour market, to help
clients make informed decisions.

e Career advice: Offering advice on the different pathways
based on the client's needs, goals and situation.

e Career guidance: Career coaching to help the client
explore their own strengths and development needs, their
aspirations, barriers and needs, so the client has the self-
understanding to confidently define their next steps.
(Career Development Institute, 2024)

Education, Health & An Education, Health and Care Plan (EHCP) is a legal document,
Care Plan (EHCP) as specified in Children and Families Act 2014, that outlines the
special educational needs and disabilities (SEND) of children and
young people aged up to 25. It provides a comprehensive
framework of support that brings together educational, health,
and social care needs identified for the individual. The EHCP sets
out the extra help required to meet those needs and the resultant
outcomes that are expected to be achieved, ideally encompassing
both the short and long-term goals. A young person should be
considered for an EHCP if necessary, even if they do not have a
medical diagnosis.

Changes have since been made to EHCP policy in the 2015 SEND
Code of Practice, which now prioritises longer term outcomes.
Outcomes underpin and inform the detail of EHC plans.
Outcomes will usually set out what needs to be achieved by the
end of a phase or stage of education to enable the child or young
person to progress successfully to the next phase or stage. Other
outcomes in the EHC plan may then describe what needs to be
achieved by the end of each intervening year to enable him or her
to achieve the college place. (Dept of Education, 2015, p. 163)

The purpose of an EHCP is to ensure that all parties involved, from
the child or young person, their parents or carers, to the education
provider, and health and social care agencies, have a clear
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understanding of the individual's needs and their corresponding
responsibilities in supporting them. An EHCP should give young
people, and their families more say over the support they receive
at school and should be individually tailored with significant
detail. An EHCP should be designed to be person centred. This
means ‘they focus on your child/young person, and what they
aspire to be as they grow up’ (South Tyneside Council, 2023) to
also prepare them for adulthood whether through employment,
independent living, or further education.

However, not all children or young people with SEND will qualify
foran EHCP. As outlined in the SEND Code of Practice 2015, an
EHCP is issued only when the individual’s needs exceed what can
reasonably be provided through universal SEND support within
mainstream settings. This ensures that resources are targeted at
those with the most significant and complex needs (Dept for
Education, 2015).
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Appendix 2: Case Studies
Pseudonyms were used to protect the identity of the participants.

Context: Research into employability support services for young disabled people is
underrepresented yet is a crucial area of research to understand what is currently available
and what gaps are present. Research has shown that young disabled people are exposed to
more barriers and difficulties when accessing employment and receiving preparation for
adulthood support than their abled counterparts. Thus, we want to investigate this further and
focus on in depth and realistic experiences of young disabled people alongside building a
bigger picture of what support is available to them.

Objective: To investigate the experiences of young disabled people when accessing
employment services, alongside building a wider picture of what support is currently available
and where the gaps are.

Study design: Multi case study

The case: Centred on the views of young disabled adults in Buckinghamshire who have
accessed employment services.

Data collection: In-depth, qualitative interviews were conducted. A supplementary
questionnaire was also provided to participants.

Analysis: Framework approach.

Key findings: Most young people we interviewed had a mixed experience of employment
services and one regarded it as positive. Common themes included:

1. Employment support offered by most services are time restricted and therefore cannot
provide the full support that young disabled people need over time.

2. The search for employment can be actively stressful and intense for disabled
applicants. The process is overwhelming at times and can have a significant effect on
mental and physical health.

3. Agerestrictions on employment services are leaving disabled young people over the
age of 25 without many choices and can trigger feelings of hopelessness.

4. The weekly requirements placed on disabled applicants by the job centre was an active
topic of stress for multiple participants. The weekly job search targets were often not
suitable to manage alongside a health condition, yet disabled job searchers are forced
to complete these goals, or they risk losing their benefit income. Applicants must go
through a rigorous process of applying for limited capability for work and must appeal if
they are rejected and want to try again. In the meanwhile, they often must continue to
search for work despite their individual circumstances being incompatible with it.

5. Most participants were looking for remote work due to their health condition, yet they
often reported that there are minimal options available to them when searching for
ongoing roles to apply for. Most participants actively wanted to work right now or were
expecting to be searching for work soon and were disheartened to find that remote
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work options in their chosen field were sparse and thus were also competitive roles
with many applicants.

All participants had positive feedback to give regarding the non-governmental services they
have accessed. Participants commented on the positive differences when accessing smaller
employment services, as they had more time to spend with a staff member and could often
receive 121 support. Consistency of support was an important factor for participants with
regards to working with the same person and having no pressuring time restrictions placed on
them. They also shared positive experiences with these services regarding the support they
received to feel more prepared for job searching via CV and cover letter writing, job application
assistance and job searching.

Name of SEND | Length of Which Current Feelmore | Overall
participant timein employment | employment | confident | experience
employment | services status after
services have they accessing
accessed? services?
Lucius Yes 8 years BuDS, Not ready Yes Mixed
Building
Futures
Rubeus Yes 6 months BuDS, Job Volunteering | Yes Positive
Centre Skills | and ready to
look for work
Dean Yes Several BuDS, Job Applying for | Yes Mixed
years Centre, remote work
Automatic
Hugo Yes Several BuDS, Job Planning to Mixed Mixed
years Centre look for work
soon
James Yes 1 Year BuDS, Job Applying for | Mixed Mixed
Centre remote work
and due to
study, this
year

Case A - ‘Lucius’

Context

Lucius is ayoung person with a diagnosis of ADHD neurodivergence and are currently
unemployed. They are currently in their thirties and have been accessing one of the discussed
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employment services in Buckinghamshire for several years. They have previously been
employed and have accessed an alternative employment support programme.

Employment Services Experience

Lucius has accessed a couple of employment support services in Buckinghamshire. When
discussing their time accessing them, Lucius placed emphasis on time limits that they were
given when signing up to them. Time restrictions are placed on new service users that sign up
for many employment services across the UK, often for funding reasons and to ensure current
enrolment is consistently moving forward. In this case, Lucius was given just 6 weeks to
receive support from this particular employment service, which caused immediate hesitation
and disappointment.

‘| got fed up with the oh, we only take you on for six weeks. We can only do that long and it's
like, well, I need longer.” (Lucius, young person neurodivergent)

Lucius’ experience is a clear example of how many programmes designed to support young
people into employment, are not suitable for disabled applicants. Many variations of disability
and individual need will require adaptations and flexibility when accessing employment
support, however there are clear examples of young people such as Lucius whose individual
needs are not considered and thus, they do not have equal access to employment support
services compared to those who are able bodied. When tailored effectively to each disabled
individual and with consideration of individual need, programs that provide extended
vocational training and support may benefit autistic job candidates and allow an effective
transition into the workplace (Flower et |, 2019).

Due to restrictions in service access, Lucius was understandably reluctant to begin the
support programme that was offered to them. Particularly with disabled service users, itis
essential that any service available to applicants is flexible and adaptable where possible so
that every person has an equal chance of accessing employment support. However, this is
unfortunately not the case across many employment services. Recent research from Sense
found that half of jobseekers with complex disabilities (50%) didn’t feel that they had the
support and equipment they needed to look for work and only 46% said they felt supported by
a Disability Employment Advisor when accessing employment support (Sense, 2023).
Flexibility for individual disability needs is essential towards achieving successful outcomes
and providing equal opportunities, by allowing applicants to feel reassured that a service is
available to them for a varying length of time according to what they need.

‘Il know from myself and from, I'm sure, many people you know who want something more
consistent, you do often think you know, what's the point in maybe starting it? Because | know
that it's going to be gone in so many weeks and it it does make you kind of feel unmotivated,
doesn'tit, to kind of start these things.’ (Lucius, young person neurodivergent)

Seeking Employment
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Lucius has had previous paid employment, which they regard as a positive experience. Lucius
has been with a leading support service in Buckinghamshire for several years and continues to
volunteer with them for several days a week in preparation for work which was recommended
to himvia Jobcentre Plus. Lucius has been exploring potential employment areas since
accessing this employment service and has developed their skills, both professionally and
socially. Currently Lucius does not feel ready for work, but they are feeling supported and
encouraged by their current volunteering opportunity with an employment service.

‘It's going to be a lengthy process because I've got a lot to deal with, which is why | need this
long-term solution. So, I'm getting to the point now where I'm very close to being ready to go
back into work and it has been used, but I'm just not there yet. But | have helped with bugs
doing the website and stuff like that. I've had people say, you know if | ever need a job, | could
always hit them up if | really want to.” (Lucius, young person neurodivergent)

In the case of Lucius, they have accessed an employment support service that has provided
consistent and long-term support that has expanded their ready for work skills and provided
important networking opportunities. Employment has important implications for autistic
people’s social experiences, as well as their overall quality of life (Hedley et al, 2019);
consistent and individualised employment support services can nurture this process and
support a smooth transition into employment.

Case B - ‘Rubeus’

Context

Rubeus is a young person with a diagnosis of Learning Difficulties and is currently volunteering
several days a week at a leading retailer and at one of the discussed employment services.
They have been accessing one of the main employment services for over six months, alongside
the job centre. Rubeus has a degree and is keen to start looking for paid employment, with a
particular employment sector in mind already.

Employment Services Experience

Rubeus has been accessing one of the discussed employment services in Buckinghamshire
for the last six months and was referred via Jobcentre Plus. When discussing their experience
so far, Rubeus has been aiming to gain experience within administration and office work.
Despite this service being entirely remote working, Rubeus has had access to online support
from staff and has been given equal opportunities to gain valuable work experience via online
team projects and independent home working. Rubeus had positive feedback to give about the
service and seemed pleased with their experience so far.

Seeking Employment

Rubeus has experience in various unpaid, volunteering roles and has been consistently
volunteering with the same leading retailer for around five to six years unpaid, averaging three
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days a week at work. Rubeus has an ideal employment sector in mind and is aiming to gain
more work experience in this field before applying for a paid role in that sector. Despite having
volunteered with a leading UK retailer for several years, Rubeus has not been offered a paid
role with them.

Case C - ‘Dean’

Context

Dean is a young person with a diagnosis of autism. Dean has been accessing one of the
discussed employment services for the last three months, is also receiving support from a
nationwide employment support service, is accessing the job centre and has had two previous
employment positions. Dean is actively applying for remote jobs due to job centre
requirements but would also like to continue their break from employment for now until they
feel completely ready. They are also completing free online courses to further their knowledge
and qualifications.

Employment Services Experience

Dean has been accessing employment support at one of the leading employment support
services for the last 3 months and is also accessing a nationwide employment support service
for autistic young adults. They are also engaging with Jobcentre Plus and are required to job
search for a minimum number of hours every week. This was a commonly mentioned source of
stress for most people we interviewed due to the pressure of a minimum job search
requirement alongside managing a health condition.

‘Well, because | claim universe credit, | do have to apply for a certain amount of jobs a week.
Before my diagnosis it was very difficult. There was a lot of things being thrown at me all at
once.’ (Dean, young person)

However, Dean’s experience was unique in that they have had a consistent job coach at the job
centre who has been fairly understanding of their needs. Unfortunately, this is not the common
experience among the young people we interviewed or other disabled job centre attendees.
Our case study research has shown that Jobcentre Plus often fails to provide an accessible
and understanding experience for disabled job seekers in numerous ways. Research from
Sense found that no computers in job centres have specialist assistive technology. But almost
a third (31%) of jobseekers with complex disabilities said that having assistive technology in
their job centre would help them find work (Sense, 2024a).

‘I've had the same one [job coach] for about 3-4 years now. They’ve basically told me now that
if I just continue what I'm doing with BuDS and I'm also doing online courses, everything's all
right. So not to put too much pressure on me to get a job just yet.” (Dean, young person)

The support they have received from their current employment service has included CV
improvement and working on building confidence with job searching.
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Seeking Employment

Dean has anideal employment goal in mind and intends to pursue this career when they feel
ready. Dean’s most recent employment was in their chosen field and lasted for four years
before ending due to the Covid-19 pandemic. When asked about their experiences with this
employment position, Dean had a mixed experience during their employment. During this role,
Dean had not received their autism diagnosis and thus no relevant accommodations or
support had been putin place at their workplace. This led to a period of intense working,
followed by sudden periods of having no work at all.

‘I found some of it difficult. This was before the time | was diagnosed with autism, so | didn't
really understand the goals so much. So, I'd often like, I've three months where | just worked
flat out every day, 10 hours a day. And then I'd have I'd say to him, | need a bit, a few days off,
but it ended up being two or three months off before | went back.” (Dean, young person)

‘Since my diagnosis, I've like, read up a lot about it and | understand things more. | think the
main thing is to try and avoid burnout as much as possible... There's also a lot of times where
I'd like cancel plans with friends because new articles have come in so that say, no, I'm
working, I'm not coming out.” (Dean, young person)

The term autistic burnout is a term that is often used amongst the neurodivergent community,
which was first coined by Raymaker in 2020 to be conceptualized as resulting from chronic
stress and a mismatch of expectations and abilities without adequate supports. It is
characterized by pervasive, long-term (typically 3+ months) exhaustion, loss of function, and
reduced tolerance to stimulus (Raymaker et al, 2020). This can be a common occurrence for
autistic employees who do not receive sufficient support at work by having frequent breaks
whilst at work, a quiet area to relax, a manageable and structured workload and supported
holiday breaks.

Currently, Dean is looking for a remote working job due to their current situation. When
discussing their experience with searching for remote work, Dean echoed what other case
study participants said in that remote work is not commonly available.

‘It has been quite difficult to find available positions remotely. Well, | mainly use Indeed, and |
think looking for remote jobs on there is quite difficult. It's not filtered. Well, really if you say
remote work, 1'd say 50% of them aren't actually remote.’ (Dean, young person)

Remote working should be better facilitated and be more readily available for any disabled
workers that prefer this mode of working. Working from home allows for many benefits to both
the employee and the employer, employees can often better manage their health from home
which may lead to more productiveness at their job. For example, someone with a chronic
fatigue condition will experience worsened symptoms by travelling to work and managing
transport. By working from home, the employee can better manage their energy levels and can
avoid a flare up by physically going into a workplace. In turn, this allows them to use more
energy on working and managing flare ups that may result in sick leave.

‘And | always thought that'd be more available since, you know, COVID and lockdown and
things, but | think a lot of places ended up kind of asking people back in the office. But there
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definitely is remote jobs out there that just can be a bit harder to find, can't they, and a bit
harder to kind of navigate.”(Dean, young person)

Case D - ‘Hugo’
Context

Hugo is a young person with a diagnosis of autism. Hugo has been accessing one of the
employment services discussed in this report for the last month. They are also accessing
Jobcentre Plus, but they are not currently receiving work support from them or required to
apply for jobs. Hugo has had previous employment that was not suitable for their health
condition and is currently applying for remote work.

Employment Services Experience

Hugo has been accessing one of the four employment services for the last month. They are
also signed up with Jobcentre Plus, but do not have to search for work now due to a limited
capability for work assessment. During the interview, Hugo discussed why they chose their
current employment service in comparison to other offers he received at a job fair event:

‘Well, | chose (employment service) because | went to a job fair and every other single job thing
there was for people from ages 18 to 25 and I'm 28. So that wasn't exactly ideal... I'm too old
now for help, apparently.’ (Hugo, young person)

Everyone who wishes to search for work should be able to do so with equal access to support
throughout the process. However, it is not uncommon for disabled people to face multiple
barriers and restrictions when attempting to access employment support services. In Hugo’s
case, many employment support schemes, projects, and services unfortunately have age
restrictions, often stopping at age 25.

Their current employment support service assisted Hugo with creating their CV, cover letter
and applying for jobs, which resulted in them being able to apply for part time work, which they
had not felt confident doing before receiving their support. Hugo explains the anxiety they
experience when applying for work, due to the multiple stages ahead of them. The current
employment support they receive has allowed them to have a foundation for future job
applications and has improved their confidence.

‘Oh, so much pressure, because | get anxious applying for jobs because it's about like, because
you have to really, you have to really big yourself up with jobs and | can't do it. Like | can't, like
(employment support worker) was helping me write my whole cover letter out because I'm just
not good at beating myself up and saying stuff like that. But now I've got sort of like that
template. It should be easy to do in the future.” (Hugo, young person)

Seeking Employment
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Hugo has had previous employment at a cinema chain and was in this role for 1 month. They
regarded this position as a negative experience and had to leave due to a lack of structured
training and guidance from other staff. Hugo was not provided with any professional training for
their role and was left to figure it out independently in what is usually a fast paced and
customer facing job.

‘I worked in a (cinema chain) for a month and they basically they said you're going to be brought
on as trainees. And I'm like, OK, cool. So, lots of training on the job and stuff like that. | was
there for a month, and they didn't train us once. They basically just said, this is what you're
doing today and then they were like, we're just going to throw you on the tills, figure out. and |
was like, yeah, no, thank you and then | left.” (Hugo, young person)

Understandably, Hugo left this role after a month of employment due to the unprofessional
experience they encountered. Again, this is an example of an employment transition that did
not place importance on ensuring that employees are prepared and confident when starting
their role, which made the employment transition unsuccessful. For some autistic employees,
they may feel more comfortable and supported in a role when they receive clear and
structured instructions/goals. Clear and structured training is invaluable. This can be provided
informally on the job, by a manager, colleagues or a mentor, or may take the form of more
formal training (The National Autistic Society, 2020). Despite this, Hugo did not receive
adequate training and could not continue their role.

' need to work from home and the options are pretty minimal’ (Hugo, young person)

‘It's kind of like that, that age-old joke now, like you need experience to get experience.” (Hugo,
young person)

Now, Hugo is actively applying for remote work roles and commented on how sparse the
options are. Remote roles are often very popular and can be over saturated with applicants.
According to the latest statistics from ONS, having a disability or long-term illness has little
effect on levels of homeworking. Disabled workers report similar levels of homeworking only
(18%) compared with those without a disability (16%). Workers who have a long-term condition
for 12 months or more similarly report homeworking at 18% compared with 15% without
(Office for National Statistics, 2023b), suggesting that employers are not willing to offer
disabled employees remote working options to support their health.

Case E - James’

Context

James is a young person with a physical health condition. They have been accessing one of the
employment services discussed in this report for the last month. They are also accessing the
job centre, but they are not currently receiving work support from them. James has previously
completed work with an apprenticeship and is currently applying for remote work. They are
also due to begin a course with a remote university later this year to retrain for a role they could
do remotely.
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Employment Services Experience

James has been accessing Jobcentre Plus for the last year but is not receiving much active
employment support from them. They have also been accessing one of the leading
employment services mentioned in this report for the last 9-11 months. When discussing their
time with the Jobcentre Plus, James was subjected to a stressful period, whereby they were
obligated to complete job searches for a specific number of hours per week, or they would
face sanctions and potentially lose their benefits. This was enforced immediately by Jobcentre
Plus and was despite James applying for limited capability for work, which limits active work
search requirements due to a health condition. This condition is only applied once applicants
have undergone a work capability assessment.

‘Yeah, so | was using the Universal Credit Job Centre. I've been using them for about a year |
think, haven't got anywhere with them... the work capability assessments that they have to do,
they first deemed me to be capable for work and then | appealed and | was going to go to
tribunal, but they changed their mind before | got to tribunal. That took quite a few months to
sort that out. So, in the meantime | had to search for work if | wanted to keep receiving the
payments.’ (James, young person)

If an application for limited capability for work is unsuccessful, then an applicant may choose
to appeal their decision at a tribunal. This process can take several months or longer and can
be incredibly stressful and demanding. Inevitably, this process can negatively impacton a
person's disability and thus serves to make the employment search process harder. As in the
case of James, their initial application was unsuccessful, and they were unfortunately due to
attend a tribunal before their case was eventually overturned. This appeal process placed
unnecessary stress on James’ search for work and forced them to continue searching for work
each week for an additional several months, despite their health being affected by these
requirements.

‘l had to apply for so many jobs a week at the 10 hours of job searching a week for whatever
jobs I could do, which is my remote work.” (James, young person)

Seeking Employment

James has previous experience at an apprenticeship with a local business. They were in this
position for 6 months and regarded it as a positive experience with supportive managerial staff.
James had to leave their apprenticeship due to changes with their health condition, which
meant that they could no longer carry out a physically demanding role.

‘They were really good actually. The people that | was with, my boss or my manager, | suppose |
had to take a week off to go into hospital and then, and then | was then off for a month after
that. Trying to recover didn't work. But they were very patient, and they were willing to hire me
back if, if my, if my symptoms have improved after six months or so, they would say. So, they
were up to six months, they were happy to allow me back in’ (James, young person)
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‘I think that that did make kind of a big difference with the approach they took.’ (James, young
person)

James' previous employment is a prime example of the positive impact it can have on a
disabled employee when their employer is flexible and accommodating to their needs. In this
case, James' employer was patient during their medical recovery and agreed on a structured
timeline for their potential return to work. Research into empirical analysis of the European
Working Conditions Survey found that disabled employees and those with health problems
working under flexible employment schemes are more likely to report higher levels of job
satisfaction and lower absenteeism rates than their counterparts working under fixed
employment schemes (Giovanis and Ozdamar, 2023, p. 1), yet disabled people are nearly
twice as likely to leave their jobs in the current workforce, suggesting that flexibility and
support from employers are not sufficient for disabled people to retain meaningful and
sustainable employment.

In the below quote, James explains the positive impact that a supportive employer can have on
a disabled employee's motivation to work and how this correlates with job satisfaction:

‘I mean, having a boss like that definitely makes you want to work harder and definitely makes
you want to sort of go above and beyond for that company. Unlike if the company was very
critical about allowing me to go to hospital and things like that. You wouldn't want to stay there.
So, the company | worked for did a great job at, you know, catering for my condition. And so, in
return, | sort of had no problem working above and beyond for them.’ (James, young person)

Since leaving their previous apprenticeship role, James has been searching for remote only
roles that can suit their health condition. They are now on limited capability for work with the
job centre, and no longer have a minimum requirement of job searching to complete on a
weekly basis. James applied for a significant number of jobs and received two interview invites.
They applied for 500 to 600 jobs and were faced with additional barriers requiring a remote job
that they could perform from home.

‘I think | applied for something around 500 or 600 jobs, and | got, (I got) two interviews, one of
which was right at the beginning, and they didn't, (didn't) decide to take it any further. And the
other one, the employer didn't even bother showing up for the interview.” (James, young person)

‘So,  mean, they decided to tell me 10 minutes into the interview, and | got an e-mail from
them. | was sitting in the virtual waiting room to start the interview, and they emailed me about
10 minutes in saying something had come up and nothing specific, just something had come
up and they and | asked them to reschedule, and | haven't heard from them since. That was
four months ago.’ (James, young person)

James' account relates to a recent job search experience. The prospective employer did not
attend the scheduled interview and informed James via email only after the interview time had
passed. Despite James' efforts to reschedule, no further communication or alternative
interview date was provided. The employer’s behavior was unprofessional and unacceptable,
likely causing significant anxiety for the applicant awaiting the interview. Making interviews
more accessible is a particularly important step toward improving disability culture, as an
interview is often an applicant’s first encounter with a new work environment. Applicants
assess the supportiveness of an environment through their interview experience and may
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hesitate to raise issues because the stakes are high (Greene et al, 2024, p. 2). Negative
interview experiences like this can serve as a catalyst for future anxiety around job interviews.
Initial poor first impressions can make disabled employees even more reluctant to discuss
concerns with potential employers, and that process is already difficult and anxiety inducing
for many disabled interviewees.
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Appendix 3: Focus Group Quotes

Below are quotes taken directly from the focus group regarding recommendations that were
raised during discussion, and these reflect what change disabled people and their families want
to see with employment transition. These have been separated into relevant categories:

Employer Attitude:

‘[Disabled people] need help to get an understanding of what type of work it is that they want to
do. So that's from school and giving them unrealistic expectations as well. But also, it's the lack
of, depending on what their disability is, if they can't physically go out to work, it's finding those
resources to work from home. And a lot of people nowadays, they want to work from home
because it's convenient. So, it kind of makes that pull for that job a lot harder for someone with a
disability.’ (anonymous, employment support service worker)

‘It is also in regards to employers, it's their lack of knowledge, understanding, whether they want
to work with someone with a disability, not just at [current workplace name], but you know,
previously, | know that a lot of employees, they kind of hear the word disability and they kind of
stop, you know, thinking they don't want to carry on because they know that for them they're
going to have to make adjustments and they don't want to make adjustments.” (anonymous,
employment support service worker)

‘Awareness training for employers, especially HR organisations, | think the more understanding
and knowledge they have about certain barriers, the easier it is going to be to support them once
they are employed. I think that's one of the major barriers because it's all good and well
organisations being inclusive, right? But then can you support them once you've taken them on?’
(anonymous, employment support service worker)

‘However, there are adjustments that may need to take place due to a disability. It's getting more
of an understanding and getting them [employers] to kind of open their minds a bit more. But
there is a lot of work. | think that it's difficult because there's a lot of things in different
circumstances that kind of stop young people getting into work. But | think that we do need to
really get more employees engaged with it and trying, you know, to tell them that just because
someone has a disability means that they might have to make a small adjustment, but it means
that they can do the work.” (anonymous, employment support service worker)

‘A support network for employers could possibly help as well. Someone that they can kind of
speak to if they don't understand what kind of help and support this person needs. Because a lot
of people, you know, someone might say that they need this help, but the employer themselves,
they don't know how to support them. So, they don't want to go forward with applications. So,

we do need a lot more help from the employer side to get people into work with a disability.’
(anonymous, employment support service worker)

‘lEmployers say] I'd rather go with someone that has less experience that | know they can come
in from day one and we don't have to make any adjustments.” (anonymous, employment support
service worker)

‘I mean, for me, coming at this from a personal perspective with my own children, it's not just
about getting a job, it's about keeping a job. And very often the support drops away once they're
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actually in employment. And like with my daughter, because she needs to work part time, she's
generally gone into kind of low paid work, you know, retail work. And the managers in that kind of
environment don't have a lot of experience. They're often very young themselves. So, she'll
come across a problem or an issue where maybe she agreed, her contract says she's got to do
15 hours a week, but then pressure starts to build from the employer to work more hours. So,
although at her interview she was very upfront that she has autism, and she has a disability, and
they were very happy to employ her and tick that box. Once she actually got on, once there
started to be issues, she couldn't cope with those. She didn't have any support to deal with her
manager or understand what her rights were or, or how to go about resolving issues at work. And
so, you know, she just didn't have that support. So eventually she ended up leaving because her
mental health took a nosedive.” (anonymous, parent/carer)

‘Even if the employees do take on people with disabilities, they then don't have the skills
necessary or the understanding to make those adjustments or to really understand when they
agree to those adjustments in the 1st place, what that means for them on the ground. And to be
genuinely committed to those adjustments on a long-term basis. And | think that's the difficulty.’
(anonymous, parent/carer)

‘You knowy, it's like they [disabled employees] need to know that there is someone in that
organisation that they can speak to, whether it's, you know, someone, you know, it's just their
sound board to try and get that to go to higher management. You need someone that's going to
kind of be on the front to find out what these people's issues are and trying to help them. And |
think, like many organisations that try to help people get into work, they have a time frame of six
months to a year. Once they're in work, then they're not their problem. You know, it's like they're
pushed away. It's like we can't help you anymore. You're not part of the programme so they've
got no one to go to.’ (anonymous, parent/carer)

‘I think employers need support to understand that, you know, people with disabilities, you
know, they're not just a charity case. They can actually be better at jobs. You know, their
disabilities can make them better workers, but the employees have got to be willing to ensure
that they can provide an environment that's conducive to those people.” (anonymous,
parent/carer)

Disability Confident Scheme:

‘Il know from my own experience from working with an organisation that was going on to be a
disability confidence scheme, it was a tick box activity for them. So they weren't actually
wanting to kind of be a part of the scheme. It was if you're part of it, it shows, it's good for your
company. You can do these tick boxes, you're disability confident, you can employ people with
disabilities, but it doesn't mean that they are actually going to, or they have that understanding
of disability. And when you do apply for this scheme as well, it's not that your company goes
through training or anything like that.” (anonymous, employment support service worker)

‘I know a lot of companies that, you know, they're disability confident, but when you ask them
how many people do you have employed there with a disability that you can physically say to me
that you know everything about their disability, what you can do to help and support them. |
don't know many.” (anonymous, employment support service worker)
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‘I think maybe it's the structure of the scheme itself rather than the scheme as a whole that's the
problem. | think there's 3 levels to it. So, level 1 is you literally just fill out a form, tell them about
your organisation, tick a few boxes and that's it. You've got your level 1. | think there's the
problem. | think if someone came in and it was more of a prove to me that you have policies in
place that that you, you are going to make reasonable adjustments. Prove to me that, you know,
you really are in a position where you want to hire. It's not just a, you know, yeah, we can hire
disabled people, but do you want to? | think that's where maybe they need to just change the
scheme.’ (anonymous, former recruitment agency worker)

Recruitment Agencies:

‘I did recruitment agency work and to be honest with you, recruiters won't look at disabilities. So
if they know that it's kind of there's a disability, they won't consider it because at the end of the
day, they're there to make a commission. They don't, you know, if you have a disability, they don't
delve into it. They don't find out what these disabilities are. So that's what the issue is with
recruitment agencies is, they don't really get to know the people they're working with. They just
need to fill a quota.’ (anonymous, employment support service worker)

‘It's just an assumption, like, like an assumption they're just making. They're just reading it and
there's a stigma and bias there to assume all this person can't do this because they're disabled,
and they're written off.” (anonymous, employment support service worker)

‘I didn't come across many people that, you know, said that they had a disability on their CV,
probably because they didn't feel confident enough to put it on there. They thought, you know,
that that bias would stop them from being able to.” (anonymous, former recruitment agency
worker)

Remote Working:

‘And | think with employees, when you say you want remote work, they don't kind of advertise it
as remote work. They don't want remote work because | think that a lot of employees think that
people just don't work when they're at home.” (anonymous, employment support service worker)

‘I think if you have that option of remote working, but you have that flexibility, you'll find that
people are willing to work more from home than if they were told to go into an office 9 till 5 as
well.’ (anonymous, employment support service worker)

‘If they're an employer where everyone's working remotely, then | think it might be easier for
them to take on someone who needs to work remotely because of their additional needs. But |
think if they're generally a face-to-face employer, but they're being asked to do something
outside their comfort zone and take someone who's going to work remotely, they're worried
about setting precedence probably with other employees.’ (anonymous, parent/carer)

Skill Training:

‘I'm thinking more when she [daughter] was looking for work, if there was somewhere she could
have gone to done to do like a short course where we might talk about hierarchies within the
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workplace, conflict resolution, you know, just how a company is set up where you can go if you
feel you've been mistreated.’ (anonymous, parent/carer)

‘So she just had some kind of basic understanding that when she walks into a workplace, what
the setups likely to be and where potentially if she's unhappy, she can go. She didn't really
understand any of that when she started work. So that would have been helpful.’ (anonymous,
parent/carer)

School Careers Support:

‘We had a careers lady that at school that sat in the library. And | mean, she was very unhelpful
to me. She looked at my year 10 mock GCSE results and said I'd never amount to anything. I'd
never get a degree in, you know, just based on my results from these fake GCSES that we were
doing at the time.”(anonymous, former recruitment agency worker)

‘Doing the work placements in school, | think it is useful to students because it gives them that
little taste. But yeah, | don't know whether they still do that in schools anymore because | don't
think my partner's children did them.’ (anonymous, former recruitment agency worker)

‘Bring back work experience. | think that's what schools need to focus on. They need to focus on
these things, not just when it comes to when they're about to leave school and what to prepare
them for, not just for work, but you know, its finances, how to get a mortgage.’(anonymous,
parent/carer)

"Doyle, p.44
T https://www.mencap.org.uk/learning-disability-explained/what-learning-disability
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