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Do work coaches have the training and tools to support people in work effectively? If not, what 
further training and tools do they need? 

It is clear to us that anybody operating in the employability space should be adopting the best practice 
the industry has to offer. With that in mind, AELP encourages work coaches to look at the new Level 
4 Employability Practitioner apprenticeship standard 
(https://www.instituteforapprenticeships.org/apprenticeship-standards/employability-practitioner/) 
that was recently approved by the Institute of Apprenticeships and Technical Education (IfATE). The 
standard was developed by a trailblazer group that comprised a wide range of leading Welfare To 
Work (W2W) industry employers, the Institute of Employability Professionals (IEP) and AELP. The new  
level4 standard represents a commitment by the sector to continue to professionalise and upskill the 
current and future workforce. There have been previous efforts through recognised short 
qualifications in IAG and then the Employment Related Services (ERS) apprenticeship framework, but 
this new apprenticeship standard represents a step change in supporting practitioners with the skills, 
knowledge and behaviours required to be able to help them undertake their job more effectively. 

Despite this, JCP has up until now been reluctant to get involved in supporting the development of the 
standard. Considering the industry that they contract their employability services out to has agreed 
on this standard as being representative of some of the best practice in the industry, then we would 
strongly encourage JCP to seriously consider adopting its principles with work coaches and other staff 
at the front line of employability and return-to-work functions.  

We are also very clear that apprenticeship providers are effective at knowing how employers minds 
work and what works for progression and what doesn’t. AELP members alone engage with over 
330,000 employers and deliver about two-thirds of all apprenticeships in England. We would be more 
than happy to help facilitate engagement with these providers to utilise their expertise in this area 
better to the benefit of in-work progression initiatives. 

 

What role, if any, should conditionality or sanctions play in encouraging and supporting in-work 
progression? 

We do not believe that the sanction regime works. There is a fundamental point that if the objective 
is to build an individual’s income, then sanctioning participants (i.e. reducing their income) for not 
participating would be counter-productive.  

 

What evidence is there for what works to help people progress in work? 

It is clear to us that any support must focus on dealing with the barriers to achieving the desired 
outcome. The difference between DWP’s welfare-to-work programmes as they currently stand and 
the notion of in-work progression is, of course, that employment has already been attained. This, 
therefore, presents a slightly different set of challenges for individuals and their providers to face; 
given that training providers already provide in-work support using funding available through the 
ESFA, we do not, therefore, believe that Jobcentre Plus is best placed to be leading on this sort of 
provision as their skillsets and priorities are in a completely different direction.  
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For this reason, we firmly believe that in-work support should be contracted out, and suggest that the 
existing work-based learning infrastructure would be in a prime position to achieve the results 
required. Ofsted’s Chief Inspector’s Report1 in December 2018 made several challenges to the skills 
sector to “up its game” in terms of quality particularly among new providers entering the market. 
Nonetheless, Ofsted found that 78% of independent providers were rated as “Outstanding” or “Good” 
and that 82% of around 305,000 learners surveyed said they would recommend their provider to a 
friend.2 Department for Education (DfE) research has also consistently shown high levels of 
satisfaction with skills providers from the point of view of employers. The FE Choices Employer 
Satisfaction Survey 2017 to 20183  illustrates this with 86% of employers were either ‘likely’ or 
‘extremely likely’ to recommend their training provider to another employer seeking similar training. 
With this in mind, the existing skills infrastructure has a clear and almost unchallengeable case to be 
at the forefront of the delivery of in-work progression provision for DWP alongside, and supporting, 
its work for DfE and others. 

 

What more could the Department do to help in-work claimants increase their earnings and progress 
in work? 
 
It is necessary first to be clear what is being examined in the notion of DWP “encouraging” an increase 
in income. Does this mean moving employed people between jobs to increase pay? Or does it mean 
sustaining work by encouraging in-work training to consolidate job and career prospects while 
increasing income? These are two entirely different propositions. 

 It is challenging to see the wisdom in merely encouraging churn in low-level employment, which will 
not actually raise overall levels of pay but simply “shuffle the cards” dealt to people. 

It would therefore surely be wiser to build strong foundations for a higher-skilled economy, and on 
this basis, we would strongly advocate that any “in-work service” should be seeking to link successful 
in-work training with pay increases. We, therefore, advocate a service whereby skills providers are 
incentivised to encourage employers to link success in work-based or work-related learning with an 
increase in pay for the learner concerned, up to the point where the individual is no longer reliant on 
Universal Credit. In-work training does of course already exist and is funded by the Education and Skills 
Funding Agency – albeit via budgets which have taken relatively large hits in recent years. There always 
has been a willingness on the part of the State to fund in-work training, so in itself, the concept is 
nothing new. However, what is new is the desire of the State to facilitate increased individual incomes 
across the board actively, and we believe the best and most positive way of doing this is to facilitate 
more in-work training. This is not purely a DWP matter, however; there should be a stronger link made 
across government about the need to ensure proper funding of apprenticeships via the apprenticeship 

                                                           
1 Ofsted (2018) Ofsted Annual Report 2017/18 [online]. Available from: 
https://www.gov.uk/government/collections/ofsted-annual-report-201718 [Accessed 23 April 2019].  
2 Department for Education (2018) FE Choices Learner Satisfaction Survey 2017 to 2018 [online]. Available from:  
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/731431/Learner_Sati
sfaction_National_Summary_Report_2017_to_2018.pdf [Accessed 23 April 2019]. 
3 Department for Education (2018) FE Choices Employer Satisfaction Survey 2017 to 2018 [online]. Available from:  
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/750618/Employer_Sa
tisfaction_national_summary_report.pdf [Accessed: 23 April 2019]. 
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levy (to SMEs in particular) and the opportunities this offers for building in-work progression. DWP 
should, therefore, make strong links with DfE, ESFA and IfATE to optimise the returns from the existing 
infrastructure, perhaps complementing this with incentive “top-ups” where income progression has 
been achieved, rather than attempting to build a whole new infrastructure or line of provision. 

 

About AELP 

Members of the Association of Employment and Learning Providers (AELP) support employers in the 
delivery of 75% of apprenticeships in England and they deliver other publicly funded skills and 
employment programmes through engagement with 380,000 employers. The majority of AELP’s 
900+ members are independent private, not-for-profit and voluntary sector training and 
employment services organisations with employers, universities, FE colleges, schools and end-point 
assessment organisations joining AELP in increasing numbers. 
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