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Aims
What are workplace adjustments? 

What is Access to Work?
How does it work during Covid-19 and if  you are 
working remotely?

How can it help during the different stages of 
recruitment and retention for all size businesses?

Some useful strategies relating to Accessibility from 
Microsoft



Equality v Equity Equity .. According to 
individual need

“Ensuring that every individual has an 
equal opportunity to make the most of 
their lives and talents and achieves this 
through treating people differently 
dependent on need.” (EHRC) 

Equality.. Treating all the same
“where everyone is granted the same 
rights and responsibilities and has been 
offered a fair opportunity and treated 
with regard to their own specific needs“



Disability is 
everyone’s business

6.9 million disabled people of working age in Britain 
(19% of the working population).



• 1 in 3 of all employees in the UK are disabled or close to someone 

who is. 

• More than 3 out of 4 of people with disabilities and/or health 

conditions acquire them as adults. 

• 1 in 3 people aged between 50 and 64 years have a disability and/or 

health condition 



80.5% 
of non-

disabled 
people aged 

16-64 yrs. are 
in work. 
48.3% 

of disabled 
people.



Workplace adjustments

• Workplace adjustments (often described as “reasonable 
adjustments”) are not universally accepted as “business as 
usual”. 

• They can be seen by some as a privilege not a necessity or 
a right.

• Many people needing workplace adjustments face long 
waits for these to be put in place, significantly damaging 
their own and corporate productivity.



Using new technology or 
learning new skills 
requires adequate 

training and time to 
embed it in every-day 

practice





•There are many reasons 
why disclosing a disability 
to a potential employer is 
a positive action that will 
empower, protect and 
assist the person in the 
workplace. 

Awareness of processes 
… is important



What are 
Reasonable 

Adjustments? 



Reasonable adjustments

These may relate to working arrangements or any physical aspect of the workplace.

In the Equality Act they are described as ‘provisions, criteria and practices’, ‘physical features’ 
and provision of auxiliary aids’. 

– TOOLS AND TASK ADAPTATIONS

– ENVIRONMENTAL ADAPTATIONS

– EQUIPMENT

– COACHING



Examples may include: 

• A change in working patterns is required due to a person’s 

disability, for example delegating some duties to another 

employee or allowing that person to be absent during 

working hours to attend treatment or rehabilitation. 

• Extra equipment is required to enable a disabled 

employee to carry out his duties, such as specialist 

computer software or an adapted telephone. The 

employer is likely to be obligated to provide this. 



Examples may include: 
• Physical changes to the working area are 

necessary for a person with a disability to access 

and carry out their work easily and safely, such as 
a ramp or increased space. The employer must 
look into providing this. 

• An applicant with a hearing impediment applies 
for a job and requires a sign language interpreter 
in the interview. They should contact the employer 

to arrange this.



What decides if it is reasonable? 

Various factors influence whether a particular adjustment is considered 
reasonable.
The test of what is reasonable is ultimately an objective test and not simply 
a matter of what you may personally think is reasonable.

When deciding whether an adjustment is reasonable you can consider:
–how effective the change will be in avoiding the disadvantage the 

disabled worker would otherwise experience
–its practicality
–the cost
–your organisation’s resources and size
–the availability of financial support.



Think about the following:
If an adjustment costs little or nothing 

and is not disruptive, it would be 

reasonable unless some other factor 

(such as impracticality or lack of 

effectiveness) made it unreasonable.

• Average cost of adjustments is 

around £75

• Most adjustments are not costly and 

are about increasing inclusion and 

participation.



Not limiting 
your 
promotion or 
progress

• EHRC guidelines state that providing a 
worker with reasonable adjustments: 
“...must not be a reason not to promote 
a worker if they are the best person for 
the job with the adjustments in place”



So what is 
Access to 
Work?



Access to Work (ATW) 
is a demand-led, 
discretionary grant 
scheme administered 
by Jobcentre Plus 
(JCP). 

The scheme aims to de-risk the 

recruitment and retention of disabled 

people for employers by contributing 

towards covering the costs of 

employment – related support above 

the level of reasonable adjustment.



Access to 
Work

Access to Work can help with extra costs which 
would not be reasonable for an employer or 
prospective employer to pay.

A person may be able to get advice and support 
from Access to Work if they are:
• in a paid job, or
• unemployed and about to start a job, or
• unemployed and about to start a Work Trial, or
• self-employed

AND
• their disability or health condition stops them 

from being able to do parts of their job.



The scheme

The scheme is tailored to an individual’s needs. 

This can include workplace assessments, travel to/in work, 
support workers, specialist aids and equipment;

• Does not replace the duty an employer has under the 
Equality Act to make reasonable adjustments. 

• It provides support that is over and above that;

• Can fund up to £60,700 worth of flexible, personalised 
support per person per year.



Numbers ….

• Access to Work continues to reach underrepresented 
groups, including those with Mental Health conditions, 
seeing the highest ever number of people approved for 
Access to Work, 8,710 people- 2x more than previous 
years

• In 2019/20 over 37,000 people received an award for an 
Access to Work grant ( 25% on 2018/19.)

• Expenditure increased to £141.7 million (8% increase in 
real terms expenditure on 2018/19).



Increasing 
national usage

• In 2019/20 the number of people from Scotland, 
who had support approved by Access to Work, 
increased by 21%. 

• In 2019/20 the number of people from Wales, 
who had support approved by Access to Work, 
increased by 37%



Who is using 
it?

• Those with mental health conditions are now the 
biggest group helped.

• Deaf/hard of hearing people make up 14% of 
people paid and 35% of spend.

• In 19/20 record numbers of young people (nearly 
5,000) aged 16-24 received a payment from AtW, 
up 18%, compared to 2018/19.



Access to Work in 
light of Covid-19 
and the future of 
blended 
home/office 
working

• Recognising the changing working environment A2W has 
provided support for disabled people to adapt support 
arrangements, for example switching from British Sign 
Language Interpreting to Video Remote Interpreting 
services as well as making greater use of assistive 
technology and software. 

• A2W has worked with employers to transport assistive 
technology from the workplace to the home to enable 
home working. 

• And where support cannot be removed from the workplace, 
consider new adjustments or support adaptations to 
standard equipment.



During COVID-19 
Access to Work 
introduced 
various measures 
to further support 
disabled people.

These include: 

·Accepting e-mail claim forms from customers 
who request this as a reasonable adjustment;

·Accepting employer and support worker 
signatures via email;

·Extending Support Worker awards that are 
coming to an end by 6 months;

·Extending the timeframe customers have to 
submit payment claim forms to 9 months;



During COVID-19 
Access to Work 

introduced 
various measures 

to further support 
disabled people.

These include: 
·Adapting the way assessments are undertaken to 

support customers who don’t know what support they 
need and/or where coping strategies are required as 
part of the Mental Health Support Service;

·Flexing support and supporting the moving of special 
aids and equipment from the workplace to home, 
and providing new equipment for employees working 
from home where necessary;

·Prioritising new applications from key workers and 
those with jobs starting within the next 4 weeks.



Blended 
Support Offer

The offer consists of:
• support to work from more than one location;
• a package of home working support which can be 

blended with workplace support;
• mental health wellbeing support for people returning 

to work after a period of furlough or shielding;
• travel-to-work support for those who may no longer be 

able to safely travel by public transport due to the 
nature of their disability; and 

• prioritising Access to Work applications from disabled 
people in the Clinically Extremely Vulnerable Group.



Blended 
Support Offer

Recognising the changing work environment, 

Access to Work has introduced a new more flexible 

offer to support disabled people to move into and 

retain employment. 

The new Blended Offer complements support 

provided by employers and contains a mix of 

support that can be adapted to meet the needs of 

new Covid-19 working arrangements. 



Future
Developments

• A2W are also exploring options and other 
ways to engage with employers e.g. 
developing an AtW app that will hold all the 
information available on AtW in one place.

What ways could do you think DWP could 
better engage with employers?





















More help…

Access to 
Work

If employers are unsure of the support available for 
their employees or do not know what would be 
classified as a reasonable adjustment, they can 
contact the AtW helpline for advice. 

They also have an employer’s factsheet available on 
Gov.uk. www.gov.uk/access-to-work.

https://www.gov.uk/access-to-work


•WWW.GOV.UK
•FIND A JOB
•2 SITES
• IF YOU ARE AN EMPLOYER AND EMPLOYEES

http://www.gov.uk/


This webinar will be on:
www.doitprofiler.com/DWP-webinars

Next webinar:
Practical strategies for retaining 
disabled employees through Covid-
19

When: Thursday 21st January 2021 11.30 
a.m. - 12.00 p.m.

http://www.doitprofiler.com/DWP-webinars


Robust tried and tested 

neurodiversity, wellbeing, and 

employability screening tools, 

accessible and available from 

anywhere.



£Regular updates

£Latest evidence

Neurodiversity Aware® Award
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Coming soon for 
2021


