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1. Introduction

OPM was commissioned by ECDP to undertake a scoping study to develop a model of delivery to support the acquisition of employability skills for disabled people. The objectives of this work were to:

· Scope out the key employability skills required, based on the importance and value of lived experience
· Work with disabled people to design the most effective and accessible methods of delivering the required skills

· Produce a forward plan for implementation
This report summarises research findings about the Essex employment and skills context and experiences and expectations of disabled people with regards to economic participation and skills acquisition in Essex. The report then highlights the employability skills needed for three particular roles within ECDP – Local Area Representatives, Support Planners, and Researchers. The generic employability skills and competencies that are shared across these three roles are described, as well as those skills specific to each role. These skills are mapped across the three roles in a competency framework, demonstrating how employability skills can be enhanced amongst disabled people occupying these roles in ECDP and transferred.  
Using the specific example of the research roles, a discussion of training models of a set of comparator organisations is included, from which specific and unique lessons relating to enhancing employability skills for disabled people is drawn. The report then concludes with a project plan for ECDP on how to take this work forward, specifically around supporting disabled people to raise their employability skills levels and addressing the barriers to their economic participation in Essex, such as lack of confidence and lack of access to appropriate and accessible training and support. 
This project was undertaken by OPM, working on behalf of Insight – ECDP’s policy, research and development function – and was funded by the Essex Economic Participation Programme in 2008/09.

2. Methodology
In-depth interviews and desk-based research, combined with an iterative workshop, were undertaken with the aim of establishing the need for training by identifying skills gaps for disabled people.
To gain a clearer understanding of the employability and skills context in Essex, three people from Essex County Council, Anglia Ruskin University, and Essex Development and Regeneration Agency were interviewed. 
Interviews were also conducted with nine disabled people and five ECDP staff members to gather experiences and expectations from the perspectives of disabled people and of ECDP as a user-led organisation respectively. 
A desk-based research of competency frameworks of six other organisations, including the Joseph Roundtree Foundation and the NCVO, was conducted to explore different existing models of delivering (research) skills training and capacity building.
Findings from the various evidence-gathering work-streams were explored further with key relevant ECDP staff at a workshop to drill down into the skills ECDP will need to deliver its strategic plan. 
3. Setting the context: Employability skills in Essex

Essex has a total working-age population of 844,000 of which working-aged disabled people constitute 15%
. Although Essex is experiencing economic success in many areas, such as the higher than regional average employment rates, there are still groups of people who are unable to participate fully in the local economy. Disabled people are currently one of these groups who experience barriers to economic participation (discussed in further depth in Section 4.2). 
“Disabled people are at a greater disadvantage – there are more barriers. These can be mobility barriers (depending on impairment) – the public transport system in Essex is not great.  Other barriers include employer attitudes and disabled people’s own attitudes – lack of confidence, low expectations”. (Stakeholder interviewee)

The lower numbers of economically inactive disabled people and the barriers that they face to gaining employment have implications for the wider ambitions to increase economic participation in Essex. A lack of participation in the economy also has implications for the quality of life and social inclusion of individuals. The rest of this section reports on the findings from the interviews conducted with external stakeholders on the Essex context and the potential for disabled people to contribute to the local economy. 
3.1. Employment and skills landscape in Essex

Stakeholder interviewees highlighted that the barriers faced by disabled people are translated into a lower employment rate amongst disabled people, which is lower than that of the overall Essex population. In 2007, the employment rate of disabled people was 55% in the East of England, which is well below region’s total employment rate of 77%. There are differences in the employment rates of different impairment groups; 58% for people with a sensory impairment, 57% for people with a mobility impairment and 50% for people with learning disabilities or a mental health condition.
 
Although Essex has higher than national average employment rates, many people remain concentrated in low skilled, low paid jobs that are also vulnerable as the economic downturn worsens, a risk that is heightened given that the majority of jobs in Essex are in the services industries in small and medium sized enterprises (SMEs). In order to improve its resilience and its competiveness, Essex County Council has set targets to increase the number of economically active adults with an NVQ Level 2 or higher as the county is currently educational attainment is slightly below the regional average
. 
“Although there are high employment rates in Essex, actually these are in low paid jobs. Skills are a real problem in Essex – quite a lot of jobs in Essex require low level skills.” (Stakeholder interviewee)
“A lot of the employment out there is on minimum wage, there’s little new work. These jobs are in minimum wage which impacts particularly on people who are on benefits.” (Stakeholder interviewee)
Stakeholder interviewees reported general skill shortages across Essex in STEM subjects (science, technology, engineering and maths), business and enterprise skills, and social work. There is also a rising need to find skilled workers for the rapidly emerging social care roles that will constitute the social care workforce. These roles are being developed in response to the transformation of adult social care towards personalisation and self-directed support, such as support planners, brokers and personal assistants. 

“Social workers – there’s definitely skills shortages there – as well there’s also a lack of good quality carers and PAs, that’s going to be one of the growth industries in the county as personalisation and self-directed support in social care become more widespread.” (Stakeholder interviewee)
“I would love to see more disabled social workers and more disabled people in education as teachers and support staff.” (Stakeholder interviewee)
3.2. Disabled people in Essex

As previously demonstrated, disabled people in Essex have higher levels of unemployment than the rest of the population. The stakeholder interviewees noted that although there are examples of disabled people who have successful careers, the barriers that disabled people face in gaining and retaining employment has impacted in their economic participation with concentrations of disabled people working in the voluntary sector. Those that have paid employment tend to be employed in unskilled work or in local government, where there is a higher awareness of disability equality duties than in the private sector. 

“Depending on the nature of someone’s impairment, if disabled people are going to get into employment generally its going to be unskilled work – shelf packers, trolley porters etc on minimum wage. And then there’s a small percentage of people doing well – a very small number – but they are people whose impairment doesn’t impact on the employer – the employer doesn’t have do to too much to support those disabled people.” (Stakeholder interviewee)

“I think we’re still in the realms of SMEs not understanding that disabled people can work. SMEs are very reluctant to employ disabled people to do the job – thinking they are going to be off sick, not going to be able to get into work, or use a computer.” (Stakeholder interviewee)

In addition disabled people are more likely to lack accredited skills than the general population, although as all stakeholder interviewees noted, disabled people have life skills learnt through their experiences of being disabled. This distinction was also described by disabled interviewees (see Section 4.4).  
“There are generally high levels of unemployment amongst disabled people. They are more likely to lack accredited skills. I make the point of distinguishing between life skills and accredited skills, as its not that disabled people lack skills.” (Stakeholder interviewee)

“We already know that disabled people have skills – disabled people have skills because of their experiences of being disabled – they have skills that non-disabled people haven’t got, which they’ve learnt because they are disabled. For example if you’ve got to gain social care funding, you will have developed communication skills through talking to social care professionals.” (Stakeholder interviewee)

The Workskills programme in Essex has helped, but has had uneven results for people with different types of impairments
. After completing a Workskills programme, 62% of people with mental health conditions and 69% of people with learning disabilities were in employment following training, compared to only 33% of those with physical and sensory impairments. However, it is important to bear in mind that there is no indication of whether this is actually paid work.

A perceived problem with many of Essex worklessness interventions in general, with particular implications for disabled people and especially those with complex needs, is outcomes-based funding leading to ‘cherry picking’, whereby organisations focus their efforts on those already with skills or closest to labour market entry. Training programmes in the Workskills Programme have also been criticised for being organised along impairment classifications, thus creating silos while at the same time failing to meet individual needs. A more co-operative and joined-up approach to training and employability skills has been recommended in Essex.  

4. Experiences of disabled people in Essex
Based on nine interviews with disabled people, this section outlines interviewees’ experiences of employment and skills development and their thoughts on what skills they would need in their current or future role with ECDP (e.g. as a LAR or trainer). All nine of the interviewees were chosen as they are already some way involved with ECDP’s work and therefore able to speak specifically about activities and roles related to the strategic plan.  
4.1. Experiences of employment

The interviewees have a wide range of experiences in employment including experience across different sectors both paid and unpaid, continuity of employment and professional expertise. For example, the types of jobs disabled interviewees have had include:

· Headmistress at a primary school and OFSTED inspector

· Trustee for disabled people’s organisation

· Freelance disability equality trainer/consultant

· Secretarial / administrative
· Manual factory work

· Bar work / work in leisure facilities
There are different experiences across those interviewed. Experiences of employment varied between those who were born with their impairment and those who acquired their impairment during their adult lives, between those with hidden and visible impairments, and across levels of education access.
Half the interviewees acquired their impairment during their working lives and for almost all of these people this impacted greatly on their employment patterns. Named impacts included having to leave paid employment eventually due to ill-health, caring responsibilities for others or a lack of support from their employers to make reasonable adjustments. Leaving paid employment was felt to be to be disorientating with these interviewees describing feeling (generally temporarily) like a ‘spare part’ which often led to a loss of confidence and feeling less financially secure. 
“I would really like to work with people and be paid for it – even if it was just £20 a week – I miss being financially independent, having my own money.” (Interviewee)

However some interviewees described that after the initial shock following from the changes to their lives they were pleased to have an opportunity to reassess their lives and develop new skills.

“I left school without any qualifications – I was quite a rebel – and was always able to do physical jobs. It was only when I became disabled and became really bored that I realised I wanted to learn new skills. I went on a Learn Direct course for literacy and numeracy a year ago – I loved doing it, it gave me a buzz – I hadn’t being doing anything the previous year & was beginning to feel a bit useless. Having something to get up for and to get two qualifications was really positive.”  (Interviewee)

4.2. Barriers to employment
The disabled people we interviewed reported experiencing many barriers both into employment and to retaining employment. Not having practical experience was felt to be a particular barrier for disabled people who either worked in one particular sector in their adult lives but on acquiring an impairment found it difficult to continue in that sector (for example, manual work) and also for disabled people who have not had the opportunity to gain practical experience – leading to a vicious cycle of no experience and an inability to gain experience, despite having qualifications. 

“Lack of experience is a barrier. It’s a viscous circle… I can’t get the experience to get in the door even though I have a PhD.” (Interviewee)
One of the most commonly expressed frustrations among the interviewees we spoke to was with employer attitudes: despite undergoing training, study or gaining practical experience (or example, working voluntarily in a charity shop) when applying for jobs these skills / competencies / experiences were not being recognised by employers. This was usually thought to be influenced by employers having negative assumptions about what a disabled person can and cannot do or a perception that making reasonable adjustments would be expensive. 
“I’ve got MS and although I walk with a stick, once I’ve sat down you wouldn’t be able to tell that I’m disabled. My problems are to do with fatigue and I feel that employers wouldn’t necessarily understand this and think that I’m pulling a fast one if I phoned in to say that I wasn’t able to come into work because I can’t get out of bed.” (Interviewee)
“A colleague of mine who injects insulin was told by their manager not to do it in the toilets, but wasn’t given another place to do it. These are small things but they unsettle upset and derail employees, particularly disabled people – it’s just another straw on the camel’s back” (Interviewee)
Another frequently mentioned barrier was disabled people lacking confidence, particularly if they had been out of employment for a period of time. 
“Being out of work for so long makes you quite nervous for the interview, so you don’t always project yourself the best.” (Interviewee)

It was felt that this was due to disabled individual’s internalising societal low expectations of disabled people. 
“There is also the confidence thing – although I would describe myself as a confident person, since I became disabled I started feeling like I was a bit of spare part and that I haven’t got much to contribute.” (Interviewee)

“I think the biggest barrier is disabled people’s expectations of themselves – society is good at telling people what they can and can’t do – as a society we’re not good at having high expectations of disabled people.” (Interviewee)
Finally, but not least, was the issue of accessibility - lack of reasonable adjustments in the workplace and poor transport systems in Essex were felt to be barriers to employment.
“I started my teaching placement in this school near me, my daughter’s school, and the lack of access for disabled students and employees was huge – lighting is very poor, and there is no consciousness of the needs of visually impaired people.”  (Interviewee)
Barriers to remaining employed included in particular work-based discrimination and harassment, and a lack of development opportunities. Several of the interviewees experienced harassment from other colleagues or their manager such as negative verbal comments, being treated differently to non-disabled colleagues and a lack of support / understanding around factors related to their impairment, for example feeling fatigued as a consequence of having MS being misinterpreted by colleagues as laziness. Interviewees also described being overlooked for promotion or development opportunities or not having the same opportunities as those working full time. Informal networking and team bonding could be problematic if held in inaccessible venues such as pubs. 
“I am Dyspraxic and I can’t kick a ball to save my life. Can you imagine being in a workplace where sporting prowess was held in high esteem?” (Interviewee)
4.3. Experiences of training and skills acquisition

Interviewees’ positive experiences of training resulted from a combination of factors. Most important was training targeted at the right skills level that also incorporated practical, applied elements. Second in importance was giving trainers enough background information so that they can be aware of individual needs throughout a session. Training should have clear aims and objectives that are stated upfront to ensure that disabled people are not wasting their time. Training should also be realistic, such that it builds people’s confidence and expectations but at the same time is grounded in practical application and does not claim to be a guarantee for a paid job. As much as possible, having training delivered by disabled people is preferable as provides positive role models and motivation for participants.

“The LAR training provided by ECDP was very good because the courses were all delivered by disabled people which made me think ‘if they can do it I can do it.’ This is important because if you become disabled it can knock you for 6 – you feel like a spare part – so going on courses and seeing disabled people working full time and seeing what can be achieved is very inspiring.” (Interviewee) 

Barriers to training mentioned included financial costs, accessibility, and lack of confidence. Costs of training programmes, IT needed as part of training and costs associated with getting to training venues could prove prohibitive. 
“I wanted to do a counselling one but it was £1000, which is very difficult for someone on a budget” (Interviewee)

Accessibility, in terms of venues, materials, assessment, and learning method was also often a barrier, both for those with mobility impairments and those with hidden impairments (including issues such as comprehension, food sensitivities, needing longer to do exams/written assessments).  In order for training to be truly accessible trainers need to understand and accommodate different learning and working style. Furthermore, poor experiences in compulsory education and low expectations from teachers can impact on disabled people’s confidence later on in life in acquiring new skills. However many of the disabled interviewees noted that opportunities to acquire skills alongside encouragement and support reversed their low confidence levels:
“The literacy and numeracy courses at Learn Direct were useful because they have given me more confidence in my own abilities – I realised I’m not as thick as I thought I was like the teachers said. My family and friends were all really positive about it and everyone was saying to me ‘well done’ when I got my qualifications – I felt good about myself.” (Interviewee)
4.4. Skills available

Existing skills available amongst those we interviewed were wide-ranging, and depended (as to be expected) greatly on employment experience. While skills gained through employment included time management and interpersonal skills, interviewees also mentioned skills they had learned as a result of their lived experiences of disability, including:
· Knowledge about lived experiences of disabled people and disability issues, although the majority of interviewees felt that they would value support in learning about other impairment types and how that impacts on other people’s lived experiences
“I would like to further develop my skills in being able to talk to all types of people. I think my work with ECDP has really helped me develop this skill as I’ve been talking to many people with different types of impairment – I found it quite a shock at first. Before I was disabled I didn’t really know any disabled people – I never really thought about it – and so when I became disabled myself and started volunteering at ECDP I saw disabled people doing things I never thought they would be able to do and it changed my attitudes towards disability and the way I communicate with people – you have to see the person first, not their impairment” (Interviewee)

· Finding creative solutions to problems – for example with regards to problem solving, if you are a disabled person, you cannot always do things in the same way as non-disabled people so you find creative solutions. This skill can be transferred to other areas
“Disabled people are good at finding creative solutions. If you’re disabled you can’t always do things in the same way, so you have 2 choices – one is not to do it, or to do it creatively.” (Interviewee)

“You can Interviewee)
· Communicating with a wide range of people (including people with different impairments, professionals from a range of sectors such as health and social care). The majority of interviewees felt that their activities at the ECDP had developed these skills, particularly around communicating with people with different impairments, but again the majority felt that this was something they could further develop
“Last year I was involved in consultation with the county council, going to various meetings and things. I also am a member of PALS directly in contact with PCT, and am invited to annual meetings for quite a few years” (Interviewee)
· Awareness of other people’s needs

“When you’re disabled you can be more sensitive to other people’s needs and more understanding around people’s impairments – because know how it feels yourself.” (Interviewee)
The skills that have been learnt as a result of disabled people’s lived experiences of disability are an important resource that bring added value to their contributions to ECDP’s work. The delivery plan at the end of this report demonstrates how disabled people more generally can be supported to develop these skills further. 
4.5. Skills to develop

Interviewees described numerous skills they would like to develop or acquire. In terms of general employability skills, assertiveness, IT proficiency, and professional confidence ranked highly. Business skills like planning and marketing and practical application of technical skills also ranked highly. Interviewees also expressed the desire to develop or acquire specialist skills for personalised support services, volunteering and training, and research and policy development.

4.6. Learning from models used by other organisations

In order to learn from the models used by other organisations with regards to how they organise competencies and deliver training, a desk based review of six organisations was undertaken specifically looking at roles that are at the interface of evidence into policy and practice. These organisations differ from ECDP in that they are not user-led organisations run by disabled people. In addition, roles at these organisations are only undertaken by paid employees as opposed to volunteers. However they have been selected because, like the Insight function at ECDP, they are orientated towards gathering evidence that informs policy development. The six organisations included in this review are OPM, Government Social Research (GSR), Joseph Rowntree Foundation (JRF), National Council for Voluntary Organisations (NCVO), Local Government Association (LGA) and the Improvement and Development Agency for Local Government (IDeA). 

The competency models used by these organisations centre on identifying:

· The essential and desirable skills needed by their researchers 

· The generic skills needed by everyone along with the specific skills needed by different roles and different tiers

· The different types of skill-sets

The training delivery models employed by these organisations involve a mix of different options to delivering training and it is generally encouraged that training programmes use a mix of delivery methods depending on the training objectives and intended outcomes. The different methods include:

· Informal and formal training

· On the job experience

· Externally and internally provided

· Formally assessed and accredited training and non-assessed 

· Ad hoc that is open to everyone and training that is linked to personal development objectives. 

In most cases, it is acknowledged that competency frameworks can be an effective tool for making recruitment, promotion and performance assessment processes transparent. In almost all organisations, self-assessment against the competencies is seen as key to identifying individual training needs. Only one organisation explicitly states that development activities should relate to the business plan. 

Of direct relevance to the ECDP is a Joseph Rowntree Foundation training programme that was run for older people with no previous experience of social research. The goal of the training programme was to train older people to be peer researchers on a JRF project called Housing Decisions in Old Age. The training, called Certificate in Social Research Methods’ was accredited and only open to people over the age of 60 who had to apply to go on the course. It provided students with training in social research theory, methods and practical experiences. It was found that using older people as peer researchers was beneficial as interviewees disclosed more information. 

Key challenges faced by JRF were the diverse range of skills and educational levels of the course participants, something that ECDP has experienced in relation to their Local Area Representatives. However, JRF found that that all participants bought useful knowledge as a result of their lived experiences as older people which again is of direct relevance to ECDP in terms of lived experience of disability. In addition JRF found that educational levels were not necessarily linked to interviewing ability. 

An additional challenge was drop out from the course, due to some participants lacking confidence or worrying about failure, not enough tailored support available to participants and a lack of clarity on course aims and objectives. 

5. Key skills and competencies required by ECDP

Based on five interviews with staff from ECDP, this section summarises interviewees’ opinions on the specific skills needed for three types of roles – existing or emerging – within ECDP: Local Area Representatives (LAR); support planners and researchers for Insight, and outlines the suggestions given by interviewees for how to deliver the skills required by these roles. From these are drawn – in the delivery plan itself – the more generic employability outcomes to which these skills and delivery mechanisms could apply.
5.1. Skills / competencies for LARs
Local Area Representatives (LARs) need to be able to form part of a network of disabled people and act as representatives for other disabled people. LARs also serve as ambassadors, linking other disabled people to ECDP at a grassroots level, sharing information and engaging with decision makers within, for example, local authorities and other service providers. ECDP’s long-term goal with this role is to have LARs develop specialisms in policy areas relevant to the lives of disabled people such as housing, employment and transport. 

Skills needed thus include an interest in the role borne of a strong commitment to equality; knowledge of disability issues, the local area, and policies and rights; and communication aptitude. Gaps at the moment manifest in varying levels of knowledge, especially around rights entitlements, the social model of disability, and policies. 

5.2. Skills / competencies for support planners

As a result of the transformation of adult social care and the implications for the adult social care workforce, there is an emerging need for support planners and brokers to support individuals who have been allocated social care funding for self-directed support, such as a personal budget. Such roles support individuals to decide how to use their personal budget to meet their needs and social care outcomes, and what they will spend their budget on. Keeping up to date with developments in social care reform will be a key part of this role.

Specialised knowledge required for this role includes technical issues that impact upon self-direct support and person-centred planning. For example, familiarity is needed with, the Safeguarding for Adults and Children programme, the Independent Living Fund, Employment law, PAYE, ACAS Advisory Conciliation Service, the Mental Capacity Act (2005), Disability Equality Training, and the social model of disability. 

Skills in risk management are important, such as adeptly balancing an imperative that people should not be prevented from doing things because of concern around the possible risk involved along with an understanding that risk must still be managed. Responding sensitively to individuals’ needs is crucial, including an ability to challenge a social worker’s analysis of mental capacity if necessary. 
5.3. Skills / competencies for research 

ECDP is creating new social researcher roles to design, conduct, and report on research projects. Researchers will collect, manage and analyse information using different research methods. Most importantly, the evidence they produce needs to be usable. 

As such, an understanding of the policy environment and important existing research will be key, particularly so researchers can build on current policy briefings. Core skill needs will be analytical skills and technical, applied knowledge of different research methodologies. Also needed are empathy to relate to people with different impairments, social context and experience and IT skills to make research tools and outputs accessible. Other important skills that tie into this role’s remit include an ability to meet deadlines, reliability, professionalism, listening skills, and confidence. Ideally, a researcher will always be alert to and identify opportunities to disseminate information. 

5.4. Competency framework

Table 1 below outlines the competencies identified that will be required for the three roles of LAR, Support Planner and Researcher. It is structured to show the generic competencies that are shared by all three roles and then the role-specific competencies. 
The competencies are grouped into five ‘skill sets’; technical, delivery, communication/interpersonal, corporate and leadership/management. This is a model of competency groupings that is employed by the majority of organisations included in the desk based review, discussed in the next section.

Table 1: Competency framework

	 
	Technical
	Delivery
	Communication / interpersonal
	Corporate
	Leadership / management

	Shared by all 3 roles
	Policy environment

Disability equality awareness

Essex context

Impact of actions (responsibility)
	Time management

Ensuring quality

Using information to improve practice
IT
	Presentation skills

Empathy

Communicating effectively with different groups

Seeing other people’s perspectives

Confidence

Non-judgmental

Negotiating / influencing

Listening

Respecting confidentiality

Managing conflict / personal situations / conflict of interest

Whistle-blowing

Self awareness
	Roles and boundaries

Responsibilities / rights

Understanding of ECDP

Respect

Accountability
	Supervision

Mentoring

	LAR
	Advanced DE training

Thematic knowledge

· Housing

· Transport

· Employment

Understanding of boundaries (e.g. not giving benefits advice) / ECDP policy position

Signposting procedures
	 
	
	 
	 

	Support Planner
	SDS & person-centred planning

Risk management

Employment law

Budgeting

Mental Capacity Act

Vulnerability (adults & children)

Signposting procedures
	Record keeping

Accountability
	 
	
	

	Researcher  
	Analysis

Knowledge and application of a range of research techniques
	Report writing
	
	Proposal writing
	


For the purposes of devising and delivering a training programme for 2009/10, training priorities were identified as being the shared competencies across all three roles. The delivery plan at the end of this report sets out these competencies and proposed delivery methods in more detail.
6. Delivering training to disabled people: a framing narrative for ECDP
In terms of the way in which competencies should be framed for the purposes of delivering training, ECDP is different from the organisations included in the desk-based review discussed above in Section 4.6. 
Firstly, as a user-led organisation of disabled people, ECDP adds value through accessing the lived experiences of disability that paid staff and volunteers have and the skills learnt through these experiences. In order to maximise the positive benefits of its paid staff and volunteers’ lived experiences when representing and understanding the wider disabled population in Essex, the training needs to encourage individuals to think about the interface between their impairment and their role as lived experiences are largely individual-based and to some extent affected by individual impairment and circumstances. Being able to do the kind of work required in the type of user-led organisation ECDP is, disabled people need to be able to understand, respect, and articulate perspectives and experience of other disabled people, especially across the range of different impairments. 

Secondly, as a user-led organisation, ECDP is underpinned by the principle that it is an organisation run by disabled people for disabled people that values a peer-led approach and where the skills and competencies of disabled people, both as individuals and collectively, are central to its success. ECDP also strives to be a modern organisation working as an equal partner with key public and private sector bodies. These principles are important to ECDP when ensuring that there are disabled people with the skills needed for the organisation to achieve its vision of enhancing the everyday lives of disabled people. ECDP therefore seeks to enhance the employability skills of disabled people in Essex in order to build the capacity of disabled people to lead and be involved in delivering the ECDP’s vision as well as supporting them to improve their employability in a wider context of increasing their economic participation in Essex.  
These two factors – maximising the value of lived experiences and being user-led – suggest that ECDP needs a unique framing narrative for thinking about competencies and delivering training. At the workshop it was felt that the competencies and model for skills delivery needed to be framed by the following two components:

· Building self-awareness (i.e. individual-level); and 
· Understanding of what it means to be part of (and representing), a user-led organisation such as ECDP (i.e. collective-level).
This means that the design and delivery of training targeted at the types of skills/competencies identified in Table 1 needs to be underpinned by an explicit awareness that there are particular needs and principles that set them apart from outwardly similar, but generically provided, training targeted at non-disabled people or those who do not work with user-led organisations.

1. Building self awareness (supporting the individual)

As disabled people with experiences that have been shaped to some degree by their impairment, some of the ECDP’s paid staff and volunteers may well not have had the opportunities afforded to non-disabled people in terms of employment and developing ‘soft’ employability skills around self-awareness and self-presentation. As well as including taking responsibility for things such as self-presentation, professionalism, behaving appropriately and understanding boundaries, self awareness also includes confronting the interface between a disabled person’s impairment and their role. Awareness of this interface includes recognising the strength of their lived experiences and the perspectives it brings, but also being aware that there are other experiences of other disabled people and that one cannot presume or uncritically project their own assumptions and values as a disabled person onto other disabled people.
2. Understanding what it means to be part of a user-led organisation like ECDP (supporting the collective)

The second component to this framing narrative is building disabled people’s capacity to be part of and contribute to the work of a user-led organisation such as ECDP, with its specific aspirations and values. This is particularly around reflecting other disabled people experiences and the user voice, not just their own voice, communicating and understanding the needs of other groups and making the vision of a user-led organisation a reality by ensuring that it is sustainable. 

6.1. Critical success factors for delivering training to disabled people

Based on the findings outlined above from the desk-based review and research with stakeholders and disabled people, a number of critical success factors can be identified for delivering training to disabled people. 

1. Clarity around role pathways and intended training outcomes - clear role descriptions and clear pathways into roles for disabled people who want to get involved as well as possible pathways to progress further are felt to be important in enthusing disabled people participate and commit their time. ECDP could possibly identify short and long term goals – e.g. short term goal to have disabled people trained to work on the Longitudinal Study on Personal Budgets and a long term goal for them to develop consultancy skills

2. Accessible and appropriately delivered training - pitching training at the right level so that it is meaningful and inclusive as well as carrying out a thorough assessment beforehand of participants’ communication and access requirements. 

3. Identifying the transferable skills – e.g. employability skills such as IT, effective communication, self-presentation etc as well as soft skills such as empathy and listening. Identifying these transferable skills and demonstrating how they will increase the employability potential of disabled people will encourage disabled people to participate and improve their life chances. 

4. Accreditation - offer accredited training when possible so that skills can be demonstrated concretely to potential employers, encouraging employers to recognise the skills disabled people have. 
5. Sustainability - ensuring that training becomes self-sufficient in terms of being delivered by disabled people helps to improve the sustainability of ECDP and provides positive role models for participants. 
7. Employability skills delivery plan

The following delivery plan sets out the shared skills/competencies required by all three roles (LARs, Support Planners, and Researchers) within the five main skill sets of the competency framework as these are the skills/competencies that have been prioritised for training. The rationale for each of these skills/competencies is described, using findings from the scoping research findings as evidence. In addition, the desired outcomes of training in these skills/competencies are described, particularly in relation to how they relate to the framing narratives concerning the individual disabled person, ECDP and generic employability outcomes. 
Finally the delivery plan outlines the suggested training delivery methods and timeframes for delivery, according to the priority afforded to each competency. This will allow a detailed programme of training to be developed, and funding secured, in Quarter 1 of 2009/10, ready for delivery to the suggested timescale.
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	Skills set
	Competency description
	Rationale
	Outcomes
	Delivery method

	WIDER ENVIRONMENT SKILLS

	Disability Equality 
	Understands the principles of disability equality, the social / medical model perspectives, principles of Independent Living and the DDA.
	Understanding the principles and legislative context of disability equality will enable disabled volunteers and paid staff to effectively represent communities and maximise the opportunities presented by their own lived experiences of disability.


	Generic employability outcomes

Disabled person understands the principles and legislative context of Disability Equality 


	Currently available at ECDP:

- one day workshops on Disability Equality and the DDA as part of the induction process.

- Bitesize Training on Disability Equality Essentials

Both are delivered by ECDP trainers to internal and external audiences

	
	
	
	Outcomes for individual

Disabled person understands their lived experiences in the wider context of disability equality. 
	Suggested delivery method(s):

	
	
	
	
	Induction training

	
	
	
	
	Formal internal training - one day

	
	
	
	Outcomes for ECDP

Disabled person understands the principles and legislative context of Disability Equality and is able to apply these to their role as well as in their interactions in the community. 
	Timeframe for delivery:

	
	
	
	
	Quarter 3

	Understanding the public policy environment
	Understands the current  public policy environment that contributes to the lived experiences of disabled people, e.g. social care, housing, transport etc
	The landscape for disabled people’s organisations is changing rapidly and the transformation of the social care agendas mean that there are opportunities for ECDP to take greater responsibility for the delivery of front line services. 

In order for disabled volunteers and paid staff to become actively involved in shaping and creating solutions and seeking innovations to future challenges, they will need to understand the broader policy context within which the ECDP operates.  
	Generic employability outcomes

Disabled person is able to demonstrate a level of understanding about key public policy areas relevant to their role
	Currently available at ECDP:
Written policy briefings are currently produced by ECDP for LARs. 



	
	
	
	Outcomes for individual

Disabled person is able to develop their own levels of understanding of public policy areas in accordance with both their interests and role specifications. 
	Suggested delivery method(s):

	
	
	
	
	Induction training 



	
	
	
	
	Formal internal training 

	
	
	
	Outcomes for ECDP

Disabled person develops specialist knowledge about specific policy areas and can use this knowledge to enhance their contributions
	On the job training – practice share

	
	
	
	
	Timeframe for delivery:

	
	
	
	
	Quarter 3


	Essex environment
	Understands the Essex context within which the ECDP operates and the issues and priorities relevant to disabled people and beyond in the county
	As Essex is a diverse county with a wide range of people, there will be a mix of lived experiences in the area. An understanding of the Essex context will help illustrate the different intersections across different policy areas e.g. housing, employment and transport. 

In addition it will enable disabled volunteers and paid staff to develop a better understanding of the context within which ECDP operates and the experiences of other disabled people in the county. 
	Generic employability outcomes

Disabled person is able to demonstrate an understanding of the Essex environment and associated issues
	Currently available at ECDP:
There is currently no training in the Essex context available at ECDP for disabled people.



	
	
	
	Outcomes for individual

Disabled person understands their lived experiences in the wider Essex context
	Suggested delivery method(s):

	
	
	
	
	Formal internal training

	
	
	
	
	On-the-job training

	
	
	
	Outcomes for ECDP

Disabled person understands their understanding of the Essex context to their role as well as in their interactions in the community.


	Timeframe for delivery:

	
	
	
	
	Quarter 3

	DELIVERY SKILLS

	Performance
	Meets deadlines, achieves expected standards and is able to manage time effectively
	In order for ECDP to conduct its activities to a high and professional standard, disabled volunteers and paid staff will need to be able to carry out their role to the expected standard and manage their time in order to meet their commitments, with reasonable adjustments. 

Performance skills are transferable and disabled people need to be able to demonstrate these skills to future employers.
	Generic employability outcomes

Disabled person is able to demonstrate that they can meet deadlines, achieve expected standards and manage their time effectively. 
	Currently available at ECDP:
There is currently no training in performance skills available at ECDP for disabled people.



	
	
	
	Outcomes for individual

Disabled person is able to maximise their productivity and achieve desired outcomes, with reasonable adjustments made


	Suggested delivery method(s):

	
	
	
	
	Formal external training

	
	
	
	
	On-the-job training – practical application and feedback

	
	
	
	Outcomes for ECDP

ECDP is able to perform its activities at a consistently high standard 


	Timeframe for delivery:

	
	
	
	
	Quarter 2

	Using information and evidence to improve practice
	Identifies opportunities and uses information and evidence to improve practice
	In order for ECDP’s activities to be underpinned by evidence and for existing knowledge and evidence available to be used effectively, disabled volunteers and paid staff will need to be able to identify opportunities to improve their practice, know how to use information effectively and disseminate information to others
Skills enabling the effective use of evidence to improve practice are transferable and disabled people need to be able to demonstrate these skills to future employers.
	Generic employability outcomes

Disabled person able to demonstrate that they are able to effectively and confidently use information to improve both personal and organisational practice
	Currently available at ECDP:
There is currently no training using information/evidence skills available at ECDP for disabled people.

	
	
	
	Outcomes for individual

Disabled person is able to maximise  their capacity to affect positive change and social outcomes by understanding how best to use information and evidence to drive improvements


	Suggested delivery method(s):

	
	
	
	
	Formal external training

	
	
	
	
	On-the-job training – practice shares

	
	
	
	Outcomes for ECDP

ECDP’s activities underpinned by evidence and information is shared more effectively across the organisation


	Timeframe for delivery:

	
	
	
	
	Quarter 4

	IT
	Effectively utilises appropriate IT packages in relevant aspects of role
	Disabled volunteers and paid staff need to be able to use IT packages in order to effectively perform different aspects of their role e.g. communication, administration, delivering outputs. 

Disabled volunteers and paid staff need to be able to utilise the accessibility functions in Microsoft Office packages in order to both meet their own impairment needs and the accessibility requirements of other people. 

IT skills are transferable and disabled people need to be able to demonstrate these skills to future employers.
	Generic employability outcomes

Disabled person can use appropriate IT packages effectively


	Currently available at ECDP:
There is currently no training in IT available at ECDP for disabled people

	
	
	
	Outcomes for individual

Disabled person understands how to access and use IT in a way that meets their individual impairment needs


	Suggested delivery method(s):

	
	
	
	
	Formal external training

	
	
	
	
	On the job training – practical application

	
	
	
	Outcomes for ECDP

Disabled person understands how to use IT to effectively communicate with disabled people with other accessibility requirements
	Timeframe for delivery:

	
	
	
	
	Quarter 4

	INTERPERSONAL SKILLS

	Self-awareness
	Ensures all communication and self-presentation is appropriate; able to act in non-judgemental way; respects confidentiality; good listening skills and is able to emphasise with people with other experiences
	In order for disabled people to effectively represent communities and maximise the opportunities presented by their own lived experiences of disability, the skills associated with enhanced self-awareness will need to be demonstrated. 

This will enable effective working between disabled volunteers and paid staff and colleagues from with ECDP, other disabled people in the community and professional staff at external agencies. 

Disabled people need to be able to demonstrate these skills to future employers.
	Generic employability outcomes

Disabled person takes responsibility for appropriate self-presentation and to demonstrate skills associated with enhanced self-awareness
	Currently available at ECDP:
There is currently no training on self-awareness available at ECDP for disabled people.

	
	
	
	Outcomes for individual

Disabled person to take responsibility for appropriate self-presentation and to demonstrate the professionalism associated with enhanced self-awareness
	Suggested delivery method(s):

	
	
	
	
	Formal internal training 

	
	
	
	Outcomes for ECDP

Disabled person is more self aware and has greater awareness of the interface between their impairment and their role
	Timeframe for delivery:

	
	
	
	
	Quarter 2

	Communicating effectively with other groups
	Can communicate appropriately and effectively with people from other groups; i.e. different impairment groups and different age, gender, ethnic groups and different stakeholders, i.e. internal, local authority
	In order for disabled volunteers and paid staff to perform their roles effectively and to represent all sections of the disabled community in Essex, being able to confidently communicate with people with other impairment types and different stakeholders is key. 
Currently disabled people can lack the confidence to do this, or lack an understanding of the different impairment groups and how this interacts with communication requirements. 
	Generic employability outcomes

Disabled person will have improved communication skills, which can be transferred to other contexts.  
	Currently available at ECDP:
ECDP currently offers Bitesize modules in:

1. Understanding rights and needs

2. Introduction to Mental Health

	
	
	
	Outcomes for individual

Disabled person has greater awareness of other impairment and cultural needs, as well as how different types of organisations in different sectors work, which will contribute to greater confidence in communicating. 
	Suggested delivery method(s):

	
	
	
	
	Formal internal training

	
	
	
	
	Induction training

	
	
	
	Outcomes for ECDP

Disabled person more able to represent other disabled people and has greater insight into how role can be performed inclusively. 
	Timeframe for delivery:

	
	
	
	
	Quarter 2

	Understanding other people’s lived experiences
	Understanding and empathy for the range of other disabled people’s experiences and how impairment type, gender, ethnicity, age, faith, socio-economic status etc impact on lived experiences.  
	Being able to represent other disabled people and a diverse range of voices is an important requirement for a number of roles at ECDP. 
	Generic employability outcomes

Disabled person has greater empathy for the needs and experiences of other people, a skill that can be transferred to other contexts. 
	Currently available at ECDP:
ECDP currently offers Bitesize modules in:

1. Understanding rights and needs

2. Introduction to Mental Health

	
	
	
	Outcomes for individual

Disabled person understands their lived experiences in the wider context of other disabled people’s lived experiences
	Suggested delivery method(s):

	
	
	
	
	Formal internal training

	
	
	
	
	Induction training

	
	
	
	Outcomes for ECDP

Disabled person more able to represent other disabled people and has greater insight into how role can be performed inclusively.
	Timeframe for delivery:

	
	
	
	
	Quarter 3

	Confidence
	Increased confidence in professional interactions and relationships, communicating, handling difficult situations and people confidently and assertively, understanding role of body-language 
	Disabled people can lack confidence due to disabled individual’s internalising societal low expectations of disabled people, particularly if they had been out of employment for a period of time.

Poor experiences in compulsory education and low expectations from teachers can impact on disabled people’s confidence later on in life in acquiring new skills and entering employment. 
	Generic employability outcomes

Disabled person has increased confidence in dealing with a wide range of situations and entering employment. 
	Currently available at ECDP:
There is currently no training on confidence building available at ECDP for disabled people.

	
	
	
	Outcomes for individual

Disabled person has increased confidence which can be transferred to other non-role related areas of their lives. 
	Suggested delivery method(s):

	
	
	
	
	Formal internal training

	
	
	
	
	On-the-job training

	
	
	
	Outcomes for ECDP

Disabled person has increased confidence enabling them to become more involved and more effective at role. 
	Timeframe for delivery:

	
	
	
	
	Quarter 2

	CORPORATE SKILLS

	Understands ECDP and User-led organisations
	Understands the vision, functions and structures of ECDP and the principles of functioning as a user-led organisation
	In order for ECDP to achieve its vision as set out in the strategic plan and to effectively run as a user-led organisation, disabled volunteers and paid staff need to understand the organisation. This will be important for when they communicate with other disabled people about what the ECDP is and what is does. 
	Generic employability outcomes

Disabled person able to demonstrate that they understand an organisation’s aims and purpose, which is something that often needs to be demonstrated when applying for employment
	Currently available at ECDP:
Covered in Induction

	
	
	
	Outcomes for individual

Disabled person has greater understanding of how ECDP works and how their contributions support ECDP and improving disabled people’s lives in Essex more broadly
	Suggested delivery method(s):

	
	
	
	
	Induction training

	
	
	
	Outcomes for ECDP

Disabled person has enhanced corporate awareness and understanding of principles of being a user-led organisation and how they contribute to this. 
	Timeframe for delivery:

	
	
	
	
	Quarter 2 (induction)

	Roles and boundaries 
	Understands their own role as a Local Area Representative, Support Planner or researcher, what this role means in practice, how it contributes to delivering ECDP’s strategic plan and what the boundaries of their role are – e.g. signposting disabled people as opposed to giving benefits advice
	In order for disabled volunteers and paid staff to perform their roles appropriately as expected and to feel confident in knowing what their role entails, an understanding of roles and boundaries will help encourage consistent practice across and within the different ECDP roles. 
	Generic employability outcomes

Disabled person demonstrates good understanding of their role and what it entails
	Currently available at ECDP:
Covered in induction
ECDP currently has a Code of Conduct established for LARs 

	
	
	
	Outcomes for individual

Disabled person feels more confident in knowing what is and is not expected of them 
	Suggested delivery method(s):

	
	
	
	
	Induction training

	
	
	
	Outcomes for ECDP

Disabled person is supported in understanding their role and why role boundaries are set
	Timeframe for delivery:

	
	
	
	
	Quarter 2 (induction)

	Rights and responsibilities
	Understands the rights and responsibilities that someone in their role at ECDP has
	Similar to the rationale for the role and boundaries competency above, an understanding of their rights and responsibilities is important for ECDP to function effectively as a user-led organisation  
	Generic employability outcomes

Disabled person has better understanding of rights and responsibilities both for specific role as well as within the context of employment
	Currently available at ECDP:
Covered in induction


	
	
	
	Outcomes for individual

Disabled person’s role is further clarified and disabled people are empowered by knowing their rights as well as their responsibilities 
	Suggested delivery method(s):

	
	
	
	
	Induction training

	
	
	
	Outcomes for ECDP

Disabled person has better understanding of their rights and responsibilities as either employees or volunteers, which would build their capacity when negotiating with employers around reasonable adjustments etc and disability equality duties.
	Timeframe for delivery:

	
	
	
	
	Quarter 2 (induction)

	Leadership & management skills

	Supervision
	Effectively oversees the delivery of assigned work to the required timescales and standard, ensuring that other paid staff and/or volunteers are supported and guided to carry out their activities. 


	Being able to supervise work delivery and people is a key skill needed to ensure that the goals outlined in ECDP’s strategic plan are implemented ‘on the ground’. 

Disabled people need to be able to demonstrate supervision skills to future employers, particularly when applying for more senior positions.
	Generic employability outcomes

Disabled person has capacity to supervise both their own work and the work of other people, and knows what effective supervision involves
	Currently available at ECDP:
A Leading Ability programme is currently being developed, subject to funding

	
	
	
	Outcomes for individual

Disabled person is able to confidently supervise, allowing them to develop further leadership and management skills if they wish to do so
	Suggested delivery method(s):

	
	
	
	
	Formal internal training

	
	
	
	
	On-the-job training

	
	
	
	Outcomes for ECDP

Disabled person has greater capacity to ensure the effective delivery of ECDP’s strategic goals
	Timeframe for delivery:

	
	
	
	
	Quarter 4


Appendix – Workshop agenda

Developing a training model for enhancing employability skills

11 March, ECDP Silvermist Room

Workshop aims:

· What are the key skills and competencies for the following roles:

· Local Area Representative?

· Support planner?

· Researcher?

· What would be the best way of delivering these skills and competencies in the short and long term? This includes how best to overcome barriers traditionally identified by disabled people to acquiring skills

· Initial drafting of a delivery plan for acquiring these skills and competencies

	10.00 – 10.05
	Welcome and introductions 


	10.05 – 10.15
	Setting the context
· What are the main objectives of ECDP’s strategic plan?

· What key roles are there?

· How do these contribute to making ECDP’s vision of enhancing the everyday lives of disabled people in Essex a reality?

	10.15 – 11.00
	Presentation on key findings from OPM research 

· Experiences and expectations from the perspective of disabled people

· Experiences and expectations from the employer’s perspective

· Areas of priority and skills needed by ECDP for delivering aspects of the strategic plan

· Different models for delivering skills

· Good practice in delivering training to disabled people

	11.00 – 11.05
	Brief group discussion on OPM’s findings 

· Q & A

· Is there anything surprising or interesting?

	11.05 – 11.50
	Role 1: Local Area Representative 
What are the skills / competencies needed for this role (essential and desirable)?
· How might these skills / competencies be acquired?

· Barriers and opportunities in the short term and long term?

	11.50 – 12.10
	Break (to be followed by working lunch)



	12.10 – 12.55
	Role 2: Support planner 

· What are the skills / competencies needed for this role (essential and desirable)? 
· How might these skills / competencies be acquired?

· Barriers and opportunities in the short term and long term?

	12.55 – 13.40
	Role 3: Researcher for Insight 

· What are the skills / competencies needed for this role (essential and desirable)?
· How might these skills / competencies be acquired?

· Barriers and opportunities in the short term and long term?

	13.40 – 13.55
	Initial drafting of a delivery plan 
· Explanation of what the delivery plan will be: a path for creating a training programme through which disabled people can go in order to acquire skills, particularly for these roles

· What should be the priority areas of focus (e.g. support planners or researchers)?

· How to involve existing and different parts of the organisation (e.g. LARs, trainers, volunteers etc) in the training?

· Preferences for principles underpinning the delivery plan

· Delivering it ‘on the ground’ – explicitly addressing the practical issues and barriers identified

	13.55 – 14.00
	Next steps and close 



Formal internally-provided training





Formal externally-provided training





Informal on-the-job training





Induction training





Key to delivery plan





Delivery methods:





Principles shared by all delivery methods:


 All training should be delivered by disabled trainers as far as possible


 All training to have reasonable adjustments made in advance depending on needs/preferences of participants








� EEDA (2008) East of England Participation Study (LAA profiles)


� Ibid


� Ibid


� Stevens, A., Carey, S. & Edwards, P. (2007), A new deal for disabled people training for work in Essex?
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