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SCHEDULE 4.1 - SUPPLIER SOLUTION (TENDER)

The Supplier will comply with the detail set out within the following additional documents which shall be deemed to be incorporated into this Agreement;
	Document
	Dated

	Tender
	Received through the E-Procurement System on 15/03/2021 06:34:23 a copy of which is attached at Annex A to this Schedule 4.1.

	Tender Clarification
	Financial clarification information received through the E-Procurement System on 27/03/2021 08:45. Further financial clarification information received through the E-Procurement System on 06/04/2021 09:17.






Annex A: Supplier’s Tender
[bookmark: _DV_M1508]
	1.1.1 Information Security Questionnaire
	1.3.1 Service Delivery Proposal

	[REDACTED]
	


	1.3.2 Participant Engagement
	1.3.3 Stakeholder Engagement Local Integration

	

	


	1.3.4 Performance Rationale
	1.3.5 Quality, Management and Assurance

	

	


	1.3.6 Supply Chain Delivery
	1.3.7 HR Recruitment & Training

	

	


	1.3.8 Delivery Infrastructure
	1.3.9 Implementation

	

	


	1.3.10 Social Value
	1.4.1 Appendix 1 – Performance Rationale

	

	[REDACTED]

	1.4.2 Appendix 2 – Supply Chain Delivery Partners
	1.4.3 Appendix 3 – Supply Chain Declaration Letters

	

	[REDACTED]

	1.4.4 Appendix 4 - Organisation Chart
	1.4.5 Appendix 5 - Resources, Skills & Qualifications

	[REDACTED]
	


	1.4.6 Appendix 6 – Delivery Infrastructure
	1.4.7 Appendix 7 – Map of Delivery Locations

	

	[bookmark: _GoBack][REDACTED]

	1.4.8 Appendix 8 - Stakeholder and Integration Partner Relationship List
	1.4.9 Appendix 9 – Key Stakeholder Confirmation Letters

	[REDACTED]
	[REDACTED]

	1.4.10 Appendix 10 – Participant Journey
	1.4.11 Appendix 11 – Implementation Plan

	[REDACTED]
	[REDACTED]

	Annex Q - Commercially Sensitive Information
	Annex S - Contract Cost Register

	[REDACTED]
	[REDACTED]

	Annex T - Potential Extension Contract Cost Register
	Annex U - Subcontractor FTE Profile

	[REDACTED]
	[REDACTED]
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SCHEDULE 4.2 - COMMERCIALLY SENSITIVE INFORMATION
Commercially Sensitive Information

	No.
	Date
	Item(s)
	Duration of Confidentiality

	[REDACTED]





DWP EMPLOYMENT CATEGORY MODEL SERVICES CONTRACT – SCHEDULE 4.2






Model Services Agreement Combined Schedules v1.08A - Schedule 4.2	2
[bookmark: _Toc499953894][bookmark: _Toc499953975][bookmark: _Toc499969070][bookmark: _Toc500143256][bookmark: _Toc513262266][bookmark: _Toc513349487][bookmark: _Toc514049978][bookmark: _Toc514060219][bookmark: _Toc521145744][bookmark: _Toc2151904][bookmark: _Toc3784793][bookmark: _Toc4321529][bookmark: _Toc5507253]SCHEDULE 4.3 - NOTIFIED KEY SUB-CONTRACTORS
Notified Key Sub-contractors
In accordance with Clause E2.11 (Appointment of Key Sub-contractors), the Supplier is entitled to Sub-contract its obligations under this Agreement to the Key Sub-contractors listed in the table below.
The Parties agree that they will update this Schedule periodically to record:
any Key Sub-contractors appointed by the Supplier with the consent of the Authority after the Effective Date for the purposes of the delivery of the Services.
2.2	any updates to this Schedule generally including any changes to Key Sub-contract prices where the update relates to actual spend as a percentage of the total Fees over the Term. 
	Key Sub-contractor name and address (if not the same as the registered office)
	Registered office and company number
	Related product / Service description
	Key Sub-contract price expressed as a percentage of total projected Fees over the Term
	Key Sub-contract price actual spend expressed as a percentage of the total Fees
	Key role in delivery of the Services
	Geographic coverage within the CPA
	Is sub-contractor an SME or a VCSE?
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SCHEDULE 4.4 – NOT USED
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8. 1.3.1 Service Delivery Proposal - CPA 4b - Fedcap Employment Ltd.docx
		Question 1.3.1 – Service Delivery Proposal





		Please provide a detailed description of the design and content of your delivery proposal including how this meets the requirements outlined within the Specification. Include how it will maximise job outcomes and be tailored to the individual. (Participant Engagement should not be included in your response here and will be covered in Question 2.3.3)



As a minimum, your response should;



· Detail your core offer for Participants including the method of delivery and a rationale for this, outlining your alternative arrangements in line with paragraphs 2.23, 2.38 and 2.64 of the Specification.



· Explain how you will ensure that the participant progresses towards employment, including how reviews of the individual Action Plans will be used to assist progress to employment. 



· Outline how progress will be measured and detail how the provision will be tailored to the individual’s needs. 



· Evidence how your delivery proposal covers each step of the end to end customer journey detailed in Annex 1 of the Specification.



· Outline your research base that informs your proposal, including reference to any UK employment programme evaluation research or wider global research where appropriate.



· Explain how you will identify and address complex needs and barriers of participants, as outlined in section 2.83 of the specification.



· Explain how you will identify suitable employment opportunities for participants.



· Explain how you will provide job advice, including advice on transferring sectors, tailored to the individual.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response. 







		Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 5 sides of A4.  Cross referencing to Appendix 10 is permitted.

















Our responsive & flexible service offer for Restart has been tailored to the specification & co-designed with our locally embedded, trusted Delivery Partners (DP); Portsmouth City Council (PCC), Whitehead Ross Education Consulting, Get Set UK and Palladium assuring it is the right solution to meet the unique challenges of South Central (SC).

Core Offer: DPs (incl. Fedcap’s Restart delivery team) will deliver a consistent core offer across Restart: Access to good quality jobs & an employer-led approach that leads participants towards/into viable work. Prime level Strategic Sector Leads (SSL) aligning with existing SC local initiatives e.g. Gatwick Diamond incentive draw from employer insights (EMSI), local skills provision & regional workforce demand forecasts to focus Restart provision on SC’s emerging job opportunities. DP’s local Employer Solutions Teams (EST) engage employers to identify opportunities across sectors & skills levels promoting them to participants via a mixture of 1:1s, sector-based group sessions, careers fairs, podcasts & job clubs. Our innovative, AI-enabled jobs aggregator scans 1000s of listings daily against participant skills/CVs held in our Career Development Platform (CDP), matching suitable jobs & offering virtual mock-interviews. A named Employment Advisor (EA) for every participant, offers a consistent point of contact from first interview, building a trusting relationship that encourages open dialogue. EAs are hired for values/people skills with Institute for Employability Professionals (IEP) level 2&3 training setting a professional baseline. Every EA completes additional specialist training according to caseload demand e.g. supporting U25/50+ customer groups. Behavioural science embedded into delivery enables highly tailored journeys for participants, negating ‘strand-based’ segmentation. Our Work Readiness Assessment uses established algorithms based on 35,000+ jobseeker journeys & predictive analytics to produce a job readiness score based on current participant mindset & motivation to work. EAs use this to personalise the pace, sequence & content of activity to maximise outcomes. Low scores immediately flag people at risk of not progressing, triggering EAs to provide coaching & personal development tasks that build motivation/resilience, alongside targeted jobsearch/career support. Individuals with higher mindset scores typically prefer self-led activity, enhanced by EA 1:1s & signposting to resources. Self-led content is collated in our intuitive 24/7 AI-enabled Career Development Platform (CDP) with e-learning, sector information, automated job-matching, CV builders & interview avatar resources. CDP push notifications navigate participants to most relevant tools/resources & prompt jobsearch activity. Self-led & digital access is monitored via real time dashboards to measure engagement & progression. Building Tailored Journeys - Our Restart offer is defined by personalisation, starting with local Engagement Coordinators (EC) who tailor referral to start engagement to maximise voluntary participation. Participants’ first month with Restart sets the tone for the programme injecting pace & purpose across 4 weekly meetings- totalling **190 quality minutes 1:1 with their EA. These sessions cover induction, assessment & action planning, allowing time for participant/advisor relationships to develop. Diagnostic Assessment (DA) baselines participants’ strengths/needs completed either 1:1 or self-assessed, to enable action planning & progression measurement. Personalised action plans (AP) capture the SMART actions that will support achievement of goals & drive a successful job outcome. APs are dynamic, reviewed & updated at least every 4 weeks to reflect participant progression. APs are fully refreshed every 4 months to ensure Restart remains as relevant and engaging for participants at month 11 as it is at month 1 e.g.: new goals are introduced that build on skills gained; group, 1:1 & self-led work are rebalanced to enhance engagement; improved mindset/attitude opens new career opportunities. Targeted & specialist interventions meet the specific needs of individuals/cohorts at every stage of the 12-month programme, reviewed & refreshed to reflect e.g. specific local demand or caseload maturity. These span; ●jobsearch skills, ●growth sector information, ●accredited skills & training, ●employer routeways ●apprenticeship opportunities, ●self-employment, ●wellbeing, ●peer support, ●careers advice, ●recruitment services & ●executive recruitment. F2f & remote interventions are offered via an extended delivery network of: in-house teams, e.g. Employment Facilitators, Employer Solutions Team (EST); Tier 2 providers, e.g. self-employment, debt & budgeting advice; call-off framework providers, e.g. graduate career kick-off, workplace entrepreneur; & local skills providers, e.g. Peninsula Training. In-Work Support (IWS) will be crucial for participants entering COVID-sensitive sectors e.g. hospitality/retail. A dedicated, remote team will offer preventative & proactive activity to increase time in employment & maximise outcomes. E.g. Our internal Fair Start Scotland (FSS) data demonstrates of those who ceased work, those who had targeted IWS increased time in work by [REDACTED]. Our blended delivery method approach wraps services around participants in a way that is most accessible & meaningful for them. Feedback from our customers, benchmarked with consumer data, shows channel preference varies between groups e.g. [REDACTED] of 50+ prefer mainly f2f delivery, whilst [REDACTED] of U25s prefer a predominantly digital service with some f2f. Personalised delivery will accommodate choice/increase access: offering 1:1 by f2f (at least every 4 weeks), phone or video; delivering training & group work in physical, online & pre-recorded formats; engaging participants via telephone, email, letter, digital; offering drop-in facilities across 41 offices & phone/online customer services out of hours. Our digital technology solution provides 100% COVID contingency, enabling us to continue to deliver our full Restart service if f2f methods are not available. Our system monitors/measures engagement/progression across the end-to-end journey prompting participants via text/push notifications & EA/managers via alerts, ensuring no one is left behind. 

Ensuring Progression: EAs are fully responsible for progressing every participant towards/into work; key tools here are the Diagnostic Assessment (DA) & Action Plan (AP). Our DA consists of 5 modules, completed/stored/collated in our CRM system. DA is typically completed via initial +**3x EA weekly appointments, structured to include assessment activity alongside jobsearch, on-boarding/familiarisation & coaching- making assessment feel less like an interrogation & promoting trust. Each DA module plays a specific role in mapping tailored/personalised journeys. 1) Employability assesses an individual’s work history, work goal(s), how/where they are looking for jobs & quality of their job-seeking assets (e.g. CV, interview skills, social media). 2) Skills builds a profile of qualifications, sector specific, transferable & soft skills, & competencies. The EA maps these 2 DA outcomes against current/emerging workforce needs in the local labour market giving an evidence-based view of how realistic/viable a participant’s job goals are. This identifies which jobsearch strategy to pursue: Extend the current jobsearch approach with additional resources/support to accelerate & enhance access to employers; Expand jobsearch into growth industries, matching transferable skills & building sector knowledge to widen labour market options & access relevant skills provision; or Explore options in the local labour market & build foundation skills for successful jobsearch. 3) Digital assesses confidence, access & competence to use digital jobsearch/recruitment tools & meet digital literacy levels typically expected by employers, identifying participants who require basic skills, digital coaching or access to devices/network ([REDACTED] allocated budget)- EA will immediately book appropriate provision, e.g. our digital ‘booster’ intervention ‘Living & Working Digitally’ 4) Lifestyle DA module identifies any social/lifestyle barriers, e.g. housing insecurity, hidden disability, financial or family commitments e.g., debt, caring responsibilities, that will impact a participant’s ability to find & retain work, & the support they need to address them. **Typically, we assess this at 3rd appointment when a trusted relationship has started to form with the EA & participants are more open. 5) Mindset module is a psychometric DA that assesses participant’s attitude towards finding work, built by our behavioural research partner, Esher House (EH). Completed by first interview, it enables the EA to tailor coaching/influencing style to each participant. DA results identify lack of motivation & its behavioural root cause, e.g. COVID related anxiety, directing the sequence/pace of activities to optimise participation/progress for that individual. APs are typically completed during a f2f session at week 4- (EH) research identifies early f2f as critical to build trust. Our CRM pulls from DA modules, generating a report, proposing appropriate goals, activities & support solutions directly linked to assessment outcomes. The EA & participant use this to co-build a tailored AP with SMART goals, each supported by specific actions spanning a 4-month period, after which DA/AP are refreshed for every participant not yet in work. The AP is discussed at every EA fortnightly appointment & formally reviewed every 4 weeks. Every review addresses 3 key questions: 1) is the participant completing the actions in the plan; 2) does the participant feel that the actions are effective to progress them towards work; & 3) has anything changed that impacts plan efficacy/relevance e.g. life event, labour market trend. APs can be adjusted based on outcome of reviews &, if there are more fundamental concerns, reassessment/AP re-build can be pulled forward. 

Measuring progress & tailoring to needs: Each AP goal is underpinned by SMART actions, with defined progress/completion measures & target achievement milestones. All documents, activity & interaction data is collated in our CRM, either manually or system generated, e.g. AP, attendance, active hours on CDP. CRM populates a dashboard for each participant with real-time progress against APs, enabling accurate mapping of progress across a Restart journey with sight of % of actions completed for specific jobsearch goals, any milestones achieved/missed & participant satisfaction measures. Comparative analysis across participants with similar characteristics calibrates a baseline of ‘typical’ progress which, along with EA reviews, will highlight where a participant is not progressing as expected. At 4-monthly AP reviews, EAs use this extensive data on progress, participation & what worked for others to refocus & refresh activity across the next 4 months, e.g. shifting jobsearch strategy from Expand- career/transferability focus- to Extend- intensive sector/employer engagement- once a participant has a clear job goal/skills to enter a growth sector . In parallel quality & continuous improvement (CI) activity across Restart analyses DA outcomes to assess demand & ensures the right services/solutions are in place to address needs at every stage of caseload maturity. Live data on local employers’ workforce demand will directly drive training resources & sector routeways to target job outcomes in growth industries. Resilience/wellbeing & budgeting/financial support delivered via in-person/online tools & advice, will target the evolving social/economic impact of Covid- UK citizens in severe debt have doubled since Covid (Stepchange: Tackling Covid Personal Debt Crisis) & 69% of people experience high anxiety around Covid in UK, highest among those with lower household incomes (Health Foundation). A flexible framework of local suppliers ([REDACTED] allocated budget) will offer Booster interventions focused on participants with different levels of work experience, e.g. Career Kick-Off provision aimed at U25/those with limited work experience & Workplace Entrepreneur to refresh /maintain management skills. Every DP will have in-house teams offering additional targeted provision e.g. Activ8 to re-invigorate jobsearch after 6 months on programme.

Covering the end-to-end journey: our proposal, built around the specification, assures full compliance with Annex 1 & is outlined in (Appendix 10 – Customer Journey Diagram). Local ECs will manage 3-way warm handovers (2-way if Work Coach (WC) unavailable) booked via JCP through Fedcap booking system to: discuss Restart with the potential participant; identify support needs; & arrange the Initial Face to f2f meeting with named EA - date, time & location, confirmed by text/letter. ECs have clear accountability for programme starts & lead follow-up engagement before initial appointment, communicating by participant’s preferred channel(s) (email/letter/text) & are targeted to achieve >[REDACTED]% referral to start within 15 days & >[REDACTED]% within 30 days. [REDACTED] EAs pan-SC will conduct initial f2f meetings & complete diagnostic assessment, **typically completed by week 4, always by week 8 after referral. Personal Action Plans are built using assessment insights & logged in CDP/signed by both parties. Completed during weeks 4-8 from referral, SMART plans focus on core jobsearch objectives relative to each participant’s progress. We have modelled EA volumes to ensure capacity to work with participants for 365 days, coordinating targeted support to progress them towards/into employment, e.g. resilience coaching, sector routeways, facilitator-led training. This includes time for meaningful fortnightly (min) contact with EA via preferred channel to check progress & f2f AP review every 4 weeks (min), AP refresh every 4 months following full re-assessment & 3-way meetings with WC. Our omni-channel approach ensures we engage with participants in ways which are appropriate to their circumstances. We will adhere to defined processes for mandation (below). Once a participant moves into work, IWS maximises job outcomes via preventative & proactive activity. Participants that fall out of work within 365 days of start will re-join their EA’s caseload & be supported into alternate employment. Participants not in employment after allotted time, will complete a final AP outlining progression summary & ongoing actions. Early completer end dates will be input on PRaP. 

A Comprehensive research base has informed key delivery rationales across our Restart proposal: ●DWP Work Programme (WP) Quantitative Impact Assessment informed e.g. a highly personalised approach to delivery, targeted use of specialist interventions, a named/consistent EA, additional training to support U25/50+, inclusive health offer pan CPA ●NAO WP report highlighted caseload sizes of [REDACTED], informed our rationale for lower caseload sizes of [REDACTED] ●Fedcap Group data across 250 UK/international programmes, informed specific interventions, e.g. Career Kick Off - based on Power of Possible a 2-week jobsearch & motivational programme that has supported  young people in New York. FSS internal customer research on engagement with digital/self-led services throughout COVID – informed the inclusion of our CDP & data from our FSS IWS team resulted in the inclusion of IWS offer ●Behavioural science research by Esher House into jobseeker mindset underpinned our assessment/AP approach ●Economic/sector data modelling for SC from EMSI & local stakeholder feedback e.g. Coast to Capital highlighted 60,000 aviation jobs have been impacted at Gatwick airport due to COVID & informed our Employer Strategy approach including the introduction of Strategic Sector Leads ●Engagement with customer group advocates e.g. Centre for Ageing Better informed EA training advice. ●SC LEP recovery strategies/research from Edge Foundation informed our thinking about a cohesive approach with the skills agenda across SC ● Covid impact on Economic/social trends e.g. Stepchange & Health Foundation reports informed our CPA-wide financial/health support ●Joseph Rowntree Foundation brought forward lessons learned from WP conditionality.

Identifying & addressing complex needs: we will use the warm handover to confirm any known barriers/concerns, e.g. safeguarding, informing our delivery approach through initial stages including allocation of EA, e.g. prioritising our lifestyle assessment module that is specifically designed to identify complex needs & barriers, e.g. disabilities, including hidden/undeclared, & personal barriers/issues that make participants vulnerable/safeguarding risk. EAs, trained in safeguarding measures (policy & process aligned to DWP’s safeguarding approach & reviewed annually), will be skilled in drawing out participants’ needs & vulnerabilities. They will check-in with participants at every appointment, logging any concerns e.g. a noticeable shift to negative language & will take action quickly where appropriate. This will include engaging LA safeguarding teams where appropriate & informing DWP/JCP of any newly identified safeguarding issues, e.g. via 3-way conversations with WC. Fedcap’s inclusive service model, with accessible premises / online provision, encompasses our team of Wellness Facilitators available to support participants across all DPs. This includes clinical support from multi-disciplinary professionals & occupational support. Every DP will integrate with agencies leading on e.g. homelessness, ex-offenders, mental health, BAME & domestic violence in their local area e.g. St Mungo’s in Reading, putting strong links in place to enable multi-agency working for individuals & participant groups. External services will be captured by ECs in a support catalogue, ensuring EAs have access to & understanding of local specialist support.

[bookmark: _Hlk66510701]Identifying suitable job opportunities Our employer strategy, co-ordinated across our delivery partnership & employability stakeholders, has been designed to identify high quality, suitable job opportunities for SC participants: 1) Employer Solutions Consultants (ESC) within each DP will build on relationships with local employers, delivering ‘boots on the ground’ recruitment services, securing direct vacancies via coordinated account management. E.g. our DP Get Set has agreed access to facilities management/hospitality vacancies via Compass who have 1000+ outlets across SC. ESCs will engage with customers 1:1 & in sector-based groups to match them with relevant local opportunities; our DP PCC; has access to 8,000 regional employer relationships. 2) Strategic Sector Leads (SSL) will work pan-CPA, engaging key employers/sector bodies, skills providers, e.g. Activate enterprise, LEPs and Sussex council of training providers (SCTP) to curate employer-led skills resources & employability services based on actual employer workforce demand- ensuring integrated activity directly links to job opportunities & meets employers’ workforce needs, accelerating Covid recovery. Leveraging large scale opportunities e.g. Homes for Brighton & Hove and Dunsbury Park Developments. 3) our job aggregator will scan 1000s of vacancies, scoring participant skills/CV against job criteria & automatically collating suitable ones in their CDP account. Integrated AI tools will tailor job applications & create ‘applicant tracking system’ friendly CVs to maximise chances of securing an interview, with virtual mock-interviews & feedback to help preparation. 4) driving national & local initiatives to create employment opportunities for Restart participant groups, e.g. apprenticeships, section 106 agreements. 

Locally tailored job advice: EAs, working towards IEP Level 2&3, provide high quality & locally tailored job advice at every meeting. An ‘Emerging Jobs’ forecasting tool (with partners EMSI) uses live postings & economic outlook data to paint a local picture of upcoming demand, ensuring EAs have sight of workforce opportunities e.g. healthcare, tech, construction, to steer participants to viable career choices tailored to their needs, skills & goals. ESTs share their expert sector knowledge with EAs via regular labour market briefing alerts/calls & work with participants (1:1/group) to share sector/job role information & advice on transferable skills employers want. AI tools in our CDP provide automated advice on individual’s CVs, identifying transferrable skills & matching them to alternate sectors, encouraging wider/diverse jobsearch. The same technology automatically scores job applications, highlighting areas to address to successfully target new sectors/roles. Tutor-led sessions available across f2f/video or pre-recorded formats support groups & individuals with job advice & e.g. our Sector Scanner intervention delivers intensive introduction to career options in growth sectors. Sector resources & insights collated by SSLs, incl publicly available careers & skills content e.g. DfEE Skills Toolkit, are accessible 24/7 in our CDP & will be included as AP activities. Dedicated employer routeways provide on-the-job experience in new sectors as an alternative to traditional recruitment. Careers fairs will highlight opportunities in growth sectors incl. apprenticeships & skills packages. Group coaching will be available for career networking, e.g. LinkedIn training. Job advice/new sector support continues in work via our IWS offer supporting sustainment. Tender Assurance (*All internal data is fully auditable) (** please see above for assessment approach evidence/rationale). 
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		Question 1.3.2 – Participant Engagement





		Please provide a detailed description of how you will engage participants to ensure they access and benefit from the service offer. 



As a minimum your response should: 



· Explain how you will engage participants, maintain engagement from referral to start to ensure a high number of starts on the provision and how the participants will remain actively engaged throughout the lifetime of the Programme;

 

· Detail how you and your supply chain/delivery partner will allocate advisors to participants, including the maximum and minimum caseload per advisor across all advisors;



· Explain when mandation, as outlined in 2.91 – 2.111 of the Specification, may be used and detail how this approach will maximise both attendance and ongoing engagement.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response. 





		Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 4 sides of A4.  





























































Our delivery partnership - Fedcap plus 3 specifically selected & trusted delivery partners (DP); Portsmouth City Council, Whitehead Ross Education & Consulting, Get Set UK & Palladium, will offer a consistent, highly tailored service across South Central (SC). We personalise content, pace, sequence, approach & delivery model to each participant’s specific needs, preference & target sectors throughout the lifetime of the programme to maximise engagement, programme benefits & job outcomes. 

[bookmark: _Hlk64718575]Ensuring a high number of starts: A dedicated team of local Engagement Coordinators (ECs) are responsible for effective referral to start engagement to ensure we meet & then exceed Restart Customer Service Standard (CSS) 1, i.e. [REDACTED]% referral to start in 15 days/[REDACTED]% in 30 days. ECs are supported by a secure booking system & automated tools in our Fedcap Cares Customer Relationship Management system (CRM), which generates personalised texts, nudges & communications to build engagement & reduce non-attendance. ECs are embedded in each DP team & bring local understanding of barriers to engagement e.g. at ward, postcode, or cohort level & local knowledge to personalise initial engagement e.g. public transport routes to offices. All ECs will be trained in enhanced customer service skills via Fedcap’s US Academy to deliver a positive, friendly first impression. ECs are assigned to specific Jobcentre(s), offering seamless alignment to JCP teams e.g. liaising with JCP SPOC for any concerns with scheduling, delivering Work Coach (WC) information sessions & ensuring marketing materials meet WC needs to promote Restart provision effectively. ECs actively market the service across communities & via social media, reaching the people who influence participants to create positive brand awareness integrating with neighbourhood-level services e.g. Solent Mind. ECs manage 3-way Warm Handover calls discussing; Restart journey & benefits, any immediate concerns, identifying additional needs e.g. safeguarding &/or support requirements, & set an Initial Face to Face (F2F) meeting with a named Employment Adviser (EA). This Warm Call onboarding process is currently supporting an [REDACTED] referral: start rate on our IPES contract – participant’s concerns are addressed immediately & relationships between WC, participant & Fedcap are strengthened. EC’s have a set KPI to follow up with participants within 3 days of Warm Handover - Behavioural researchers Esher House (EH), following a study on employability participants in Australia, identified a 4-day window before engagement wanes. Confirmation of appointment with date/time/location/map & EA’s name is sent via participant’s preferred channel (text/letter/email) once PRaP is received. As soon as the participant acknowledges their appointment, we send a series of brief questions about their employability- designed by EH & delivered by text. These do two things; 1) they frame what individuals want from Restart, generating a personalised Restart Invitation email (letter if required) that highlights relevant programme features/benefits- this includes links to pre-induction material e.g. introduction videos & participant testimonials to promote engagement. 2) responses are associated with behavioural algorithms & give insight into a participant’s mindset about finding/starting work, & associated risk of non-attendance/early dis-engagement. This enables us to assign a data-driven risk rating to the participant e.g. whether texts were responded to/links were accessed, responses to questions & what that means in terms of participant mindset- so when ECs make a follow-up call(s), conversations are highly tailored, e.g. low risk get courtesy call, high risk get influencing call. Alongside EC engagement, our extended hours Customer Success Centre is available to answer any questions by phone/webchat.  Participants who fail to attend will be contacted across all available channels in multiple attempts with an alternate forward appointment booked. Typically, after 20 days the EC will liaise with the WC to agree an approach before 30-day CSS. Only when repeated attempts have failed to engage the participant voluntarily, will we consider mandating to the initial appointment. Active Engagement throughout the programme: Our Restart proposal is driven by Fedcap’s core belief that an individually tailored service, highly targeted to local labour markets & delivered with professionalism, kindness & respect will elicit active participant engagement, resulting in more & better job outcomes. DPs were specifically selected because they align with these values & have deep understanding of local participant need. Participants are always greeted with positive language & treated in a respectful manner- whether in accessible & friendly Restart offices or via our intuitive self-led Career Development Platform. A named EA underpins the entire participant journey, providing consistency, encouraging trusting relationships & promoting engagement throughout. Ongoing engagement is also maintained via; 1) Building mindsets for success: Attitude is identified as the key moderator for successful job outcomes, above typical markers of job-readiness (Coppin et al). Behavioural analytics tools embedded across Restart, assess participants’ mindset, from pre-contemplation (not yet thinking about work) to action (committed & seeking work). Our behavioural assessments generate personalised coaching tasks for participants to improve attitude & increase employability chances. In parallel, specific EA influencing tips help to moderate their approach to build individual resilience/motivation for jobsearch, sequencing/pacing activities to shape the service around their needs to maximise engagement. Low scores rapidly flag people at risk of disengaging/regressing & provision is targeted to boost engagement e.g. referral to our Wellbeing Provision or triggering a conversation with their WC. This focus on mindset improves individuals’ chances of finding work by up to (EH) & reduces risks of disengagement/mandation. 2) Highly Personalised plans: During an intensive first month, 4 weekly 1:1 EA meetings totalling 190 quality minutes set pace & purpose, demonstrating our commitment to understanding individuals’ needs & engaging them in co-designing a personalised journey back to work.  A fully tailored SMART Action Plan (AP), typically in place by week 4, recognises progress made by participants pre-Restart & draws on 1 of 3 jobsearch strategies: Explore plans help participants who lack a core understanding of the jobs market & how to access vacancies. Support focuses on applying for/targeting jobs e.g. a robust CV, interview skills, e.g. our Career Kick-off intervention aimed at people starting out in the labour market. Expand plans help participants transfer roles/sectors to find sustainable work. Careers assessment identifies transferable skills & traits. Targeted provision introduces local growth sector opportunities, helping participants to identify new, viable job goals. Sector inductions, refreshed CVs, skills training, access to employers & sector specific interview coaching. Extend plans deliver additional resources & support for participants with a viable jobsearch strategy e.g. access to sector routeways, mock interviews, expert CV advice & peer jobsearch groups. Participants learn new ways to access jobs, e.g. LinkedIn, increasing job application/interview rates & likelihood of job outcome. APs include wider activities & support to build/maintain engagement, e.g. wellbeing / financial support.  To ensure Restart remains as relevant & engaging for participants at month 11 as it is at month 1 e.g.: new goals are introduced that build on skills gained; group, 1:1 & self-led work are rebalanced to enhance engagement; improved mindset/attitude opens new career opportunities. 3) Choice & ease of access: Remote working during Covid proved virtual & asynchronous channels can successfully engage participants & drive job outcomes. As F2F returns, we will give participants choice over preferred delivery model (ensuring min F2F requirements) & apply best practice insights to find the optimum blended approach, e.g. behavioural psychology research (EH) shows employment programme participants with low mindset scores progress faster with intensive F2F coaching & group work. Our ‘virtual call-centre’ software creates a seamless customer experience across F2F, phone, video & digital channels, supporting 1:1, group & self-led engagement. Our end-to-end CRM collates/tracks all interactions giving a single, seamless view of individual journeys & proactively alerting EA & managers to any individual/cohort at risk of being left behind. Our Career Development Platform (CDP) offers additionality with 24/7 access to extensive digital self-led resources & virtual activities, accelerating progress between planned interactions. Participants with low digital skills/confidence will be rapidly enrolled in Living & Working Digital provision to enable them to benefit from CDP while increasing core digital skills required in >82% of online UK advertised openings (DCMS). For digitally excluded participants DPs will integrate with local services to access skills/tools, e.g. JobSkilla Digital Inclusion programmes, & we have allocated significant budget ([REDACTED]) to purchase tablets/data for participants where cost is a barrier. Language barriers are supported by locally recruited multilingual EAs or our translation service Languageline. Our Customer Success Team offers a freephone/out of hours number & livechat for any general support enquiries. 4) Access to Employers & Jobs: experience tells us participants are motivated to engage when they see jobs suited to them are available. We will discuss jobs, employers & growth sectors with every participant from Day 1, promoting opportunities available in their local labour market, helping them benefit from our employer links & maintaining motivation for active job search. Strategic Sector Leads work across larger employers, skills providers & sector bodies, ensuring Restart sector-based content relates to needs of current/emerging employers. Local Employer Solutions Teams build direct links to employers, working with participants & EAs to promote local employers & match them to live jobs. AI-based job matching tools in our CDP continuously scan online job boards sharing relevant opportunities with participants & providing live interview coaching & feedback.

Allocating Advisers: Our consistent SC-wide EA allocation process is driven by geographical location, travel times & next available appointment. Our positive action recruitment strategy ensures front-line teams represent the demographics of the local communities they serve. This enables us to match participants with EAs who best reflect their needs, e.g. bilingual/culturally representative EAs for BAME participants, e.g. in Langley Green & Broadfield, &/or gender-specific vulnerabilities / restrictions. EAs will be recruited for customer-facing competencies, re-enforced with IEP L2&3 training & contract-specific knowledge e.g. UC training from Society Matters -ensuring every participant receives a high standard of service whichever EA they are allocated to. Participants aged under 25 (U25) or 50+ will be allocated an EA with additional training specific to the needs of these groups e.g. understanding pensions for 50+ ; better able to integrate with age-targeted multi-agency skills & community provision e.g. Portsmouth & Southampton Council’s Youth Hubs to wrap the right service around them, accelerating progression /outcomes. Based on WP learning; U25s were up to [REDACTED] more likely to face sanctions (Joseph Rowntree Foundation (JRF)) & less likely to retain 1st job placements. 50+ WP participants spoke of [REDACTED] (WP Evaluation) & only [REDACTED] moved into work vs [REDACTED] 25-49s (Centre for Ageing Better). When allocating an EA, ECs have access to a live scheduling tool within our CRM showing EA caseload capacity & diary to book directly into allocated appointment slots. System parameters refuse bookings outside a 15-day window without authorisation, underpinning CSS1. We will use a hub & spoke delivery infrastructure across SC to ensure participant travel time to appointments never exceeds 90 mins. EAs remain allocated to participants through Restart to job start (CSS 2-7), ensuring each participant journey is optimal for their needs, strengths & circumstances. At contract peak EAs will manage caseloads of min. [REDACTED] & max. [REDACTED]. These sizes are modelled taking an activity based costing approach, building in 1:1 activity per participant of 190 minutes in month 1, 95 mins per month thereafter. DWP have offered further clarification of an adviser: ‘any role, which delivers services directly to customers’, using this rationale our min & max caseload position is [REDACTED] & [REDACTED] respectively. The max figures allow for flexibility to manage short term fluctuations (e.g. localised referral spikes) & deliver our commitment to participants, e.g. fortnightly contact. The min. figures, established by using sensitivity analysis on our model to identify a min. workable caseload size; adjusts for the loss of efficiencies & performance gains down to a breakeven point - identifying the minimum threshold our delivery model could tolerate without impacting directly on the services to participants. We have included 2% of flexible 1:1 time to allow us to support participants with specific barriers/vulnerabilities, including those not accessing digital/self-led resources, ensuring they get the 1:1/f2f support they require to succeed. We will analyse/share insights on benefits of increased 1:1 time for specific groups, supporting DWP/industry wide learning. Our caseload sizes allow us to invest into specialisms across our model, e.g. self-employment & wellness provision, flexibly tailoring our approach to specific communities & individuals & avoiding the mistakes of the more generalist approach found on WP to ensure no one gets left behind. Caseload tolerances will be built into CRM, monitored by DP Performance Managers, & triggering mitigating action where referrals to specific office or EA threaten to exceed caseload parameters e.g. changing boundaries for office allocations or recruiting more EAs (peak EAs is [REDACTED] FTE). Participants will benefit from additional frontline support from [REDACTED] participant-facing team members e.g. Employment Facilitators, Health & Wellbeing & Employer Services teams. Plus, our Customer Success Team providing out of hours/on demand phone/live chat support. Participants interested in Self-Employment will be transferred from EA to specialist provider Momentic to receive business planning advice, start-up support & coaching/peer support through early trading. Mandation: will only be used where multiple non-mandatory attempts to engage the participant have been unsuccessful. This includes e.g. calling, texting & emailing reminders for participants who miss appointments & leveraging the opportunity for a 3-way meeting with the participant’s WC to discuss/resolve issues regarding engagement. We will fully inform the participant about the mandation process (JRF 2015 reported information is key & that very few make an active choice not to meet benefit conditions), set fair, objective processes that drive a careful & considered approach to mandation & ensure no one gets left behind due to a lack of voluntary engagement – a risk raised by the Centre for Ageing Better. Processes will be aligned to Restart Provider Guidance & form part of EA/PM training to ensure appropriate & consistent application. Participant interactions / attempted contacts across every channel are stored in our CRM & all agreed actions will be specific & timebound, with completion/attendance logged, ensuring clarity about expectations & building a comprehensive evidence base for fair & reasonable mandation decisions. CRM will flag any inconsistencies or concerns around use of mandation to PMs for review/approval. Where mandation is deemed appropriate, it will be tailored to the individual to ensure it is reasonable to their circumstances, applied as an engagement tool not a repercussion. Policy in Practice in Oct 2015 cited Advisers need to know customer’s circumstances & be properly trained to recommend actions that actually help the customer towards independence. EAs will investigate potential reasons for disengagement & identify the most appropriate activity from our wide portfolio of provision to address this. This could include, but is not limited to, mandation to our ‘booster’ interventions, such as Activ8 –group employability & motivation sessions designed specifically to re-engage customers in active job search; resilience & wellbeing support from our CPA-wide Wellbeing Team where health may be a barrier to engagement; or Sector Scanner – group/1:1/self-led modules that promote the range of viable job opportunities available through our Restart service. If a sanction is applied, we will offer the participant a re-engagement appointment to understand the root cause of failure to attend, identify any barriers to engagement & check the suitability of APs, EA allocation &/or delivery methods, building feedback into ongoing journeys to ensure we overcome issues & maximise future attendance/engagement. Tender Assurance: Not applicable


image4.emf
10. 1.3.3 Stakeholder  Engagement and Local Integration - CPA 4b - Fedcap Employment Ltd.docx


10. 1.3.3 Stakeholder Engagement and Local Integration - CPA 4b - Fedcap Employment Ltd.docx
		Question 1.3.3 – Stakeholder Engagement and Local Integration (B)



CPA 4b – South Central





		Please describe how you will ensure your service focuses on the needs of the customers in accordance with the priorities and challenges of the contract package area, in order to optimise the achievement of outcomes for individuals.  

 

In line with the specific areas set out below, your examples need to explain how you will work with stakeholders and employers throughout the lifetime of the contract to ensure your service delivery proposal complements existing provision and local strategies. 



Your response must include and address the following:



1. How your service proposal will accommodate the respective skills and employment priorities between each of the six LEP areas. Further details of these can be found below.

· Buckinghamshire LEP - https://www.buckstvlep.co.uk/wpfb-file/bucks-skills-strategy-pdf/ 

· Coast to Capital LEP - https://www.coast2capital.org.uk/storage/downloads/coast_to_capital_skills_strategy_and_action_plan_2020-25-1600180368.pdf 

· Enterprise M3 LEP - https://www.enterprisem3.org.uk/sites/default/files/2020-12/EM3 Skills Action Plan.pdf 

· Oxfordshire LEP – www.oxfordshirelep.com 

· Solent LEP - https://solentlep.org.uk/who-we-are/solent-lep-advisory-panels/skills-advisory-panel/ 

· Thames Valley Berkshire LEP - https://www.tvbintelligence.co.uk/people 

· How you will utilise local labour market information (LMI) to help advisers get a good understanding of the industries and occupations that make up the local economy, and to ensure the information they provide to customers is informative at the local level. Please outline how you would look to access these data and give two contrasting LEP areas in the South Central CPA as examples to help explain your answer. 

· An explanation of the sort of LMI that would be required for the purposes described in the sub-question above. Describe how this data would be used to help participants make sense of their local labour market and to identify sustained employment opportunities. 

· How you will ensure your service is integrated with, and not duplicative of, existing employment, skills, and wraparound support initiatives and provision in the South Central CPA.  

· How you will look to build productive relationships with employers and employer bodies (particularly small and medium organisations [SMEs]). Set out how you will use these relationships to ensure your service is tailored to be resilient to changes in the employer landscape. Please reference the growing and declining sectors identified in the skills documentation included in the first sub-question. 



		Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 5 sides of A4. 










[bookmark: _Hlk66456875]South Central (SC) is a diverse region with ambitious social/economic recovery plans post-Covid e.g. OxLEP’s Local Industrial Strategy & Investment Plan (Aug 2020) is built around 5 pillars: ideas; people; busines environment; infrastructure & place to build Oxfordshire into one of the world’s top 3 innovation ecosystems by 2040; West Sussex’s Economic Reset Plan includes 9 priority themes inc. reviving tourism/visitor economy & enabling the Health & Social Care (H&SC) sector for future sustainability. Fedcap has designed a Restart service model that will help drive these plans, with dedicated roles to ensure our programme continually complements existing provision & local strategies. Leveraging both our own & our Delivery Partner’s existing integration within SC’s skills & employment stakeholder landscape, we will work alongside the 6 LEPs & 47 Local Authorities (LAs) to harness Restart’s potential, ensuring it delivers local priorities alongside [REDACTED] good jobs for residents across SC.

Accommodating skills & employment priorities across each LEP area: Fedcap & our Delivery Partners (DP) have a deep understanding of the priorities & challenges across SC, delivering against an established portfolio of DWP & LEP skills & employment provision inc; Work & Health Programme, JETS, IPES, ESF M3 & Coast 2 Capital (C2C), ESFA & AEB skills delivery. Building on this experience, over the last 6 months our team of Integration Managers have been engaging SC stakeholders -meeting with LEPs, skills providers, LAs & community providers to inform/validate our Restart proposal. Insights from discussions were reinforced with research e.g. LEP strategies, economic recovery plans, skills & employability projections commissioned from our Basingstoke based data partner EMSI- to give a comprehensive analysis of needs & priorities pan-CPA. While the 6 LEP areas spanning SC are different in terms of demography & labour markets, we have identified common skills & employment themes, directly relevant to Restart participants, embedded into our core design: 

1) Covid-19 Recovery: The pressing priority for all 6 LEPs is to build back local economies, with approaches set out in individual recovery plans. Restart’s immediate objective is to accelerate recovery post-Covid, supporting individuals & communities impacted by furlough, sector contraction & business failure to rapidly find jobs in new sectors e.g. SC’s Universal Claimant (UC) count was at [REDACTED]as of Jan 2021 & in Solent LEP area alone there are [REDACTED]furloughed & [REDACTED]self-employed on job retention scheme (NOMIS) & in Crawley [REDACTED]of the town’s jobs are impacted or vulnerable due to COVID making it the highest employment vulnerability of any UK town or city. Our Restart service proposal features rapid identification of transferable skills, robust advice & information to support career decisions, & access to growth/recovering sector skills & sustainable jobs. Our ‘Sector Scanner’ provision incorporates National Careers Service assessment with sector introductions & skills resources, focused on growth industries. ‘Sector Routeways’ will offer bespoke training & inductions, building recruitment pipelines for SMEs in recovering sectors e.g. UKHospitality told us the sector needs to be more agile post-Covid with employees trained in multiple roles for more efficient & resilient operations; our hospitality routeways, designed with local employers, will build on this. 2) Shaping a workforce for growth: As the immediate economic impact of Covid recedes- OxLEP predict a loss of one year of growth followed by a steep return while Solent predicts a return to pre-Covid employment levels by 2023- Restart will support the reshaping of the workforce to support economic resilience & growth in each LEP area, with provision mapped to priority sectors, e.g. high tech & digital, visitor economy, manufacturing & engineering, & construction. Our 6 Strategic Sector Leads (SSLs) will each be assigned to a LEP area. Locally, they engage with LEP & LA employability & skills teams, growth hubs & JCP to stay abreast of priorities & changing needs within SC’s key labour markets e.g. supporting Southampton’s Freeport with [REDACTED]local jobs. Pan-CPA, they operate as a team, engaging employers, sector associations & skills providers to directly align Restart provision/resources with employer requirements. Solutions are designed in collaboration with stakeholders / sector skills providers in direct response to employer demand. Our preferred recruitment route for SSLs is via secondments from LEPs, or alternately linking our people into each LEP’s infrastructure to ensure full alignment. 3) Supporting young jobseekers: Young people have been disproportionately impacted by Covid particularly those on apprenticeships & entering the jobs market for the first time, as identified in Enterprise M3’s Skills Action Plan 2020. A recent YouGov poll identified two thirds of university students approaching graduation have had job applications paused/withdrawn due to the pandemic. Youth unemployment rates are rising (e.g. 4%-9% in Isle of Wight from Nov 2019-Nov 2020, ONS) pan-CPA. Our U25s Restart offer includes: a dedicated Employment Adviser (EA) skilled/trained to work with younger participants & integrated with multi-disciplinary teams locally to align joint working e.g. DWP Youth Hubs, Kickstart & RoATP-registered Apprenticeship providers alongside innovative Career Kick-off programmes & Work Experience. Behavioural assessment/coaching will encourage motivation in young peoples’ mindsets, giving them the attitude/resilience to find/succeed in work. Our DP Palladium bring international best practice from their Youth Challenge Fund programme addressing youth unemployment in North Africa & Middle East. 4) Older Workers/ageing working population: Concerns around the ageing workforce is a common theme across SC, e.g. C2C Skills 360 Board Skills Strategy & Action Plan 20-25 includes a focus on older workers with low level skills, at risk of long-term impact from the pandemic. OxLEP have a targeted skills programme OxLife that reskills/upskills older workers & armed forces personnel returning to the Oxfordshire workforce. We have consulted with The Centre for Ageing Better to design specific Adviser training to enable them to better understand & address the needs of older participants, e.g. financial anxiety, pensions, caring responsibilities. Aligned to the LEPs skills pathways, we have a suite of targeted interventions, e.g. Workplace Entrepreneur/Olderpreneur, designed to help participants highlight their transferrable/soft skills & work experience/ethos to maximise job outcomes with this cohort.  In parallel, our locally based Employer Solution Teams (EST) will promote to employers the benefits of recruiting from this experienced & valuable talent pool. 5) Workforce skills to meet employer demand: All SC LEPs recognise that developing people & skills is critical to economic success & have clearly defined skills strategies to address identified employer needs & building workforce resilience. E.g. Enterprise M3 forecast [REDACTED] skilled construction workers are needed to deliver their growth deals, e.g. Hampshire County Council is working with CITB & DFE to deliver growth deal 1450 training/retraining opportunities. Our delivery partnership includes ESFA’s AEB providers, opening-up opportunities to wrap in-work career progression around jobs. Working with Skills Advisory Panels (SAP), local skills providers, & employers, we will build Sector Routeways for participants & encourage larger employers to use levy funding for apprenticeships to deliver further in-work training & qualifications -addressing construction skills gaps across the CPA as foreign national labour recedes post-Brexit. We will work with e.g. Coder’s Guild to address identified need for digital skills, including; advanced digital skills across OxLEP, Solent & Enterprise M3. Our service proposal will be reviewed/refreshed in line with labour market intelligence/predictions ensuring we address both immediate skills needs/challenges & help local areas prepare for jobs of the future.

[bookmark: _Hlk66179440]Using local Labour Market Information (LMI): SSLs use LMI to continually shape Restart, focusing on dominant industries & local growth/priority/strategic sectors. Each SSL is accountable for maintaining a strategic plan for key growth Sectors. They isolate the specific jobs & skills that are in-demand by employers, identifying key opportunities for Restart customers.  Sector Plans drive the commissioning & targeting of Restart activity & provision as well as the curation of self-led assets in our Career Development Platform (CDP), a secure 24/7 online platform available to all Restart customers. So, when EAs create a Restart Action Plan with a participant, they know in advance that the resources available in our CRM are directly relevant to local demand. LMI data steers employer engagement activity with businesses of all sizes, focusing our resources where there is greatest local demand & opportunity for our participants. EST embedded in every DP’s local structure, generate opportunities for our participants, liaising daily with EAs to match job goals to local opportunities. Frontline Employment Advisers (EA) receive regular training about local labour markets, starting with Restart induction & updated in weekly briefings from SSL & EST teams with a focus on current/emerging demand & specific local employers. Two examples below show how LMI insights & trends will drive targeted solutions to skills shortages & unemployment across each LEP area. Examples of how LMI insights/trends will drive targeted solutions to skills shortages & unemployment: 1) Enterprise M3 (EM3): we already engage EM3 to access LMI, e.g. attending ESIF Practitioner meetings, plus our EMSI tool. As a result, we know EM3 estimate [REDACTED] more construction workers are needed to meet demand for capital / green infrastructure projects. Our SSLs have supplemented this intelligence via direct engagement with Construction Industry Training Board (CITB), who told us construction sector back-office functions are perceived as entry level occupations, & struggle to attract skilled candidates. Plus, women & BAME workers are hugely underrepresented. Using this information & job posting data, we identified declining sectors with transferrable skills relevant to construction sector jobs, e.g. public services, administration, manufacturing. This will inform EA jobsearch advice, promoting construction to women/BAME participants with relevant skills/attitudes, matching them to local vacancies generated by EST & encouraging take up of CITB Kickstart & Traineeship opportunities. 2) Coast2Capital (C2C): engagement with [REDACTED], Skills Manager at C2C & our EMSI LMI data highlighted an estimated [REDACTED] of jobs in Crawley/surrounding areas directly/indirectly depend on Gatwick. Since Covid-19 k, [REDACTED] jobs have been lost & up to [REDACTED] further jobs vulnerable. Our DP GetSetUK will establish a Restart outreach venue at Gatwick, to rapidly engage / transition participants to opportunities created by local EST. C2C are also concerned older workers will be disproportionately impacted by redundancies as furlough recedes. LMI tells us that Brighton & Hove’s digital/tech sector is growing fast (Build Back Stronger, Smarter & Greener) -we will work with Code Nation to deliver Coding Boot-camps for 50+ participants in the Gatwick corridor (aligning to C2C Olderpreneur programme (360 skills strategy)) -a group that seldom associates itself with tech but typically has transferable competencies/skills for successful entry to the sector. 

[bookmark: _Hlk66134239]LMI that informs Participant Job Goals & employment opportunities: 

Types of LMI: Every Restart EA will have access to detailed LMI via a bespoke Power-BI suite, built in collaboration with LMI data partner EMSI. This incorporates statistical agency data including local structural economic data from government sources, job postings analytics derived from online job postings & profile analytics - a dataset comprising millions of worker profiles allowing us to map vocational skills / shortages. Graphically presented, accurate & live local data helps frontline teams to guide/influence participants in setting viable & sustainable job goals. Our LMI includes: ● live employment vacancies within a radius of location, by industry/occupational area; ● live apprenticeship vacancies within a radius of location, by sector; average full-time salaries £s regional/national; ● qualification levels %s – regional, national; sector trends e.g. most jobs/fewest jobs/growth sectors %s; ● distribution of vacancies across large/SME employers; skill gaps in all sectors – local & regional; ● under / oversubscribed vacancies by sector. We will work with each LEP through the life of Restart to integrate data/insights, pooling LMI & participant assessment data to produce bespoke reports relevant to local areas & priorities e.g. Portsmouth city centre redevelopment & the growth of marine vacancies.  In parallel with reports, our SSLs & EST use bulletins, team meetings, sector podcasts to update EAs about specific employer opportunities, including live recruitment e.g. the planned 3500 homes & two primary schools at Manydown Basingstoke, approved in 2020. Accurate LMI enables us at Prime & local delivery level to identify growth & decline across the SC economy & influence/shape provision, employer engagement & interventions Using LMI insights: by aligning our provision & support around LMI data – it keeps our service proposal for Restart relevant & local. LMI data drives our conversations with participants around job search support allowing them to both realise & raise aspirations, building sustainable career pathways. Participants can see the jobs available –down to number & frequency of posting, salaries & skillset required, promoting conversations around alternate employment options, transferable skills, reskill & retrain requirements. We invite participants when comfortable, to access this information themselves either via our own suite of data, through our CDP or we direct to local LEP information such as Oxfordshire’s Labour Market & Skills Monitor tool.

Integrating with existing services: Our Restart model has been built with input from stakeholders from across SC to ensure it aligns & complements the existing portfolio of employment, skills & support initiatives. During mobilisation, Restart consultation events in each LEP area will encourage co-working opportunities, highlight gaps & identify any duplication that needs to be addressed. Our Restart Director (RD), part of Fedcap’s exec team, will be fully accountable for ensuring Restart’s integration with local agendas/provision. At strategic level, our RD will work with existing collaborative structures, e.g. attending Catalyst South quarterly board meetings (as discussed with EM3 & C2C LEPs), to integrate Restart into their agendas & maximising the impact of its [REDACTED] budget on local economic & social priorities, e.g. joint strategies in Crawley to support Covid recovery. We will seek to create/fully engage in a single employability & skills Board across SC including all 6 LEPs; sharing data insights, innovation & budgets openly will enable gaps/issues to be rapidly highlighted, good ideas to spread across SC & money to deliver greater value, either through co-funding or diverting it to root causes in communities. Our SSLs will engage with SAPs to help drive regional skills requirements & identify opportunities to join-up with skills providers to address employer skills gaps & maximise outcomes for Restart participants. At local level, each DP will represent Restart at employability & provider forums within their operational span, building on existing arrangements, e.g. Fedcap attend Bucks Adult Learning’s employability forum & Portsmouth CC are employability & skills lead for Shaping Portsmouth. At these boards we will work in partnership with other providers, reporting performance, co-designing referral mechanisms, sharing data/best practice & driving collaborative solutions. All available provision will be captured in an Integration Matrix, linked to our CPA-wide engagement plan, owned by locally based Engagement Coordinators, who map community provision/wrap-around support initiatives. Cross-comparison between the Matrix & participant needs data will inform evidence led-decisions on integration approaches, to support progression towards/into work, avoiding duplication. This could include, e.g. cross-referrals with existing community & skills provision; working with AEB providers to address a skill gap; commissioning added value, locally tailored ‘Booster’ provision from local/community providers from a ring-fenced [REDACTED] budget- purchased via our flexible commissioning framework. 

Building/using productive employer relationships: Our multi-layered Employer Engagement strategy is designed to align to SC’s growth/skills priorities & builds on our already strong network of existing employer relationships e.g. Portsmouth City Council have direct access to 8,000 businesses in Greater Portsmouth. Our Head of Employer Partnerships will coordinate SC Restart employer engagement, working with SC LEP’s Partner Network to reach out to large employers e.g. NHS Property Services, Swissport, ATA Couriers & sector bodies, e.g. CITB, National Care Association, who have both validated our Restart proposals. SSLs will work with employer bodies representing SMEs, e.g. Federation of Small Business & local Chambers of Commerce, to engage SMEs at scale, understanding how Restart can support their resilience post-Covid as furlough recedes & the pandemic’s impact is fully understood. SSLs filter insights to on the ground EST, informing tailored/targeted relationship building. We bring best practice from our DP Palladium, who delivered a SME programme in South Africa increasing engagement with SMEs from [REDACTED]k – [REDACTED]k. EST are targeted to manage [REDACTED] employer relationships each -based on analysis of Fedcap existing EST performance where [REDACTED] of jobs are via SMEs -equating to a portfolio of 18,000 employers across our 60-strong Restart SC EST (peak). SSLs/EST form meaningful, collaborative relationships with employers at every level, understanding what they value e.g. saving recruitment costs, reducing managers’ time spent onboarding new employees, limiting distraction & cost caused by employee churn. This enables us to put the right support in place to meet recruitment & growth needs e.g. sifting/interview support, sector routeways, help to access funding schemes (e.g. Kickstart, apprenticeships). Ensuring resilience, We will use these relationships, along with live LMI data to plot current & future recruitment & skills needs, captured in sector plans, owned by SSLs. This enables focused demand planning to ensure delivery evolves & responds rapidly to changes in SC employer landscape. E.g. we know BAE systems are hiring over [REDACTED] apprenticeships this year (links via our partnership with Alderwood) & the health & social care sector needs nurses & carers immediately - National Care Association told us of c. [REDACTED] sector vacancies nationally. Whereas, in the longer-term Solent LEP’s Freeport bid for Southampton could create [REDACTED] jobs across maritime, science & research, logistics & defence from 2022 onwards if successful & Amazon are opening a facility in Basingstoke in 2022 creating 1[REDACTED] jobs. This knowledge ensures Restart remains resilient: by understanding workforce requirements in advance, we can forward plan tailored skills/training provision to meet them, working in partnership with LEPs, SAPs & sector bodies to co-develop solutions that build sustainable & skilled workforces. Using forecasted data, we are already in talks with skills providers to meet sector growth demand, developing routeways for Restart participants. For example, Digital & tech are predicted to grow across all LEP regions, e.g. [REDACTED] of jobs are digital/tech in Thames Valley Berkshire; digital pathways with Code Nation will prepare participants for opportunities. Our sector scanner provision can be rapidly tailored to any growth & decline sectors, supporting displaced people to identify skills transferrable to available/emerging jobs - e.g. supporting individuals from traditional manufacturing (projected decline & up to 7,000 job losses in Solent over next 10 years) to transition to e.g. Advanced manufacturing, marine or maritime sectors ([REDACTED]jobs in Solent). Pre-Covid aviation was a huge employer, with Gatwick alone creating £2.7bn of economic activity & [REDACTED] direct / indirect jobs. Whilst we wait to see how it recovers post-Covid, we will support people to transition to sectors with common skill sets/attributes, e.g. hospitality & leisure ([REDACTED]+ jobs across SC pre-Covid) as it reopens after lockdown -to fill gaps left by EU workers leaving the UK post Brexit (UKHospitality). Account management approaches support long-term sustainable working relationships with employers, providing advance warning of vacancies & enabling rapid response to bulk recruitment / growth -we will work with SAPs to plan pre-employment interventions that develop a talent pipeline for e.g. Green Economy, with sector growth via LEP large scale infrastructure projects (e.g. Coast to Capital’s ‘Build Back Strong, Smarter & Greener’) & construction, set to grow through Getting Building Fund projects, including promoting Kickstart & Traineeships. Our portfolio approach to employer solutions/employability provision & EST’s broad recruitment knowledge gives us agility/resilience if markets change suddenly, rapidly refocusing in response to economic shocks. Our Fair Start Scotland EST adopted this approach during COVID & [REDACTED].
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		Question 1.3.4 – Performance Rationale





		Please outline the rationale for the Performance Offer as outlined in the Contract Cost Register (CCR)



Your response should:



· [bookmark: _Hlk66530325]Clearly identify and explain any assumptions, used to develop your Performance Offer including any research (such as on UK employment programme evaluation), evidence and/or experience from relevant past delivery which underpins your Performance Offer.



· Describe how you will proactively manage the achievement of performance levels and customer service standards as detailed in section 4 of the Specification or outlined within your response below, by you and your supply chain, including the frequency and level of detail of monitoring activity and trend analysis.



· Identify how you will act on any findings including how you will develop and implement effective solutions to correct failures to meet performance levels and customer service standards in a timely manner and ensure that it does not re-occur, for both you and your supply chain (where applicable).



· Explain how you will proactively engage with the Authority to notify us of any issues and remedial actions rather than waiting for scheduled review meetings.



· Outline how you will work with other providers, across all Restart contracts and supply chains to share best practice and lessons learnt, embedding a culture of collaboration and innovation to improve performance and customer experience.



· Identify the three main risks to achieving your stated performance level in the CPA, how you plan to mitigate these risks and why you think these approaches will be successful.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response.





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 3 sides of A4.  
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· 


(TA not applicable) Our performance offer, assumptions and underpinning research We are making a very confident [REDACTED] performance offer for South Central (SC) based on analysis of the economy and local trends, our delivery track record and a Restart model that builds on lessons from past programmes- notably WP PG2. Baseline: We used current economic projections (e.g. OBR), government sources (e.g. ONS), and current and projected live job postings within the CPA (EMSI), to test CMPD scenarios, identifying ‘C’ ([REDACTED]) as our baseline for South Central. OBR has forecast above-trend growth beginning this year with SC growing at around the national rate, we are already seeing 260k unique job postings approaching pre-covid levels of 284k (Feb 2020). Track Record: our performance with ‘core’ Fair Start Scotland (FSS) participants (12-24mth u/e), demonstrates we can lead a supply chain to consistently perform in the [REDACTED] range with similar customers pre/post Covid, across comparable labour markets. When the pandemic hit, we rapidly pivoted, refocusing training, resources and employer engagement e.g. from hospitality and non-food retail to care, logistics and call centre jobs- current performance is above pre-Covid levels.  Lessons from WP: The impact of, and recovery from, the pandemic is unprecedented with substantial unknowns about public health and resilience in Covid-hit sectors. We used DWP published data to isolate challenges from WP, building improvement into our Restart model, specifically how different age groups performed, areas/LAs within CPA that are at greater risk of being left behind. We used WP customer research (e.g. WPQIA) to further identify delivery lessons Restart could improve on, specifically an over-reliance on generalist advisers versus tailored, expert support. In Appendix 1 we calculate the impact to Restart performance if lessons are not learned- showing downward pull in our calculations. We drew on evidence from our own and our delivery partners’ current delivery portfolios, and from published behavioural science research (Coppin) in Australia to quantity performance uplift from our staffing investment, innovations and flexible provision model which uses progression measures across cohorts to target funding. Local Workforce Trends: analysed trends impacting performance across contract life e.g. furlough data, (ONS) impacting caseload maturity, and critically identified vacancy trends, growth sectors, skills gaps-using EMSI data building our model to ensure participants have access to quality jobs in SC, over contract life.

Proactively managing performance levels/customer service standards (CSS): Our Restart Director (RD), a member of our Exec Team, will have overall accountability for Restart performance pan-CPA, supported by the Head of Service Delivery, [REDACTED] Senior Managers & [REDACTED] Partnership & [REDACTED] Performance related managers across the SC’s operational span. To manage performance, we will apply our proven Fedcap Group Performance Management Framework (PMF) developed through the delivery of [REDACTED] employability-based contracts. The PMF forms part of our Quality Management System aligned to EFQM & DWP’s Performance Management Intervention Regime. Tailored to Restart, the PMF sets out Restart specific processes/procedures, with underpinning KPIs designed to drive achievement of performance levels/CSS. A CPA-wide Operational Plan will include annual/monthly job entry/outcome/CSS targets ensuring that our monthly profiles are achieved / exceeded. KPIs/targets aligned to our performance profiles will be flowed to all Fedcap / Delivery Partner (DP) staff via e.g. role-specific accountable targets & partner subcontracts. All DP will follow our core delivery model/staffing structure and all KPIs will be built into our contract-wide CRM system to enable tailored yet consistent, contract-wide performance management. Our ‘FedcapCares CRM’ (FC-CRM) captures all contract data, auto-generating real-time dashboards, ‘traffic lighting’ performance against KPIs at individual Employment Adviser (EA), office, DP & contract/monthly cohort levels -providing advanced warning of potential performance/compliance issues. Managers across all DPs, accountable for performance at local level, will monitor dashboards daily, triggering targeted performance management activity, e.g. increasing caseload/action plan reviews, discussed at weekly team meetings/monthly 1:1s. Weekly Summary Reports (WSR) generated by our Business Intelligence unit & shared with all managers (Fedcap & DP) show month to date performance & a forecast to month end, drilled down to individual/EA, highlighting any deviations from target &/or trends. Delivery Managers (DM) (internal delivery) & Partner Performance Manager (PPMs) (partner delivery) will use dashboards / WSRs to monitor performance by office/DP, triggering root cause analysis/corrective action where KPIs/targets are at risk of not being met, e.g. localised dips in job entry. Dashboards will populate a CPA balanced scorecard produced monthly, showing data covering every aspect/level of delivery, informing monthly Contract Performance Reviews (CPR) conducted by our HoSD across all DPs. CPRs examine performance against targets/KPIs, CSS compliance & participant feedback to identify issues/trends & plan/track corrective action. Our Risk & Audit Team will conduct independent checks on CSSs compliance/claims against profiles, using FC-CRM data/reports, deep dive audits & sample checks, with outputs feeding into the Balance Scorecard & informing Continuous Improvement activity. A monthly full Restart review by our Continuous Improvement Board (CIB), chaired by RD will include performance at CPA, DP & office level; DWP league tables & any required improvements; trend data to establish which interventions are working for which participants; local labour market status; & alignment to local priorities. RD will report on performance to our CEO/Executive Team weekly, ensuring senior management oversight & our Restart HoSD will work closely with DWP Performance Manager to report/support CPA-wide performance. 

4

Acting on findings:  DPs will have full visibility of dash boards. Where we identify a risk of performance/CSS failure, our DMs and PPMs will lead Root Cause Analysis to identify the core issue, e.g. conducting deep dive caseload reviews, analysing data/processes, staff/participant interviews, observing participant interactions. This will inform a SMART Performance Improvement Plan (PIP), devised with local teams, DPs &/or stakeholders as appropriate. Where performance dips/failures are identified at contract level, e.g. cohort performance/progression, our RD, supported by Fedcap’s SMT, will be accountable for implementation & efficacy of the PIP, reporting on progress & working closely with our DWP Performance Manager. PIPs could include e.g. modifying/redesigning systems, processes/procedures, or staff training, reallocating/increasing resources, refreshing employer engagement approaches, improving cross-contract communication. Our flexible funding levers will enable our RD to rapidly target cohort level issues, e.g. redistributing financial allocations for ‘booster’ interventions, designed to accelerate the progress of groups of participants with shared experience. Where issues/failures are office or DP-specific, DMs/PPMs will lead on performance improvement activities. Fedcap/DPs will be required to investigate/explain variances against KPIs & provide a flightpath for performance improvement, with underpinning corrective actions -captured in a PIP. This could include, e.g. retraining/replacing staff, cross-DP mentoring, secondments, best practice sharing, improving/increasing quality monitoring, e.g. action plan checks, observations. Issues not resolved in agreed timescale will result in a Performance Improvement Notice (PIN), with additional support from PPMs, e.g. applying performance levers set out above, & in extreme cases reallocation of flows/removal from our DPs. DMs/PPMs will actively monitor DP/office PIPs/flightpaths on a weekly/monthly basis, with daily breakdowns where necessary, to ensure traction & problem resolution.  If the issue is localised to an individual staff member/team, their manager will work with them to resolve, e.g. additional training /coaching, more frequent 1:1s/caseload reviews, job shadowing, buddy/mentoring systems, documented in timebound Individual Training Plans.  All PIPs are held in InsightQ (quality management system) to enable our HoSD/HoQ to monitor progress & impact, ensuring issues are fully resolved & do not reoccur through timebound plans and reviews including; issuing new guidance; staff training; system changes e.g. CRM triggers to identify participants not accessing our customer portal.



Our RD & HoSD will engage proactively & transparently with DWP participating in scheduled Contract Performance Review (CPR) meetings, bringing accurate data & a clear view on performance flightpaths. We will agree preferred methods of contact with the DWP Performance Manager during the PAC implementation, seeking at least weekly touch points with the Authority to pro-actively escalate issues. Where an issue is identified as urgent or requiring DWP involvement, our RD will contact DWP immediately with a description of the issue & any support required. Where an identified performance issue can be resolved without DWP involvement, we will notify DWP within 10 working days providing: a summary of the issue; remedial action taken; plus 

steps to avoid repetition of the issue. This activity will be supported by the provision of monthly performance reports to DWP as part of our on-going monitoring & reporting processes. Additionally, we will continue to participate in strategic forums led by the Authority, e.g. our membership of the Senior Strategy Forum.



Working with others to share best practice: We have committed to the ReAct Partnership’s proposition to act as intermediary across Restart Primes and their supply chains, cultivating cross-industry collaboration, driving CI & sharing best practice.  Fronted by the Institute of Employment Studies, it will deliver inclusive, transparent industry research to lead national improvements in participant engagement, service delivery & outcomes. We will do more than sign-up to this initiative, taking a proactive, leadership role to embed a collaborative culture.  We will rollout key findings & recommendations from CI and model office pilot initiatives across Restart CPAs via workshops, research papers, presentations & improvement initiatives, sharing data transparently. Fedcap has already agreed to share performance insights on the impact of behavioural science assessment & coaching on outcomes, producing data packs and hosting site visits for Primes/SCPs.  



Restart 3 main risks: 1) Economy in SC is worse than forecast and finding quality jobs proves difficult. We have; partnered with EMSI to track growth sectors; invested in [REDACTED] Employer Solution Consultants (ESCs) to source vacancies from growth sectors and prepare participants needing new skills. This mitigation approach [REDACTED] performance on FSS during Spring 2020 by focusing on growing distribution & care sectors. Should we require additional ESCs or training for participants, we have allocated a risk premium of [REDACTED].  2) People: new recruits fail to hit targets and overall performance drops. [REDACTED] new EAs will be onboarded over the first 6 months, with many new to the industry, heightening risks of high attrition and EA underperformance. In mitigation we have; budgeted to over recruit by [REDACTED], a training budget of [REDACTED] including a detailed Restart induction programme; slowly ramped up targets achieving peak performance at month 4; built an in-house recruitment team to rapidly respond to high attrition/unfilled vacancies. Our approach works; we hire against attitude/competencies, our current attrition is [REDACTED], so over-hiring by [REDACTED] gives us headroom, our training currently means that new staff hit peak targets by month 3, (month [REDACTED] for our most recent recruits in JETS).  We have a risk premium of [REDACTED] to over recruit further if necessary. 3) Once the Covid peak passes, referrals are low & revenues drop below operational thresholds making it difficult to provide the full Restart service across the CPA and performance drops. To mitigate we have invested in Engagement Coordinators (EC) to build the Restart brand in communities. Should we need to increase awareness of Restart further, our associated risk premium of [REDACTED] means we can, with the Authorities agreement, increase EC numbers to do more; outreach work, marketing, social media campaigns. An approach that increased starts by [REDACTED] on our Scotland contracts from Y1 to Y2.  
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		Question 1.3.5 – Quality, Management and Assurance of Provision





		Please provide a detailed description of how you will ensure the quality of service delivery through your management practices and those of your supply chain/ delivery partner(s) (where applicable).  



Your response should as a minimum:



· Explain how you, and your supply chain/ delivery partner(s) (where applicable), will monitor and manage the quality of provision to ensure that the standards set within the Specification and your tender will be met from the start and throughout the life of the contract across the whole Contract Package Area. 



· Describe how you, and your supply chain/ delivery partner(s) (where applicable), will handle complaints and act on any findings including details of procedures, timescales, escalation routes, how participants will be made aware of these procedures and how you will ensure the impartiality of any decision makers.



· Clearly explain how you, and your supply chain/ delivery partner(s) (where applicable), will accurately track and monitor the progress of each participant on Restart so that you can clearly articulate at any given time where these participants are in your participant journey towards achievement of outcomes.



· Provide a clear explanation of your capacity to manage this provision alongside existing and any future contractual commitments.



· Clearly describe the systems and processes that will be used to provide a robust audit trail of evidence and data collected. This should include but not be limited to attendance records/action plans, participant consent, evidence to support claims for outcome payments.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response.





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 2 sides of A4.  









































Fedcap’s quality management approach aligns to EFQM, ISO9001, DWP’s Customer Charter to ensure a high-quality service to participants across South Central (SC). As prime, we set consistent, system-wide quality standards & targets, flowed directly from contract requirements. Restart Delivery Partners (DP) in SC - Fedcap & 4 partner organisations -will each be accountable for achieving these and maintaining quality / compliance procedures that meet our minimum standards. Monitoring / managing quality: Fedcap’s SC Restart Director (RD) is accountable for quality of provision pan-CPA, supported by a senior management team (SMT) -Head of Service Delivery, Head of Quality (HoQ), Head of Risk & Audit (HoRA), & Head of Partnerships & Employers. To ensure standards are met from contract start, pre-go live, our HoRA will build Restart contract processes around the specification, Customer Service Standards (CSS) & our tender. These are documented in a Quality Manual (QM), detailing ‘what good looks like’ across every element of provision. Underpinning this, we set clear quality standards/KPIs designed to drive the right behaviours for high quality & compliant provision, e.g. % of attempted contacts successful. Our QM/KPIs are flowed to all Fedcap/DP Restart staff via role-specific targets, embedded through training & built into our CRM system, e.g. mandatory fields, & auto-prompts in our Virtual Contact Centre (VCC) telephony system, supporting compliance. All DPs will use these systems, enabling consistent CPA-wide quality monitoring. From go-live, all contract data is captured in CRM (e.g. performance, participant interactions) -populated by Restart frontline staff & automatically via digital interface with VCC & our participant facing Career Development Platform (CDP). Using this data, CRM auto-generates real-time dashboards, RAG rating quality/compliance metrics, e.g. CSS compliance, engagement rates, to provide advanced warning of potential issues. DP Performance Managers (PM), accountable for quality of provision locally, will monitor dashboards daily to inform targeted quality management, e.g. staff training, increased action plan reviews -discussed at weekly team meetings/monthly 1:1s. Fedcap’s independent Quality Team (QT) will deliver quality management training, supporting PMs to implement a robust quality calendar incl observations, caseload reviews, feedback/data analysis, CRM records sampling. Independence from operations provides unbiased view/rapid escalation of quality issues. Our QT operates pan-CPA, providing additional support to DPs as required, ensuring a consistent contract wide approach. Activity feeds into self-assessment reports (SARs) & resulting office/DP-level Quality Improvement Plans (QIP), held on a central quality system to facilitate transparency/collaboration, overseen by QT. All monitoring activity feeds into a contract-wide quality dashboard, checked daily by senior management, who trigger root cause analysis (RCA)/corrective action where standards/KPIs are at risk of not being met. Our QT will conduct quarterly DP-wide quality audit, inc site-visits, listening groups, feedback / complaints analysis, deep dive record checks, review of quality monitoring data -identifying trends, concerns, & good practice e.g. KPI achievement gaps within cohort or participant groups, appropriate use of provision. In parallel, our Risk & Audit Team (RAT) conduct contract-wide compliance checks/audits against CSS achievement, working with DWP’s PCO to incorporate outputs of monthly compliance visits/file audit into ongoing quality improvement. KPI achievement, SAR & audit outputs are captured in a company/contract-wide Balanced Scorecard, reviewed by Restart SMT & Fedcap Exec monthly, with feedback flowed into QIPs. DP-wide quality league tables ensure full visibility of quality pan-CPA. Complaints – All DPs use a consistent Restart complaints template & process. Stage 1 complaint acknowledged (2 working days (WD)), relevant PM investigates, plans resolution, & provides written response (10 WD). Stage 2: complaint is escalated to DP senior manager, who investigates / reviews previous resolutions & provides written response detailing further actions (10 WD). Stage 3:  escalation to RD to review & provide written response with proposed resolution (15 WD). Stage 4:  signpost participant to Independent Case Examiner. We conduct RCA to understand why the complaint occurred & act on findings via: e.g. training, process amendment, recorded in a QIP for traction/resolution. QTs roll-out successful solutions contract-wide via Continuous Improvement (CI). Participants are informed of our complaints process by Employment Advisers (EA) at initial appointment & Fedcap/DP websites. PPMs monitor DP complaints activity/resolution, supporting standards & consistency. At contract-level, HoQ monitors complaints/QIPs for trends to inform CI activity. Tracking Progress - Using assessment output, EAs build a detailed action plan (AP) with each participant, held in CRM, documenting specific goals linked to job outcome success across skills, employability, lifestyle, digital & mindset. Each goal is underpinned by SMART actions, with defined progress & completion measures & target achievement milestones. Participant data on all activity/interactions is collated in CRM, either manually or system generated e.g. job applications submitted via CDP. CRM populates an individual dashboard for each participant, showing real-time progress against APs, enabling accurate mapping of progress across a Restart journey with real-time sight of % of actions complete / outstanding towards specific jobsearch goals & any milestones achieved/missed. QT manage an independent programme of participant feedback to assure progress / service meets expectation. Comparative analysis across participants with similar characteristics calibrates a baseline of ‘typical’ progress to help managers identify and address under-performance within teams and across cohorts. Deep re-assessment at least 4 monthly ensures goals remain relevant & optimum to progress to sustainable job outcome. Capacity–we will manage Restart as a discrete service with its own ring-fenced operational resources & budget (incl working capital). Our Restart SMT are 100% allocated, supported proportionately by experienced corporate managers from across our business. Frontline EAs are dedicated to specific contracts avoiding split priorities. Scalable IT infrastructure, e.g. HR systems, CRM, streamlines management processes. Our Restart implementation team, in place to month 3, is 100% allocated ensuring full focus. We assure DPs capacity to manage allocated flows via selection/due diligence (DD), repeated annually (inc management accounts/review of 5-year strategy). Fedcap operational support roles (e.g. Quality Audit & Risk, HR) expand in line with new contracts, with quality roles at [REDACTED] span of control vs PMs; Restart SC has [REDACTED] dedicated quality FTE, operating pan-DPs. Our Exec oversee all contracts, ensuring appropriate management resource allocation to maintain all contractual commitments. Our UK team have full support of Fedcap Group inc access to financial/human capital, e.g. [REDACTED] strong top-talent corporate management team. Our Exec rigorously assess all new business opportunities -organisational, management & financial capacity is key to qualification. Audit trail – All data/evidence is time stamped & captured in CRM. Our VCC records all participant interactions, pulled into CRM via digital interface, capturing all evidence in a single system for tracking / auditing. At each appointment, staff collect relevant evidence, e.g. signed AP & consent/attendance forms. Hardcopy evidence is uploaded/stored electronically in CRM, complying with contract requirements, ISO27001 principles, GDPR. RAT conduct sample checks for compliance, flagging missing information to PMs for resolution. CRM restrictions prevent record modification after participant completion / tracking period. Our Claims Validation Team (CVT) monitor job entries (via CRM notifications input by EAs/approved by PMs) & conduct dip sample checks (contacting job starts). For self-employment (S/E) outcomes, EAs update CRM with business start date & evidence collected (e.g. JCP benefit claim closure letter, copies of HMRC documents). This is submitted to DWP (via PRaP) within 90 days of outcome. All S/E claims are checked for accuracy/evidence by PMs/CVT. Once approved, CVT update file status to ‘claim submitted’. CRM automatically tracks who submitted claim/claim date enabling auditing. No Tender Assurance risks identified.
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		Question 1.3.6 – Supply Chain / Delivery Partners





		Please provide a detailed description of your supply chain/delivery partner approach, including a rationale for why you have chosen to include, or not, a supply chain or delivery partners.



Your response should include as a minimum:



· Provide details of your supply chain/ delivery partner(s) (where applicable) from day one and through the life of the contract, with supporting rationale for any changes during the contract life.



· Where not using a supply chain, articulate how your organisation will provide all services, from day one and through the life of the contract, with supporting rationale for any changes during the contract life.



· Explain how you will identify, evidence and use feedback to drive continuous improvement through your delivery of this provision and that of you and your supply chain/ delivery partner(s) (where applicable). 



· Explain how you will share best practice and build the capability of your organisation and your supply chain/ delivery partner(s) (where applicable), outlining how you will ensure a balance of risk between your organisation and your supply chain / delivery partner(s) (where applicable).



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response.





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 3 sides of A4.  



















































[bookmark: _Hlk65321242]Our UK management team is experienced at building/managing resilient supply chains at scale e.g. our Head of Supply Chain (HoSC) managed Work Programme supply chains. Our delivery partner approach for Restart in South Central (SC) blends make vs buy, with decision criteria across strategic & tactical parameters, aligned to DWP’s commissioning strategy & playbook, & consistent with our CAEHRS submission. Market engagement in SC identified a shortage of locally embedded providers with the scale, capacity & capability to implement & deliver Restart. As Fedcap is already a local DWP provider with coverage across the whole of SC, delivering IPES, M3 & Work & Health subcontract, we will take a lead role, delivering 63.1% of flows. To strengthen our own delivery, we have built a 3-tiered partnering model, comprising a diverse mix of the best local providers & some new to the region -all of whom align with our culture & values. This adds flexibility, financial resilience & capability to maximise outcomes. Tier 1 Delivery Partners (DP) were selected, via a transparent market engagement exercise, against key criteria, e.g. capability across Restart services, financial & operational capacity to deliver in SC. DPs will deliver our end-to-end Restart model, designed by Fedcap in consultation with DPs, across pre-agreed geographical areas -encouraging collaboration rather than competition & ensuring full CPA coverage from day 1. Our day 1 Tier 1 DPs are: Palladium International Ltd a positive impact company delivering [REDACTED] of government funded economic initiatives.17.5% of flows. Portsmouth City Council deeply integrated across Portsmouth at community & strategic level, 12.4% -expanding their successful employment provision into 3 neighbouring LAs. GetSetUK, established London SME employability provider, already part of Coast to Capital skills network, we are supporting to expand/embed employment services into SC, starting with Crawley, leveraging existing Gatwick diamond links, notably Gatwick airport. 3.8%. Whitehead Ross Education & Consulting (WREC) established south coast SME skills & DWP provider, well-connected with local stakeholders. 3.2%. Rationale: Our Tier 1 DP approach ensures: ▪ a high standard Restart service for every participant, by underpinning existing DP capability with Fedcap’s innovative, proven & scalable systems & consistent quality standards; ▪ financial resilience ensuring our partnership can withstand financial shocks e.g. volume fluctuations, notably spread across Fedcap, & Palladium who each hold strong balance sheets. ▪ flexibility in Get Set & WREC, where we will offer growth opportunities as capacity builds, e.g. increased volumes &/or new areas; ▪ effective mobilisation with DPs working collaboratively to share resources / local insights, e.g. employer relationships. In addition, our HoSC has identified additional providers from our Tier 2 framework (see below) with potential to build into Tier 1, e.g. Go Train. This provides security against significant volume increases or partner, financial or performance failure – enabled by DP contract terms that allow us to shift volumes in event of DP, financial, or performance issues. Through contract life, our HoSC will constantly review/refresh our Tier 1 Partner Network, identifying organisations with relevant capabilities who can add value to Restart delivery. This reflects our commitment to fund & capacity build SMEs – with potential to shift up to 10% of Fedcap’s flows from year 2 onwards. This will increase flexibility/innovation across our Restart partnership, driving performance, whilst growing the local SC employability market to meet Restart demand. Tier 2 partners will supplement Tier 1 DP capabilities with a range of specialist services, procured at Prime level that all DPs can draw down as required. Procuring Tier 2 services at Prime level will ensure all participants have access to a consistent level of support which can be flexed and tailored in response to differing local needs over contract life. Tier 2 services, available pan-CPA to all DPs, will support participants from day 1 with core requirements identified in DP/stakeholder co-design sessions. Tier 2 partners are: Policy in Practice, providing an interactive budgeting tool and specialist financial advice; Momentic delivering business feasibility/self-employment support; Ready Tech providing digital resilience resources. Tier 2 resource allocation will initially be pro-rata to all DPs but reviewed at Continuous Improvement Board (CIB) (see below) meetings, involving all DPs, looking at allocation, uptake & efficacy as part of wider Restart performance. Tier 3 provision, procured at Prime level by our Commissioning Co-ordinators (CC), will be available to all DPs via our on-demand, commissioned framework -designed to ‘boost’ performance via dedicated solutions in response to local/cohort needs. We will rapidly procure providers off this framework, targeting SMEs specifically to deliver e.g. Workplace Entrepreneur –for participants with higher level skills/experience; Career Kick Off –for those starting out in the labour market or transitioning to new sectors; Work Experience; & holistic neighbourhood level services. Regular framework refresh ensures provision can flexibly address changing participant needs/labour markets, incorporating emerging best practice. 

Continuous improvement (CI): We will proactively seek opportunities to improve customer & stakeholder experience & deliver better outcomes through a structured, DP-wide CI approach. Identify: Our Restart design for SC is built around a robust rationale for the deployment of people, processes, technologies & products across our solution, with evidence-based assumptions/proxy measures of how each contribute to success. These are baselined in quality, performance & resourcing metrics e.g. staff KPIs, DP targets, provision allocations, channel uptake %. From day 1 we will continually test the efficacy of these baselines through a range of feedback mechanisms, e.g. CRM data reports & analytics, participant satisfaction scores & feedback (e.g. Pulse assessments in our Career Development Platform (CDP)), attendance / engagement rates, diagnostic assessment output & action plan progress, online self-led activity rates (for those digitally engaged). As data builds through Restart delivery, Fedcap/DPs will be responsible for ongoing analysis of quantitative & qualitative data/evidence against this baseline to identify positive/negative trends & lead indicators for performance. Our CI Manager (reporting to our Head of Quality (HoQ)), supporting DP quality leads, will analyse activity/reports across all DPs, leading our Customer Satisfaction Programme (CSP) with input from participants, staff, partners, employers, stakeholders via multiple channels. This activity will identify any deviations from baseline, e.g. unexpected system-wide effect/trend. Evidence- Root Cause Analysis (RCA) investigations ensure all relevant evidence is collated & understood before fundamental changes are implemented -ensuring that we address the underlying cause to mitigate the issue reoccurring or being diverted to other parts of delivery as a result of the change.  Rapid pilots will be used to test solutions & build a strong evidence base/value case for wider investigation, funded via a dedicated, Prime level CI budget used to drive CI across the delivery partnership. Our monthly Continuous Improvement Board (CIB), led by our HoQ with senior representation from every DP, will review CI opportunities & manage a portfolio of CI projects to test and evidence CI hypotheses, acting as a Change Management Board for consistent application of process changes & best practices. Projects will be weighted and prioritised based on anticipated level of impact, with at least 2-3% quantifiable improvement expectations. Using Feedback- For each CI project, expected outcome(s), evaluation indicators, targets & timeframes will be clearly documented on InsightQ (online quality & CI management platform), used by all DPs to track progress / outcomes - supporting collaboration, monitored by our CI Manager to ensure traction & progress. For larger CI projects, DMAIC Model Office Teams from across the partnership, trained to use consistent ways of working & basic lean/Six sigma tools, will adopt changes first to smooth out any system impact in a robust/managed way before wider rollout. Locally, teams will be encouraged to initiate & lead local CI projects into quality/waste concerns, coached in basic CI methodologies & techniques by model office CI Champions. We will communicate success of CI initiatives widely, including with DWP & other providers to foster industry-wide collaboration. 

Best practice sharing, capability building & balancing risk: Through our collaborative CI approach above, all DPs will work together to test new approaches, develop effective practice, & share what works to drive performance & raise capability across the partnership. Already, as part of Restart service design, Fedcap is investing at risk in best-in-class systems & services to support Restart from day 1. E.g., our integrated ICT, ((CDP), CRM, telephony technology, InsightQ), will be used by all DPs, enabling consistent data capture to build better insights & drive CI/innovation. Our recently established strategic partnership with Esher House (behavioural analysts) & EMSI (economic analysts), will feed data/insights to all DPs to drive performance over Restart contract life, & support their wider contract delivery. Through our collaborative approach to supply chain development, we are testing proposed solutions with DPs, building their recommendations into our upfront design, e.g., Portsmouth Council influenced our inclusion of a two-fold solution for digitally excluded participants, covering connectivity & digital skills training. As we go-live, we will work with DPs to integrate cross-partnership solutions, co-designing processes & ensuring full access to transparent whole-contract data, highlighting good practice. Using our CI fund, we will train DPs in basic six sigma/lean principles to use data to identify trends by e.g., cohort/neighbourhood & co-design solutions. Our CIB (above) will meet monthly to share insights & discuss opportunities to improve. DPs will be able to host CIB & propose areas to share/investigate best practice. We will invite local stakeholders & subject matter experts to join the CIB assisting learning and improvements. Beneath this, a CI Forum (CIF) – including local managers - will meet monthly to share bottom-up operational best practice/CI & encourage frontline collaboration and communication. This will support local level capability building, e.g., cross-provider engagement, workshops, site visits. Our partnership model office approach will be used by all DPs to trial innovations/CI ideas. As a Prime, we are supporting the ReACT partnership, being set up by ERSA, IEP, & Institute for Employment Studies, & will share ReACT agendas/outputs across our partnership via our CIB/CIF. At DP level, Partnership and Performance Managers will provide and facilitate support to address specific capability gaps, identified via due diligence/performance management. Support could include, e.g. facilitating cross-DP and external specialist training, seconding top performing managers to/from/between DPs & DP peer-peer mentoring. Fedcap Delivery Managers will replicate this with our teams, building internal capability. All activity is documented & tracked in a Quality Improvement Plan, held on InsightQ, & impact shared as part of monthly CIFs. Balancing risk - we have a range of financial mechanisms we use to balance risk between Fedcap & our DPs (in line with the DWP Supplier Code of Conduct) when building innovation, capability & sharing best practice at the scale Restart requires: 1) Fedcap Prime take the full risk & invest from Group reserves where we see wider business value, e.g. in Scotland we procured a new CDP utilised by all delivery partners; 2) where innovation comes via a DP & requires capital investment we can reduce their management fee for an agreed period if we see a wider benefit for all DPs pan-CPA. 3) Our CI fund (funded via our management fee) can be used to target resources if DPs identify a new way of working that will benefit participants/enhance performance. 4) We can target Tier 3 funds where there is underperformance to build DP-specific capability, with agreement from the whole partnership (governed via CIB). These flexible funding levers ensure no DP is limited by financial constraints when looking to innovate/share best practice, driving capability building & high performance across our whole partnership. Where there is specific risk, e.g. with smaller organisations such as Portsmouth Council, Fedcap will invest more PPM resource & exposure to support from our CI Manager to support their capability building, complemented by our partnering strategy, which purposefully aligns larger providers with smaller encouraging collaboration on CI/innovation. 

No Tender Assurance Risks Identified.
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		Question 1.3.7 - Human Resources, Recruitment & Training





		Please detail the human resources (including sub-contractor staff) that you will use to deliver and manage this provision, from day one and through the life of the contract. 



Your response should include as a minimum:



· A clear explanation of the Full Time Equivalent (FTE) number of staff, job title, key responsibilities, relevant skills, experience & qualifications for each role at Appendix 5.



· A clear explanation of how you will recruit to meet headcount profiles and ensure the staff will have the relevant skills or experience, from day one and how their skills will be maintained and refreshed throughout the duration of the contract, including details of training and frequency of this training.





· A clear description of how you will will train and retain staff train and retain staff to ensure effective delivery of this provision and satisfactory performance from the start of the contract and throughout its lifetime.



· A clear explanation of how you will manage sickness absences and annual leave during peak times, including contingency arrangements for managing the absence of key staff while maintaining the quality of service delivery and performance levels.



· How you will manage your staffing level as volumes increase and decrease over the life of the contract.



· Include an organisation chart at Appendix 4 (this can be in PDF format and should not exceed 2-pages) to describe your proposed management structure for this provision, including any directly managed subcontractor roles where applicable and the percentage of time that will be allocated to this contract for each listed role.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response. 





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 3 sides of A4.  





























Our Restart People Strategy harnesses the expertise of our experienced UK management team & the Fedcap Group which employs [REDACTED] people across 250 contracts. As Prime, Fedcap will set & monitor recruitment & training standards across all Restart Delivery Partners (DP) in South Central (SC); Palladium, WREC & Get Set, driving consistency & best practice. All DPs will operate the same core staffing structure, with standardised job roles & training to support local delivery at scale. 

FTE roles, responsibilities, skills, experience, qualifications: – see Appendix 5.

Recruitment: Fedcap/DPs will follow a 6 stage Recruitment, Onboarding & Retention Strategy to meet headcount profiles for day 1 & throughout the contract. This will be led by our Head of HR (HoHR) who is experienced in large scale recruitment. [REDACTED] FTE Recruitment Business Partners (RBP) & [REDACTED] FTE Learning & Development Business Partners (LDBP) will support DP HR leads to deliver our strategy pan-CPA. Resource planning & gap analysis (stage 1&2) is already underway. In collaboration with DPs, our HoHR has mapped job roles, volumes & start dates over contract life; identified existing talent available to transition to Restart across Fedcap/DPs (e.g. promotions, secondments); & set timeframes to recruit, hire, onboard, induct & train to headcount levels. On Day 1, across all DPs we require [REDACTED] staff to deliver & manage Restart in SC; we have identified [REDACTED] staff with relevant/skills from DP existing workforce who will transfer prior to go-live, with remainder recruited during implementation. Leadership recruitment will commence first (16.03.21) accounting for longer processes, with roles in post from 01.06.21 to support/transition responsibility from implementation leads.  By 01.06.21, we will have recruited & inducted: [REDACTED] FTE managers, ready to help onboard their teams & [REDACTED] Strategic Sector Leads (SSL) for sector/employer engagement; & by 14.06.21 ([REDACTED]FTE) Engagement Team in readiness for warm handovers from 28.06.21. All frontline roles are profiled against referrals, rising month on month to predicted peak of [REDACTED] (Oct ‘22). Proportionately recruited corporate roles, e.g. finance, quality will be in post by 28.06.21, with inductions completed ready to start work 12.07.21 when referral activity commences. To achieve this & ensure staff recruited have relevant skills/ experience, Candidate attraction strategies (stage 3) will target both employability professionals & people from sectors with high trait/competency matches – recognising the current lack of sufficiently trained employability people available to meet Restart demand. We have mapped skill profiles, e.g. job analysis of Fedcap’s highest performing frontline roles & identified 75% of critical attributes are personality/attitude based, typically found in customer facing sectors, e.g. retail. Fedcap/DPs will recruit against skill profiles, assuring staff suitability. We will advertise jobs via search engine platforms (Fedcap has 4.8/5* rating on Indeed) using proactive ‘key word’ searches to target candidates with relevant attributes, skills & experience; social media, e.g. LinkedIn; promoting opportunities through JCP, community partners & Universities. Agency partners (Hays, Experis & Alderwood) will support, sourcing up to c10% of new recruits & building a contingency talent pool. Supporting Life Chances, we will create additional Kickstart/work experience roles across Restart SC offering quality opportunities for young people to develop employability skills/experience, with guaranteed interviews for Restart on completion feeding entry level roles (e.g. ECs). Selection (stage 4) is managed via bespoke Recruitment Software, tailored to Restart, facilitating recruitment at scale & ensuring a consistent candidate journey across Fedcap/DPs & contract life. Software uses automated workflows to shortlist candidates & manage them along a planned journey, including; screening/pre-assessments, personality & skills-based testing, self-service assessment/interview scheduling, virtual competency-based assessments (1:1/group) & interviews (inc. 2nd interviews for managers). We focus on values-based recruitment, weighting alignment with DP company values & behaviour/personality traits higher in selection criteria, alongside critical skills, e.g. degree level qualification for managers, with defined training & support processes to ‘train-in’ role/industry-specific skills. Our software allows us to monitor e.g. progress against recruitment targets by role, pipelined candidates, campaign performance, diversity/inclusion targets, & supports ‘keep warm’ activities via automated, Restart branded messages & job preparation / team building activities, developing relevant skills pre-start. This process is continual, building a talent pool of high-quality candidates against headcount profiles, managed by HR leads across each DP, prior to contract award, & continually refreshed across contract life. Start dates will be staggered against profiles with flexibility to pull offers forward as contingency (e.g. attrition, sickness, Covid self-isolation) if required. Monitored by our Implementation Director weekly through implementation & months 1-3 & monthly thereafter. Onboarding (stage 5) processes ensure all staff have relevant skills before commencing work. An intensive 2-week induction will cover mandatory training (e.g. Safeguarding, GDPR), essentials skills (e.g. systems training, customer service) & role-specific knowledge e.g. motivational interviewing/influencing skills for Employment Advisers (EA); people management skills for Managers. Day 1 recruits benefit from an additional 2-weeks of team building/training prior to receiving referrals – to embed skills, develop team relationships & drive the right culture from contract start. Within 2 months of start date, frontline staff will complete Institute of Employability Professionals (IEP) Level 2, rapidly building skills to industry standard. During Probation, managers monitor staff performance, e.g. observations, to ensure skills are effectively deployed, providing targeted support, e.g. increased managerial support, additional training. New recruits will be matched with a buddy in an equivalent role from Fedcap/DPs’ existing team, for advice/guidance supporting rapid development of role-specific skills. To maintain skills/experience, staff will repeat mandatory training annually (minimum), induction modules are available via staff e-portals, alongside a suite of additional training/resources (see below). We source / deliver specific training to ensure staff stay abreast of policy/best practice & any legislative/regulatory changes (e.g. Universal Credit). 2 hours per month is set aside for this plus weekly team meetings.

Training & retaining staff: We will implement a pan-CPA training strategy in conjunction with DPs, led by Fedcap’s L&DBP, leveraging a DP-wide online staff training portal. To ensure performance from start of contract, all Restart staff complete our 2-week induction via Fedcap Academy (see above). Delivered remotely to allow for scale (& Covid contingency), inductions will comprise interactive webinars, ‘how to guides’, videos, e-learning & developing the skills for effective Restart delivery – with content mapped to IEP level 3 standards. Inductions cover e.g. performance targets / customer service standards (CSS), IT systems, interventions & remote working. Inductions will be delivered on a rolling basis throughout contract life – every 2 weeks, ensuring all new recruits receive the same core training (refreshed/updated as part of continuous improvement). Within 1 week of employment, staff are assigned standardised role specific KPIs/objectives & will agree a tailored Individual Training Plan (ITP) with their line manager. ITPs will set out 6-monthly training & a CPD programme designed to build skills & support them to develop specialisms that enhance their ability to perform, e.g. working towards IEP L3 qualification, training in how to support specific participant groups e.g. under 25s, 50+, continuous improvement, and Sales training for Employer Solutions leads. Reflecting Life Chances commitments & to ensure a fully trained, high performing workforce, at least [REDACTED] of Restart roles will be apprenticeships, using Levy funding to deliver e.g. Advanced Practitioner IEP level 4. CPD opportunities include e.g. internal/external specialist training, attending conferences/webinars, mentoring schemes, job shadowing, cross-DP/stakeholder secondments. All staff have an individual e-portal account, providing a wealth of self-led training & career development resources, including access to Fedcap’s US Professional Development Collaborative modules e.g. building culturally responsive teams. KPIs/objectives & ITP progress is reviewed via monthly 1:1s & bi-annual performance review. We will Retain (stage 6) staff through competitive employment packages (e.g. top quartile salaries), succession planning & personal development opportunities (e.g. cross-DP secondments), recognition of achievement, flexible working & staff wellbeing initiatives. Management Routeways, available across Fedcap/DPs, with modules from US Leadership Academy programmes, will ensure all managers can effectively coach, lead & inspire their teams -driving performance & fostering an inclusive/safe workplace that enables all employees, including those from under-represented groups to thrive. This reflects current practices & contributes to Fedcap’s track record of retaining high-performing staff- 91% of staff would recommend Fedcap as a good place to work (People Survey, May 2020). In addition to People Surveys we also host quarterly People Forums (PF) which will be rolled out CPA-wide for Restart. Our PFs allows us to; share business information, encourage ideas and feedback, generate ideas for improving business operations & harness different perspectives. 94% of people following a recent forum (Mar 21) felt the group helped them to engage with the business and motivated to stay involved.

Fedcap/DPs will each maintain robust policies/systems/procedures for tracking/ proactive management of absences/annual leave, e.g. Fedcap uses Oracle HR system, which flags absence patterns, checked at monthly managers meetings. Data about DP-wide absences will be reviewed at quarterly PFs to highlight trends/concerns & share best practice across DPs, e.g. for absences of 4+ weeks, managers refer to Occupational Health specialists & support return to work. Fedcap’s [REDACTED] sickness rate is below XpertHR & ONS 2.7% average & we will actively monitor DP rates with specific concerns addressed via contract performance measures. Restart CRM system incorporates a scheduler for frontline roles e.g. EA, Engagement Consultants (EC) which tracks/restricts planned leave within tolerances & will immediately flag any risks to CSSs caused by low staffing, triggering a redistribution of workload. Guidelines on leave approvals ensure manager ratios are sufficient for tasks to be effectively delegated. Where absence cannot be covered by redistributing, e.g. Covid absences / isolation, we source fixed term cover e.g. agency staff, secondments across DPs. 

Agile resourcing will manage staffing levels against actual/predicted caseload demand, taking the service from [REDACTED] frontline staff (Day 1), to predicted peak of [REDACTED] (Oct ‘22), decreasing to [REDACTED] (July ‘24) & [REDACTED] (July ‘25).  Predicted volumes are modelled against referrals, job entries/programme exits & material local/national trends to give a robust forecast of resource requirements, with staffing profiles stepped accordingly. To achieve this recruitment/training strategies (above) will remain in place; job adverts will stay live & sifting/selection processes continuous, developing a rolling talent pool across all Fedcap/DPs. Internal succession planning will create managerial pipelines, backfilling via rolling recruitment. Temporary/localised spikes in demand are met by redeploying &/or retraining staff across Fedcap/DPs to cover roles, use of secondments or associate pools sourced via partner agencies (above) - who maintain pools of local candidates that match our job specifications, enabling rapid recruitment / onboarding. Our Restart Director will review profiles monthly to ensure increases / decreases are planned & undertaken in the optimum way. As staffing profile decreases (from Aug 23), typically we transfer resources to other contracts to retain skills / safeguard jobs, but we recognise Restart peak will likely exceed future opportunities. Transferable skills strategies built into individuals’ ITPs, careers support tools on our e-Portal & a Restart Strategic Sector Lead seconded into Fedcap’s HR as a Redeployment Partner will support staff with career next steps. Fixed term/flexible contracts, secondments & managing natural attrition rates enable us to manage a smooth run-down, maintaining service levels while minimising need for redundancy.

Management structure -see appendix 4. No Tender Assurance risks identified. 
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		Question 1.3.8 – Delivery Infrastructure





		Please provide details of the delivery infrastructure you will use to deliver this provision, including details of premises, digital support and any outreach services.

 

Your response should as a minimum:



· Provide details of the delivery infrastructure that you will use for engaging and supporting participants, making sure this in line with paragraphs 2.151 – 2.153 of the specification.  Please note that a full site list is not required but details on how you will identify them and ensure sufficient to meet the Restart specification and your service offer



· Include premises for face to face contact and digital services, and how these meet any legal requirements, including compliance with the Equality Act 2010.



· Please demonstrate how your delivery infrastructure, including where applicable a description of any outreach services you will provide, will ensure that all Participants can access your services within the daily travel limits of 90 minutes each way (as outlined in the specification).



· Please provide details of the digital services you will offer to deliver your provision.  (Digital services includes all non face to face services delivered to customers including by telephone and internet. We would expect responses to focus on the services that will be provided rather than the hardware or software used to provide it although both may also be relevant.)



· Detail your contingency plans should your digital solution or other parts of the delivery infrastructure be unavailable, the timeframes to enact this and how it will not have an adverse impact on your proposal.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response.





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 3 sides of A4.  









































[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Delivery Infrastructure for Restart: Fedcap & our local Delivery Partners (DP); GetSetUK, WREC, Portsmouth City Council & Palladium, will deliver Restart across South Central (SC) via a blend of fixed premises, outreach venues, telephony & digital services to deliver a fully accessible, consistent Restart provision across the entire CPA. Across all DPs, we will engage & support Restart participants via: 19 Fixed premises (Hubs), permanent delivery sites mainly located in key cities/towns where we anticipate high volumes (based on universal credit (UC) claimant data), e.g. Brighton, Reading, Southampton. Of these, 2 are DPs’ existing sites, already used to deliver employment support provision. The remaining premises are new, sourced by DP Estates leads in preparation for Restart. In identifying our premises, both existing & new, we have ensured they meet our minimum standards: easily accessible by road & public transport from surrounding areas; compliant with the Equality Act 2010; large enough to accommodate anticipated referral allocations (accounting for flows on & off programme) &, crucially, offer an environment that encourages attendance & supports progression. This includes, as a minimum: ▪ a professional & welcoming environment, with consistent Restart branding, a welcoming reception & areas for specific activities, e.g. break-out area with refreshment facilities, ICT suite with WIFI enabled tablets, laptops, & printers for jobsearch. ▪ Training rooms for facilitator-led provision, i.e. training/group workshops, with space/rooms reflective of anticipated referral volumes in each location. ▪ Private interview rooms for confidential 1:1s between participant & Employment Advisers (EA), encouraging full disclosure of needs/barriers to support action planning. ▪ Space to host partners, stakeholders & employers to support integrated working/access to wider services. Wherever possible we have identified sites located close to JCP offices – this offers a familiar / accessible location for local jobseekers & will support engagement with JCP Work Coaches (& co-location where available), improving warm handover process & onboarding experience for participants.  To ensure a sufficient volume & spread of premises for Restart, we analysed travel times & availability of public transport across the CPA, notably in rural/coastal areas – confirming transport links are typically good across the region.  We cross referenced this with anticipated referral volumes by JCP office to inform premises location & size, ensuring no participant will need to travel for more than 90 minutes. We have confirmed that all premises will be ready for go-live date (28/06/21). Outreach venues (Spokes) will increase engagement & performance through improved access to face to face services. We have identified a total of 41 outreach premises used from day 1. This includes sites in rural areas where public transport links are poorer, e.g. Newbury, Bordon (with opening times aligned to the local part-time JCP), Lymington. Plus, in local towns, where participants generally expect locally available provision to minimise travel requirements e.g. Haywards Heath. As we generate Restart data, we will analyse engagement rates & preferences & predicted/actual performance data to inform continued identification of additional outreach venues, targeting localised neighbourhood issues e.g. downward trends in engagement & attendance. To facilitate this & enable rapid response, Fedcap & each DP will build/maintain a list of pre-approved outreach venues pan-CPA, continually refreshed throughout the contract. E.g. we are engaging Oxford Communities & Voluntary Action on how to ensure we reach specific communities e.g. Syrian refugees & African women communities. Digital Infrastructure, the best outcomes come when participants can access a mix of face to face (f2f) & digital provision – feedback from our Fair Start Scotland customers told us 90% prefer a mix of digital & f2f delivery. This blended approach enables us to tailor delivery to participant preference, maximising engagement & accelerating outcomes. We have invested in digitally enabled participant tools / services. Our Career Development Platform (CDP) provides an additional layer of accessibility, enabling anyone with a device / access to data/WIFI to benefit from an extensive range of 24/7 support from home / community locations. We know this is what participants want – our extensive monitoring of the CDP activity informs us that 45% of participant interactions take place after 5pm. Digital services are provided within a mobile ready user interface, accessed via any standard web browser, mobile device, or screen reader. See Digital Services section for details. We will continually analyse Restart data, e.g. participant feedback, fail to attend rates, to monitor effectiveness of our approach, ensuring we maintain the right blend of f2f & digital provision. 

Meeting legal requirements: Premises -We will assure that every fixed premises is compliant with legislation, including the Equality Act 2010 and has, as a minimum: access to a disabled toilet; lifts or alternative ground-floor venues. Premises will have facilities such as hearing induction loops, Braille and large key keyboards or access to equivalent support services, e.g. interpreters. Through due diligence, Fedcap obtains evidence of compliance across all DPs, working with them to address any issues prior to go-live. All premises will be health & safety, including Covid-safety (e.g. measures in place for social distancing, deep cleans, hand washing stations), assessed prior to use, repeated annually & logged in our central system. This forms part of our criteria for outreach venues, ensuring they meet necessary legal requirements. Digital services - Reflecting Equality Act 2010 best practice guidance, our CDP has built-in accessibility options, e.g. ability to control font size, colour & screen reader for those with poor eyesight. It meets level AA of the web content accessibility guidelines. Palo Alto firewalls restricting access to specific URLs, e.g. gambling, extremism, providing duty of care to staff/participants using office-based technology/connectivity. 

Ensuring service access within daily travel time limits – Our model ensures the no participant will have to travel more than 90 minutes each way. We know travel time is a key engagement influencer; accessibility is one of our primary criteria for fixed premises selection. We know that the SC has relatively good public transport links & this has directly influenced our estates strategy. Our Estates lead has mapped transport routes pan-CPA & cross referenced with our proposed premises to confirm no participant will have to travel more than 90 minutes to access provision (65 minutes from their local jobcentre). 100% of fixed premises will be within 5 minutes’ walk of public transport links, & 17 are serviced by multiple transport options (bus, train). In more rural areas with relatively high anticipated Restart volumes e.g. Banbury, we have identified fixed premises, additionally we have identified outreach locations where we expect volumes to be lower e.g. Ringwood. Outreach services comprise a localised version of our f2f service model, including 1:1 EA appointments, Employment Facilitator-led training, jobsearch events/jobs clubs. For example, operating regular sessions/days from Activate Learning’s college premises in rural Oxfordshire where transportation is limited; DP GetSetUK are in discussions with Gatwick Airport to integrate a pop-up help desk on site to support unemployed people from the aviation industry (one of Crawley’s key sectors). This is facilitated by ‘office in a box’ kit (laptops, mobiles, dongles, cloud-based systems), which enables staff to work from anywhere – including home working where Covid restrictions require. Locally, each DP will manage a list of pre-approved ad hoc/drop in venues to meet with participants with disabilities or other conditions where DWP has agreed a travel time cap <90 minutes/there are access barriers associated with public transport routes. Over contract life, we will flex outreach venues according to demand, using data to identify communities that would benefit from a more local office base. 

Digital services – Restart participants will benefit from a collection of best-in-class technology platforms and systems designed/configured specifically for Restart delivery. Used by all DPs, these enable us to deliver a range of added value digital services, available across the whole CPA, including: ● CDP, providing 24/7 access to a wide range of career management and transition tools including: Pulse self-assessments, ATS-friendly CV builder, 360 interview simulator, 1000s of e-learning modules, our jobs aggregator, labour market update videos/podcasts, plus signposting to digital training via external providers. ● Online resilience & coaching tool, Ready Tech will provide self-led mindset assessments, self-care ideas, guides, prompts, all designed to help participants build resilience & healthy mindsets to maintain motivation to work; ● Our digital better of calculator enables local authority advice and guidance for budgeting as well as access to a range of live & pre-recorded virtual sessions with specialist financial advisors e.g. debt management; ● Our Virtual Contact Centre (VCC) technology enables 1:1 remote support/engagement via phone, live chat (via CDP/DP websites), video , Facebook, Whatsapp and/or SMS messaging with Employment Advisers & other frontline staff, e.g. Employer Solutions, Engagement Co-ordinators. The VCC enables optimum availability to participants when they need & provides service consistency whichever channel they prefer, inc. out of hours. ● Participants can access virtual tutor-led training, appointments with other frontline staff, e.g. Wellness Facilitators, as well as theme-led surgeries and drop-in sessions. 

Participants with limited access to IT devices/internet connections can to access digital services from our fixed/outreach premises, or via public internet access in e.g. local libraries. Our training module, Living & Working Digital, will build confidence in digital services rapidly, and we will engage local digital inclusion campaigns, inc expanding our own Connect to Go pilot, which works with local Councils (Hampshire, Rushmoor), to hire out ICT equipment following a short training course. We have allocated significant budget ([REDACTED]) for tablets/data for participants where cost is a barrier.

Contingency plans - We have fully developed Business Continuity (BC) plans & throughout COVID we moved from f2f to 100% digital within 48 hours. Our ICT BC plan is owned by our Chief Information Officer. We have built resilience/reliability into each component of our architecture. E.g. our CDP, CRM and telephony technology will be delivered from Geo dispersed locations (100% cloud based), providing more than 99.9% availability. EAs and participants do not rely on a single system. Our office locations are connected to the Internet directly and protected using Palo Alto firewalls. All staff will be able to use available mobile/home broadband Wi-Fi networks. If this connectivity fails, we have mobile 3G/4G fail cover. In the unlikely event of system / connectivity failure: ▪ All staff are trained in Business continuity processes during induction, ensuring ability to enact effectively; ▪ We select 3rd party suppliers able to offer minimum service levels for service availability, with maximum timeframes for downtime, e.g. Supplier will ensure system availability is 99.9% in each calendar month.  All suppliers must comply with e.g. ITIL guidelines & ISO27001 requirements, providing confidence of service continuity / minimal downtime. ▪ participants can access core services face to face, via frontline staff operating manual process. This is further supported by EAs able to work outreach within the community if access to a fixed premise is an issue. Our IT team monitor the availability and connectivity of the components of all digital systems/services and in the unlikely event there is a failure our ICT function issues an immediate e-alert across the whole delivery network. This will trigger staff to implement defined manual processes (paper based/laptop notes) and staff upload manually collated data within 2 working days of service resumption. BC plans for delivery premises include identified contingencies, e.g. serviced offices via property partners, Instant and Regus (able to be mobilised for use within 1 day & available on short/fixed term contracts), &/or additional outreach venues. With robust processes in place for communicating changes to delivery locations to staff, participants & stakeholders. Our digital infrastructure provides additional contingency – we can increase remote delivery (online / telephone) to maintain participant engagement, minimising the impact of reduced f2f availability.  It also provides 100% Covid contingency- if restrictions mean we cannot deliver f2f, we can provide our full-service model remotely (phone/digital). No Tender Assurance Risks Identified.
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		Question 1.3.9 - Implementation





		Please outline how you and your supply chain will ensure the required standards for the contract are met from the start of referrals. Describe how your plan will provide a high-quality service from go live across the entire CPA.



Your response should include as a minimum:



· Key milestones, timescales for activities including start and end dates for each activity and the position of the person responsible for each activity.



· The timeline for staff recruitment and training



· The timeline and key activities to secure and set up your proposed delivery locations.



· A contingency plan should you not achieve key milestones in your implementation plan.



· A narrative to expand on the Implementation Plan which: identifies all key risks (e.g., delays to securing premises, recruiting staff, IT etc.); provide a RAG (Red, Amber, Green) rating for each of these; and explain how they will be mitigated and managed, including the timeframe for doing so to ensure that service delivery will still commence on your proposed date.



· Please review the relevant section of your Tender Assurance Report prepared by the Contracting Body to ensure all relevant risks identified in relation to this question are addressed in your response.



Please provide an implementation plan in the form of a detailed Gantt Chart, this can be in PDF format, to be attached at Appendix 11 showing the critical path and interdependencies with supporting narrative. 





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 3 sides of A4.  













































To ensure Fedcap & our 4 Delivery Partners (DP) for Restart South Central (SC) are ready to deliver required standards from contract start our Senior Programme Manager (SPM) has designed an implementation approach & detailed plan specific to Restart service specification, draft contract & associated schedules / annexes, & our service model, as per our tender submission (quality & financial). The plan is fully costed ensuring it has required resource allocation to stand up a high-quality service ready from start of referrals. Our approach is based on best practice (e.g. PRINCE2) & draws on our UK senior management team’s vast experience of mobilising large contracts in short timescales (e.g. 2x Work Programme contracts for legacy company Working Links). Our Restart implementation team is already identified & established immediately post bid submission, in preparation for contract award. Our Implementation Director (ID) is accountable for successful plan delivery & ensuring readiness for go-live, providing leadership across the project. The ID will be the Authority’s senior point of contact & will establish a collaborative working relationship as soon as possible -we will make resources immediately available on contract award to work alongside the Authority’s Team. We will be transparent in our approach, reporting progress against plan deliverables, escalating risks & communicating contingencies. A Programme Management Team (PMT), led by our SPM, supported by Project Managers & Project Co-ordinator (100% allocated to Restart until August 2021), reporting to our Exec, will manage Work Stream Leads (WSL) to deliver detailed requirements. WSLs are skilled subject matter experts covering e.g. partnerships, employers, marketing, people/HR, learning & development, finance, estates & procurement. They are supported by Fedcap Group’s [REDACTED]-strong corporate management team, with experience of implementing 200+ employment related contracts. To ensure effective implementation pan-CPA, our Delivery Partners (DPs) will be a fully integrated part of the implementation team –creating a ‘one team’ approach. DPs are locally embedded, bringing experience / existing resources to support effective implementation e.g. properties/people & stakeholder networks. This team is responsible for delivering day 1 requirements against their workstream / allocated delivery region. Implementation leads have been involved in developing our tender/implementation plan, assuring full/immediate understanding of Restart requirements & solution. Key milestones Day 1 recruitment starts & staff contingency planning 16.03.21 (Director of People & Talent (DPT)); ICT high-level design/business requirements complete 26.03.21 (Chief Information Officer (CIO)); PMT/implementation team in place 13.4.21 (SPM); Agree stakeholder communication 13.4.21 (Integration Manager (IM)); Commercials agreed with DPs 05.5.21 (Head of Supply Chain (HoSC)); Implementation launch ‘kick off’ event (One Team) 14.4.21 (ID); Heads of terms started with property agents 15.4.21 (Director of Estates & Facilities (DoEF)); Implement employer engagement strategy 20.04.21 (National Employer Lead); Contract reviewed/signed 26.4.21 (Legal Counsel); Implement stakeholder engagement plans 27.4.21 (IM); IT equipment purchased 20.5.21, IT systems set up/tested 15.6.21, digital solution set up & tested 15.6.21, DWP Infosec technical review 17.5.21 (CIO); Quality / performance management processes signed off 25.5.21 (Head of Quality); Tranche 1 recruitment complete for management 1.6.21 & 14.6.21 for delivery staff, all day 1 staff (incl DP) trained/in-post, go live ready 28.6.21-09.7.21 (DPT); Estates confirmed, contracts / agreements signed, fit-out 28.6.21 (Covid restrictions allowing) (DoEF). DPs ready for go-live 28.6.21 (HoSC). See Appendix 11 for full milestones, activities & owners. Timeline for recruitment/training Critical activities are underway & will continue pre-award (at risk), maximising available time –our DPT has aligned our 6 stage Recruitment Training & Onboarding Strategy with DP recruitment/training approaches. Resource Planning & Gap Analysis has commenced: mapping job roles, volumes & start dates over contract life; identifying existing Fedcap/DP talent for Restart; designing candidate attraction strategies; drafting job descriptions; & engaging a Preferred Supplier List (PSL) of recruitment partners, e.g. Hays, Experis. For day 1, we require [REDACTED] staff to deliver/manage Restart in SC; [REDACTED] will transfer from Fedcap / DP existing teams pre-go live. For remaining roles: Candidate Attraction strategies launch 17.03.21 continuing through contract; Staff selection: Initial sifting / shortlisting for Day 1 runs 23.03.21-17.05.21, assessment centres / interview 29.03.21-12.05.21, Condition / confirmed offers 09.04.21-18.05.21 & DBS checks 12.04.21-25.05.21. Selection processes will be ongoing to meet profile ramp up & manage attrition; Onboarding for day 1 staff runs 12.04.21-30.07.21; leadership roles in post from 1.06.21; Managers recruited/inducted by 1.06.21, ready to help onboard teams from 14.06.21; Engagement Co-ordinators/Customer Success Centre teams in post 14.06.21 to accept warm handovers/referrals. Strategic Sector Leads in post by 1.06.21 to start employer engagement. Proportionately recruited operational support roles, e.g. finance, senior quality officers in post by 28.06.21, with inductions completed for 13.07.21 when referral activity commences. Day 1 contingency staff will be identified/mobilised 05.04.21-05.07.21. 2-week inductions start from 17.05.21 & run fortnightly to onboard new staff through contract life. Frontline staff will complete Institute of Employability Professionals industry training modules pre-start & complete level 2 qualification within 2 months of induction. Timeline for delivery locations We have already identified properties -listed in Appendix 11 along with a detailed schedule for premises set-up in readiness for go-live. We have property agents & fit out contractors briefed & ready to go into formal lease negotiations at contract award. Owned by our DoEF, the timeline & key activities to secure/set up our premises comprise: Fedcap/DP existing premises agreed/fit out from 15.04.21, ready for Restart delivery by 31.05.21. New premises leases will be completed/signed from 15.04.21-09.06.21, with design/fit out between 29.04.21-28.06.21. Compliance with Equality Act, health & safety, Covid safety requirements assured 10.06.21-16.06.21. Outreach Sites agreements formalised from 26.04.21, ready to occupy by 20.5.21. Contingency plan We have developed robust, fully costed (risk premium) contingency plans for all critical workstreams: People–a pan-DP rolling recruitment process builds a pool of high-quality candidates above headcount profiles prior to contract award. Start dates are staggered against referral profiles with flexibility to pull offers forward as contingency (e.g. attrition, sickness, Covid self-isolation). Our PSL agencies will build an additional talent pool against job descriptions, enabling rapid recruitment if required. Fedcap Group provides contingency HR resource. HR leads assess any gaps in us achieving/recruiting our Day 1 staffing profile. We have identified existing Fedcap & DP suitably skilled staff who will step into the Day 1 roles if required.  Premises– we have identified contingency serviced office sites for every delivery premises/location via property partners Regus/Instant Offices. These are available on short term leases & mobilised alongside actual premises, enabling switch on within 1 day of instruction -whilst actual premises set-up continues. Office in a box tech enables staff to work anywhere. Identified outreach premises provide further contingency. IT/systems- hardware suppliers have confirmed required kit quantities & Fedcap maintains contingency stock. Our existing systems can already accept PRaP referrals. Wider systems integration planning has inbuilt contingency (e.g. additional resource/finance if required) & we have started the process at risk. COVID restrictions – we already have robust Covid contingency plans, tested over last 12 months. Including virtual implementation strategies, used to implement a [REDACTED] Employment Services Transformation contract in Canada during 2020, where our US/UK based teams mobilised 41 local service providers. All day 1 recruitment & onboarding (induction) is planned as remote. Apart from mandatory face to face meetings, our full-service model can be delivered remotely (phone / digital) from day 1 & inductions include remote working training, ensuring staff can deliver a high-quality service from home if required. Premises fit-out plans account for Covid-safety requirements & IT systems can be implemented virtually.  Our HRA is accountable for daily check points with WSLs & review of actual vs planned deliverables with our SPM, ensuring contingencies remain fit for purpose/are invoked immediately if a workstream is at risk of exiting a milestone tolerance, with Authority agreement, to ensure no interruption to day 1 service. Slippages/risks are reviewed at weekly Restart PMT meetings, with our Exec -providing early sight of potential issues at senior level, enabling rapid reallocation of resource to focus on at risk activities. Tighter governance processes e.g. daily PMT meetings monitor corrective actions. Plan narrative/key risks Our robust implementation plan sets out key dates, milestones, workstreams & timescales, dependencies, & accountable owners to ensure we are ready to receive warm handover appointments from 28th June / referrals 12th July. It runs 16.03.21 to 31.07.21 -accounting for pre-award ‘at risk’ activities & post go-live transition to BAU. It is dynamic & will be rapidly tailored / realigned in response to any risks/issues. It is owned by our SPM, & each WSL/DP has fed into it. Fedcap owns delivery of core systems, processes & procedures, e.g recruitment/training at CPA level, enabling DPs to focus on people/premises. Scheduled weekly PMT meetings, chaired by our SPM & involving all WSLs / DPs / Exec, will review/sign-off progress against milestones, risks & mitigation strategies. To ensure we meet required standards / deliver high quality from start, we have already started at risk activities e.g. procurement of market leading digital systems, local stakeholder/employer engagement, initiated recruitment activities. Risks: 1) Insufficient Day 1 staff numbers/lack of sector experienced staff: (R) – red until staff are onboarded. Mitigations: (see above) recruitment started pre award to extend available time; recruitment software enables mass recruitment/onboarding; PSL agencies primed with resource needs; pipelining recruitment with staggered start dates; experienced Fedcap/DP management staff identified as day 1 contingency. IEP industry training for all frontline staff. (16.3.21–14.5.21). 2) Premises listed in bid unavailable/not ready for go live (A): impacting ability to deliver face to face services. Mitigations: maintain daily engagement with landlords, to ensure early warning of potential issues, establishing agreements in principle. Full list of contingency premises identified with 1-day set-up (25.1.21-28.6.21). 3) ICT systems not ready for go-live (G): impacting ability to implement full-service offer from day 1. Mitigations: Planned systems are already built, e.g. Fedcap Group CRM, Abintegro Career Development Platform -reducing set up time. Existing systems can be used as contingency to receive PRaP/manage referrals. (16.3.21-21.6.21) 4) DPs in multiple bids are over-stretched or withdraw (A): Mitigations: Full procurement exercise, inc extensive due diligence (DD), credit checks & discussion on other bid commitment, has confirmed capability/financial resilience. Contingency flow reallocation plans in place in case of DP difficulties during ramp up/withdrawal. Additional pre-approved PSL providers identified, with communication maintained enabling rapid onboarding if necessary. (17.12.20-30.9.21) 5) Covid impacts (G) e.g. restrictions/team catches COVID-19 Mitigations: (see above) We can deliver full service remotely via digital systems/services, as agreed with DWP. All team members have nominated stand-ins. Budget for equipment / digital skills training for participants with limited digital access/skills. (1.12.20-24.9.21) 6) Delays to Authority engagement/decision making (G) due to scale of Restart & pressure on Authority resources. Mitigation: we welcome discussion with DWP around how we can work together to minimise impact of delay/other changes to timescales, e.g. bi-weekly (virtual) governance meetings with key Fedcap/DP & Authority decision makers, focusing on critical path/decisions & support required. Risks/mitigations are collated in our Restart Risk Register, monitored by our SPM & HRA, reviewed daily to monitor progress/trigger mitigating action -reported to Exec weekly via PMT & to the Authority via ID communications. No Tender Assurance Risks Identified.
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		Question 1.3.10 – Social Value





		Please explain how you intend to add to the social value in the CPA and its citizens in which you are bidding. 



Your response should include as a minimum:



· How you will aim to improve the social value in your own organisation and that of your local supply chain / delivery partner (s) by investing in your work force to increase in-work progression, employee well-being, and increase staff retention. 



· Outline how you will recruit in an unbiased, representative way which advances equality of opportunity for groups underrepresented in the labour market (for example, but not limited to, women, people with disabilities, BAME groups).



· How you will ensure your organisation and supply chain / delivery partner (s) support workforce development? For example, additional training and development for existing employees, supporting qualifications, mentoring and support.





		

Present your response at the top of a new page, within the margins defined in the Instructions to Bidders (L/R 2.54 T/B 1.75) in Arial font size 12 up to 4 sides of A4.  





































































[bookmark: _Hlk66434860][bookmark: _Hlk66439320]Our employee legacy sits at the heart of our Social Value approach for Restart in South Central (SC), offering a career ‘Launchpad’ for employees across our SC Delivery Partnership. Inclusive recruitment will recognise and encourage talent across groups currently under-represented in SC’s labour markets. A professional, welcoming culture will build confidence and encourage progression. Investment in core and transferable skills with opportunities to explore/develop strengths and specialisms will open up sustainable career paths for our people and contribute to SC’s skills base. 



Social Value (SV) for South Central and its citizens: Restart has the scale to make a substantial SV local impact. We will employ [REDACTED] FTEs- [REDACTED] as minimum local (immediate surrounding travel to work area) to the CPA (aligned to PPN 06/20: Covid-19 recovery)- flowing income through the local economy. [REDACTED]

Increasing in-work progression, employee well-being, and staff retention: Our Delivery Partnership recognises that in-work progression, employee wellbeing and staff retention are important inter-related factors. Employee retention is a measure of a respected, healthy workforce who feels they have a voice, are able to progress and supported in carrying out their role. We know that working on Restart may put our DP’s staff under pressure due to the emotional burden of responsibility they may feel for customers. [REDACTED]. These activities demonstrate our commitment to improve health and well-being for our employees as described in The Social Value model. Fedcap has already invested in the health and well-being of our employees, utilising well-being activities and practising social distancing measures e.g. Our WeCare well=being sessions ran by our internal health professionals, accessed by home working employees across our UK supply chain, included sessions such as Managing Anxious Thoughts, Effective Relaxation Techniques, Managing our Musculoskeletal Health, Mindfulness in Everyday Life. Our people survey indicated that 90% had felt they had been supported to manage their mental and physical well-being. [REDACTED]. These measures have been devised to achieve improved recruitment and retention of our employees, to reduce absence and to create a culture of positive well-being across our UK supply chain.

[bookmark: _Hlk66278066][REDACTED]. Structured continuous improvement (CI) activity across Restart will encourage participation, progression, voice and autonomy, supporting retention by ensuring staff feel they are valued. [REDACTED]. These measures will support Equal Opportunities by ensuring fair pay & in-work progression to support people in the contract workforce to move into higher paid work by developing new skills relevant to the contract in line with The Social Value Model. [REDACTED].

[bookmark: _Hlk66431760]Representative, unbiased recruitment: We recognise that equality of job opportunities for all is vital, particularly during the economic recovery period of COVID-19. [REDACTED]. These foundational measures will contribute to reducing the disability employment gap, influencing staff, supplier, customers and communities. [REDACTED]. We know that diversity of talent and skills is essential to create high performing Restart teams, able to engage residents across SC’s diverse boroughs and communities. To ensure full representative recruitment, we conducted a review of recruitment and job specifications during 2020 to identify and remove barriers to employment for frontline roles. [REDACTED]. For our JETs delivery, our team was onboarded and given a caseload within [REDACTED] weeks, achieving [REDACTED] of targets within [REDACTED] months (typically achieving [REDACTED] by [REDACTED] months). Team Leader/Manager roles are also focused on transferable competencies and skills e.g. 2 years managing, motivating and developing teams for high performance and using data to improve service delivery. [REDACTED]. While we have minimised barriers to employment, [REDACTED]. These commitments will support Equal Opportunity and COVID-19 recovery by reducing the disability employment gap and economic inequalities as well as demonstrating action to increase representation of underrepresented groups in our Restart workforce in line with The Social Value Model.

Ensure workforce development in Fedcap and supply chain/ delivery partners. We are acutely aware of Restart peak staffing demands and the likelihood that Fedcap and our DPs will not have capacity to retain all our people going forward –[REDACTED]. Investing in workforce development will be investing in SC, sowing our experience & expertise to leave an influential uplifted skilled workforce legacy, aligned to PPN 06/20: create new businesses, new jobs and new skills. [REDACTED]. These will support PPN 06/20 priorities for COVID-19 recovery, Tackling Economic Inequality & Equal Opportunity themes of the Social Value Model and support workforce development by building skills. [REDACTED]. This demonstrates our intent by increasing supply chain resilience and capacity to identify and manage cyber security risks.
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Sheet1

		APPENDIX 2

		ORGANISATIONS PROPOSED TO DELIVER SPECIFIC ELEMENTS OF THE SERVICE

		NAME OF ORGANISATION including name and email address of your main contact from your subcontractor organisations.  (Begin by including your own organisation)		TYPE OF ORGANISATION (Private, Public, Voluntary)		CONTACT NAME AND E-MAIL ADDRESS		ELEMENT(S) OF PROVISION TO BE DELIVERED		PERCENTAGE OF OVERALL DELIVERY		DELIVERY LOCATION(S)

		Fedcap Employment Limited		Private Limited Company		[REDACTED]		End to End		63.1%		Arun, Basingstoke, Bracknell Forest, Brighton and Hove, Cherwell, Chichister, Chiltern, East Hampshire, Elmbridge, Epsom and Ewel, Hart, Guildford, Horsham, Mid Sussex, Mole Valley, Oxford City, Reading, Reigate and Banstead, Royal Borough of Windsor and Maidenhead, Runnymede, Rushmoor, Slough, South Bucks, South Oxfordshire, Spelthorne, Surrey Heath, Tandridge, Vale of White Horse, Waverley, West Berkshire, West Oxfordshire, Woking, Wokingham and Wycombe.

		Palladium International Limited		Private Limited Company		[REDACTED]		End to End		17.5%		Eastleigh, Isle of Wight, New Forest, Southampton, Test Valley and Winchester.

		Portsmouth City Council		Public		[REDACTED]		End to End		12.4%		Fareham, Gosport, Havant and Portsmouth.

		GetSet UK Limited		Private Limited Company		[REDACTED]		End to End		3.8%		Crawley

		Whitehead-Ross Education and Consulting Ltd		Private Limited Company		[REDACTED]		End to End		3.2%		Worthing & Adur

		Momentic Limited		Private Limited Company		[REDACTED]		Tier 2 - Specialist self-employment support		5% of total contract flows		Pan South Central

		Policy in Practice		Private Limited Company		[REDACTED]		Tier 2 - Financial Budgeting Tool (will be available for all participants)		0%		Pan South Central

		Ready Tech - Esher House		Private Limited Company		[REDACTED]		Tier 2 - Esher House Behavioural Diagnostic Assessment (will be available for all participants)		0%		Pan South Central

		NB If there is insufficient space in the above table to include all the organisations proposed to deliver specific elements of the service involved, please attach a supplementary sheet using the same table format.
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Sheet1

		Job Roles and Responsibilities - Appendix 5



		   Please provide full details of the Full Time Equivalent (FTE) number of staff, job title, key responsibilities, relevant skills, experience & qualifications for each role using the table below.   



		Job Title		Key Responsibilities		Relevant Skills and Experience		Qualifications		Number of FTE staff at  Day 1		Number of FTE staff at peak

		Audit and Compliance Manager		Delivering audit and compliance strategy across CPA. Ensure compliance with internal (audit methodology and risk management) and external (regulatory) requirements including governance of Fedcap UK policies and processes.  Providing clear leadership and vision on our approach identifying, reporting risk and making recommendations to mitigate.		Regional leadership experience within Compliance.  Experience of implementing best practices in Audit and Compliance, Quality Management, Information Security, Business Continuity. Excellent written and spoken communication skills and experience of interpreting contracts. Excellent understanding of the requirements of risk management, corporate governance and internal control systems		 International Compliance Association (ICA) Level 7 Diploma - open to those with a degree or appropriate professional qualification, or who hold the Advanced Certificate		[REDACTED]		[REDACTED]

		Claims and Validation Administrator		To oversee the validation end to end process to support contract delivery and maximise revenue whilst adhering to evidence guidelines set out by the relevant governing body		Developed numerical and literacy skills.  Advanced level Microsoft Excel skills necessary including the ability to create complex formulae. A good understanding of other key finance packages such as SAGE and PICs. Ability to learn several systems quickly and thoroughly. Ability to work accurately under pressure and adhere to tight deadlines. Demonstrate an understanding of P & L, Balance sheet and group consolidation and understanding of the accounting equation Demonstrate a strong understanding of double entry and be ability to accurately apply this to daily tasks		AAT Level 2 Diploma or a relevant financial degree		[REDACTED]		[REDACTED]

		Commissioning Coordinator		Working with Customer product manager to procure solutions including services, products and interventions to meet the needs of participants and enhance the customer journey		 Procurement experience. Experience of balancing quality and value for money for products, services and solutions		Qualified or working towards Working towards Chartered Institute of Supply Chain (CIPS) Level 4 or  a qualification equivalent to Regulated Qualification Framework (RQF) Level 3		[REDACTED]		[REDACTED]

		Continuous Improvement Manager		Working closely with the quality function to deliver service improvement activity across the business through employing
process improvement methodologies and the application of innovative thinking		Minimum 2 years proven continuous improvement analytical experience from a similar role, including project management and business analysis. Excellent understanding of continuous improvement concepts including Six Sigma, Lean, value stream mapping . Proficient in the use of Microsoft Office, including Project, Visio, Word, Excel, Outlook, and PowerPoint .Experience of designing or implementing a framework of continuous improvement. Strong analytical, project and product management skills, including a thorough understanding of how to interpret business needs and translate them into operational requirements. Experience of the whole project life cycle, able to operate in the initial conceptual design stage, in the depths of system testing, and at each stage in between		Minimum accredited Lean Six Sigma Green Belt, preferably Black Belt		[REDACTED]		[REDACTED]

		Customer Marketing Coordinator		To support our engagement activities relating to restart programme and campaign by helping to deliver and develop our marketing activities, advertising plans and content strategy, ensuring effective vehicles and content are used to attract and interact with participants. 		Copywriting skills and experience are essential.  Basic knowledge of HTML and content management systems. Good understanding of Social sites and Social Media Marketing. Analytics skills to make informed decisions. Communication skills, written and verbal. IT skills, especially Microsoft Office applications. An ability to plan and prioritise workload to meet deadlines and objectives		Chartered Institute of Marketing (CIM) Level 3 or equivalent 		[REDACTED]		[REDACTED]

		Customer Product Manager 		Identify, source and procure local or emerging customer need/ solution Identify gaps in provision and/or the accessibility of current services and source additional or alternative local solutions to meet these needs. Supporting the procurement team drafting specifications, preparation and issue of tender documents, evaluation of proposals, contract award and administration. Ensuring that all procurement activities are fit for purpose and provide value for money. 		stakeholder management, knowledge and understanding of the end to end procurement processes. 		Qualified or working towards Working towards Chartered Institute of Supply Chain (CIPS) Level 4 or  a qualification equivalent to Regulated Qualification Framework (RQF) Level 3.		[REDACTED]		[REDACTED]

		Customer Success Adviser 		Manage referrals and PRaP, Manage the participant live chat & helpline. Operate within established CSC procedures to deliver objectives in accordance with service level agreements (SLAs) and expected quality standards. Following the customer journey process to ensure appropriate contact is made with participants. Provide general assistance to existing participants so they receive agreed support. Maintain customer records in accordance with data protection requirements so that participant information is safeguarded and the customer journey is accurately recorded. Resolve enquiries from participants, operations, funding bodies or other organisations, ensuring their queries are answered or they are referred to the person they need. Perform any other administrative duties as required, working flexibly in response to changing operational demands to support participant focused service delivery.		Experience of providing (or a capability to provide) exceptional customer service, including dealing with vulnerable or challenging people in an engaging way. Experience of general office administrative duties. Experience in the use of Microsoft office packages and databases and other relevant software packages.
 		NVQ Level 2 in Customer Services or equivalent.		[REDACTED]		[REDACTED]

		Customer Success Centre (CSC) Manager 		Day-to-day management of Customer Success Advisers/ centre. Lead, motivate, develop and performance manage the team to continuously improve and increase their capability and deliver against their targets.  Develop and implement procedures that enable the CSC team to deliver its objectives and perform consistently against service level agreements (SLAs). Contribute to the development of SLAs, working alongside the CSC team and the business to ensure that customer journey activity consistently supports business delivery. Manage all systems and processes within a specified operational contract area to ensure we can evidence our commitment to contractual requirements. Manage and enhance the customer journey process to ensure appropriate contact is made with participants. Ensure the CSC Team adheres to our safeguarding policy so that participants have confidence in the protection of their data and we comply with statutory requirements and comply with any legislative needs. Maintain accurate data management and reporting systems, ensuring reports on all aspects of customer journey activity are generated so the business can understand contract performance. 
		Minimum 2 years' experience of/ability to coach and performance manage a team in a call centre/  target driven environment Excellent interpersonal skills, including exceptional telephone manner The ability to multi-task and work in fast-paced environment. A broad level of best practice CCC knowledge and approaches so that the business can benefit from new market trends and developments. Experience in developing SLAs that enforce contract compliance and quality service delivery Experience of process flow mapping and project management in a call centre environment Knowledge and understanding of data protection and safeguarding legislation 		NVQ Level 5 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Delivery Manager		Lead  an operational team in relation to quality and performance. To manage performance by office, understanding the detail and implementing corrective action for underperforming areas. Deliver performance in all KPI’s across all locations. Manage contact with key stakeholders at a regional level, maintaining a positive working relationship to ensure we receive sufficient customer flows to deliver according to service level agreements A key contact for DWP. Set budgets & targets, resource planning, stakeholder engagement. Motivate and inspire a management team to develop their people and manage them in a way that is consistent with company values and business objectives		The ability to lead, motivate and manage a diverse team to achieve contractual, company and personal goals. Build and maintain strong working relationships with a number of different internal and external stakeholders Sound judgement and decision making with the ability to communicate decisions clearly and diplomatically Ability to manage change and adapt to new situations and sell change as positive to their team Highly Commercial with considerable experience of P&L management Considerable knowledge and experience of leading teams in a multi-site operational environment. A proven track record of meeting demanding targets and deadlines both individually and via the management of a team Considerable knowledge and experience of working in a target driven environment Experience of people management including developing, coaching and managing underperformance in a customer focused, results driven environment		NVQ Level 5 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Employer Marketing Coordinator		To support our engagement activities relating to restart programme and campaign by helping to deliver and develop our marketing activities, advertising plans and content strategy, ensuring effective vehicles and content are used to attract and interact with our employers		Copywriting skills and experience are essential.  Basic knowledge of HTML and content management systems. Good understanding of Social sites and Social Media Marketing. Analytics skills to make informed decisions. Communication skills, written and verbal. IT skills, especially Microsoft Office applications. An ability to plan and prioritise workload to meet deadlines and objectives		Chartered Institute of Marketing (CIM) Level 3 or equivalent		[REDACTED]		[REDACTED]

		Employer Solutions Consultants (ESC) 		
Employer engagement, generate opportunities, recruitment/job matching. To secure sustainable job outcomes for Participants. Providing employers with  high-quality  services,  including  recruitment,  with  a  variable  focus  on  sales, service  and  candidate  preparation. Promotion of the Service  Offer  to  employers,  in  order  to  deliver  tailored  value-added  services  to  secure stronger relationships and long-term employer commitment. Deliver performance against agreed sales, service and quality KPI's. Manage the co-ordination of a response to employer's requirements following identification and qualification of employer needs.  Maintain a good understanding of the local/regional labour market and employer needs in order to inform operational delivery and support targeting of sectors, employers and clients. Support candidates to become self-sufficient in job search activity, through adopting coaching and mentoring approaches and working with small groups. Identify opportunities for the development and growth of 'employer accounts' through following sales process, including qualifying opportunities and escalation. Identify employment and other work related opportunities with employers through marketing candidates directly into employers. Deliver high-quality candidate preparation prior to interview/job start, including application, interview/assessment centre and job start preparation activity		Experience of working in a customer focused, results driven environment. Knowledge of the local labour market.  knowledge of the local/ national labour market. Understanding of Employer’s needs, experience of training needs analysis and organisational needs analysis, translating these in to fit for purpose programmes and services. Experience of account management. Knowledge of legislative recruitment regulations including safeguarding		 IEP Level 3 or willingness to work towards		[REDACTED]		[REDACTED]

		Employment Advisers (EA) 		Manage a caseload of participants holding initial appointments and action plans to ensure appropriate and effective contractual activity is undertaken by all participants according to their level of job readiness. Address participants personal constraints to employment, providing challenge, advice and guidance where appropriate to develop participants capability in the recruitment process ensuring they have the necessary skills and confidence to secure employment.  Identify, structure and recommend vacancy and training solutions, working in close consultation with ES Consultants and Employment Facilitators, to meet the specific needs of participants and employers. Develop relationships and networks with key stakeholders including employers, JobCenter teams and provisions and funding providers to ensure smooth operation of all processes. Observe and adhere to our customer service standards so that all Participants are provided with the same high standard of service that maximises their chances of securing sustainable employment. Maintain IT files and participants records to a required quality standard to ensure the customer journey is documented in accordance with our quality standards. Identify employment and other work related opportunities with employers through marketing candidates directly into employers. 		Customer service, influencing, labour market knowledge. Ability to build rapport, engage and coach individuals to progress. Excellent interpersonal skills with the ability to work independently and as part of a team Experience of working in a customer focused, results driven environment 
The ability to build rapport and work effectively with challenging individuals 
Experience of appropriate IT systems. 
		 IEP Level 3 or willingness to work towards		[REDACTED]		[REDACTED]

		Employment Facilitators		Facilitate face to face or digital employability sessions to groups of participants. Select appropriate facilitation methods or activities, design and develop interventions which meet participant requirements to develop realistic job goals and career paths Manage participants both face to face and virtually, encouraging participation and ongoing engagement with employability interventions.  Work collaboratively with operational teams to offer high impact and engaging training solutions to meet a range of participants needs including Mock Interviews, How to sessions and other work preparation activities. Meet personal performance targets, Key Performance Indicators and all Quality and Compliance measures by delivering high quality employability provision to participants, both remotely and face to face. Provide advice, guidance and challenge where appropriate to develop customer’s capability in the recruitment process ensuring they have the necessary skills and confidence to secure realistic job goals. Develop relationships and networks with key stakeholders including employers, JobCenter teams and provisions and funding providers to ensure smooth operation of all processes Develop an understanding of specialist signposting services in the local area/region, building knowledge in areas such as specific disabilities, housing, benefits etc.  Drive our customer service standards so that all participants are provided with the same high standard of service that maximises their chances of securing sustainable employment.  Maintain IT files and participants records to a required quality standard to ensure the customer journey is documented in accordance with our quality standards.  When delivering training remotely ensure appropriate digital technologies are being utilised with an appropriate delivery environment that supports privacy and confidentiality of attendees  		Experience of delivering high impact, engaging and interactive employability training in a group session. Experience of delivering and developing training programmes face to face and/or remotely using a number of digital technologies. Experience of working in a customer focused, results driven environment 
Knowledge of recruitment legislation and the local labour market. Experience of providing one to one support and coaching to individuals with the ability to challenge where needed, in relation to attitudes and behaviours towards gaining employment.     

		A recognised Teaching or Training qualification would be desirable.		[REDACTED]		[REDACTED]

		Engagement Coordinator 		Closely engage with JCP and Local Signposting Organisations to engage remotely (via telephone or digital platforms) with participants suitable for the Restart programme. Facilitate a “Warm handover” using a telephony system for all participants to enable a smooth transition onto the programme. Book the participants initial 1st appointment with the relevant EA. Build and maintain strong relationships with local Job Centres, referral agencies and the local signposting organisations to generate and maximise programme referrals Deliver performance against agreed participant referral targets, service and quality KPI’s. Adhere to our customer service standards so that all participants are provided with the same high standard of service that maximises their chances of securing sustainable employment. Maintain customer records in accordance with data protection requirements so that participant information is safeguarded, and the customer journey is accurately recorded. Maintain IT files: - building the participant record capturing key participant information to a required quality standard to ensure the customer journey is documented in accordance with that standard.		Experience of remote relationship building with the participant to engage and welcome them to programme. Experience of working in partnership with JCP. Extensive customer service experience and working in a result driven environment. Experience of appropriate IT systems. Experience of Networking with external agencies. Experience of working in a geographically dispersed area An understanding of local labour markets		 IEP Level 3 or willingness to work towards		6		15

		Engagement Manager 		Day-to-day management of Engagement Coordinators. Lead, motivate, develop and performance manage the team to continuously improve and increase their capability and deliver against their targets. Build and maintain strong relationships with local Job Centres, referral agencies and the local signposting organisations to generate and maximise programme referrals. Ensure customer service standards are understood and observed by all EC'S so that all participants are provided with the same high standard of service. Undertake regular caseload reviews with EC’s, prioritising those who are underperforming so that all consultants have the capability to deliver according to our customer service standards. Manage day to day contact with key stakeholders at a local level, maintaining a positive working relationship to ensure we receive sufficient customer flows to deliver according to service level agreements. Ensure EC’s maintain paperwork and customer records to ensure the customer journey is documented in accordance with our quality standards 		Minimum 2 years' experience of/ability to coach and performance manage a team in a customer facing, target driven environment driven by data/ MI. Ability to understand key financial drivers from the P&L, Knowledge of the local labour market and recruitment legislation		NVQ Level 5 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Facilitation Manager (FM) 		Lead, motivate, develop and performance manage a team of Employment Facilitators to continuously improve and increase their capability and deliver against their targets. Ensure customer service standards are understood and observed by all Employment Facilitators (e.g. through observations and coaching) so that all customers are provided with the same high standard of service that maximises their chances of managing well-being difficulties and securing sustainable employment. Manage day to day contact with key stakeholders at a local level, maintaining a positive working relationship to ensure we receive sufficient customer flows to deliver according to service level agreements. Ensure Employment Facilitators maintain paperwork and customer records to ensure the customer journey is documented in accordance with our quality standards  Ensure appropriate digital technologies and evidence-based content are being utilised by the team within an appropriate delivery environment that supports privacy and confidentiality of customers. Develop an understanding of specialist signposting services in the local area/region, building knowledge in areas such as specific disabilities, housing, benefits etc.   		Knowledge and experience of local specialist networks and provision Minimum 2 years' experience of/ability to coach and performance manage a team in a target driven environment.  Ability to build rapport, engage and coach individuals to progress Able to engage with peers/practitioners across local areas. Experience of/ability to understand key financial drivers from the P&L		NVQ Level 5 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Finance Business Partner		Working closely with the operations and wider business to provide financial and commercial support to ensure that operational and financial performance are on track to meet company strategic objectives and that reporting is meaningful and informs business decision making.		Highly analytical and detail orientated, possessing strong commercial acumen and business sense. Exceptional excel skills coupled with strong communication and interpersonal skills. Organised multi tasker who is able to work under pressure and manage multiple deadlines		Qualified accountant, either ACA, ACCA or CIMA		[REDACTED]		[REDACTED]

		Head of Quality		To formulate and direct the implementation of the quality strategy that aligns to our vision, values and strategic objectives, by driving a customer centred and compliant culture that delivers customer engagement and meets the needs of our stakeholders and funders.  Support the business to innovate in order to grow, drive quality and performance improvements and embed successful change projects. Provide leadership, coordination and coaching to the Quality Team, enabling them to achieve their areas of responsibility and effectively deliver a responsive service to the business and our customers.		Minimum 2 years’ experience in quality management. Strong strategic and customer focus with a clear understanding of operational delivery contracts Experience of developing and implementing customer service quality standards at a similar level in a service focussed organisation. Experience of delivering quality audits and reporting on findings to board level. Ability to manage change effectively and support others through the change process. Excellent communication and negotiating skills. Able to adapt and succeed in a changing environment		Level 4 Certificate in Leading the Internal Quality Assurance of Assessment Processes and Practice.		[REDACTED]		[REDACTED]

		Head of Service Delivery		Accountable for delivering excellence in areas of contract delivery ensuring we  meet contractual requirements and secure appropriate, long term, sustainable outcomes for as many participants as possible. 		Senior manager with  experience managing high-performing outcome-focused contracts. Experience of/ability to lead and influence senior management teams on a remote basis without direct line control. Experience of implementing new contracts, designing process and delivery models. Gravitas, with demonstrable reputation and contacts with relevant external stakeholders Excellent business acumen and well developed strategic, analytical and financial skills to grow a profitable business 		NVQ Level 7 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Head of Partnerships and Employers		Drive strategic partnership engagement and relationships with LEPs, sector bodies, trade associations and Chamber of Commerce at senior level. Implement an intelligence led approach to developing relationship in growth areas and sectors. Implement account management system and support business with advice/guidance with account management techniques.		A proven track record of working within the employability sector in either sales, business development or marketing department in a senior position. Ideally either worked for, with or have an excellent knowledge of sector bodies, LEPs, trade associations or Chamber of Commerce. A proven track record strategic programme management and experience of team management. Forward thinking and target driven capabilities.		NVQ Level 7 in  Management and Leadership or equivalent 		[REDACTED]		[REDACTED]

		Head of Supply Chain		Responsible for the Organisational partnering strategy by identifying, nurturing, managing and maintaining relationships with supplier networks and key stakeholders to drive performance and revenue.  Develop, maintain and improve the effectiveness of delivery through partners and providers on a national scale, ensuring strong relationships exist so that partners deliver financial, quality and customer service targets to an agreed standard.  		Considerable senior management experience, ideally leading partnership/sub-contracting activity in a fast-moving multi-site business Commercially aware with experience of supporting the tendering process  Ability to identify issues or trends, create solutions and provide clear leadership Experience of implementing new contracts, designing process and delivery models. A demonstrable reputation and contacts with relevant external stakeholders 		Institute of Supply Chain Management (IoSCM) Level 7 or equivalent 		[REDACTED]		[REDACTED]

		Head of Wellness		Responsible for the  Health and Wellbeing Strategy across UK Employability by developing key relationships internally and externally. To develop, lead and motivate a team of Wellbeing Managers and integrate with Operations to increase performance with our broad client base. To support a team of wellness managers who lead on educating participants on their health condition and use short term evidence based interventions to help them to better manage their health. Lead a team to work with individuals on a one-to-one basis and in groups to provide support with mild to moderate physical health conditions.  Lead in the development of a range of training and support materials for non-healthcare trained employees to raise awareness and improve the employee knowledge base. 		Minimum 2 years' experience of/ability to coach and performance manage a team in a target driven environment. Experience of delivering health or wellbeing related group interventions, facilitating workshops or training sessions. Strong  understanding of CBT in the context of behaviour change. An interest in empowering unemployed participants to effectively manage their physical health conditions whilst supporting them to move closer to work.
		Qualified health professional registered with Health & Care Professions Council (HCPC), British Association for Counselling & Psychotherapy (BACP), or British Association for Behavioural & Cognitive Psychotherapies (BABCP)		[REDACTED]		[REDACTED]

		HR Business Partner		Develop and deliver a CPA wide HR business plan that is consistent with the overall HR strategy to develop appropriate capacity and capability and drive business performance. Based locally in the CPA to support all delivery partners and work as part of the Restart Senior Management team to support high performance and quality delivery.		Considerable generalist HR experience, preferably within a fast moving multi-site environment. Experienced in challenging and influencing senior colleagues and managing conflict successfully. Experience of a similarly complex HR operational role in a commercially focused organisation. Experience of managing ER issues in an operationally focused environment.		Chartered Institute of Development (CIPD) Level 5 with membership to evidence continuous personal development.		[REDACTED]		[REDACTED]

		In Work Support (IWS) Team Leader 		Day-to-day management of IWS consultants. Lead, motivate, develop and performance manage the team to continuously improve and increase their capability and deliver against their targets. Manage systems and processes within a specified operational contract area to ensure we can evidence our commitment to contractual requirements. Manage and enhance the IWS element of the customer journey process to ensure appropriate contact is made with participants. Ensure the IWS Team adheres to our safeguarding policy so that participants have confidence in the protection of their data and we comply with statutory requirements and comply with any legislative needs. Maintain accurate data management and reporting systems, ensuring reports on aspects of customer journey activity are generated so the business can understand contract performance. Day to day management of the IWS consultants  		Minimum 2 years' experience of/ability to coach and performance manage a team in a call centre/ target driven environment. Excellent interpersonal skills, including exceptional telephone manner .The ability to multi-task and work in fast-paced environment. Experience of SLAs that enforce contract compliance and quality service delivery. Knowledge and understanding of data protection and safeguarding legislation. Recruitment and local labour market knowledge. 		NVQ L3 Customer Service or equivalent 		[REDACTED]		[REDACTED]

		IWS Consultant 		Manage a caseload of participants in employment to ensure appropriate and effective contractual activity is undertaken by all customers according to their needs in order to maximise their long term sustainability.   Address participants personal constraints during employment, providing challenge, advice and guidance where appropriate to ensure they have the necessary support, skills and confidence to continue in employment.  Understand the benefits culture and know how you can best provide advice, guidance and signposting to effectively support . Liaise effectively with local operational teams in relevant location regarding participants who cease employment.  Develop relationships and networks with key stakeholders, both internal, external and funding providers to ensure smooth operation of all processes  Observe and adhere to our customer service standards so that all participants are provided with the same high standard of service that maximises their chances of achieving sustainable employment.  Maintain participant records to a required quality standard to ensure the customer journey is documented in accordance with our quality standards.   		The ability to develop and maintain key stakeholder relationships. Excellent customer service skills, driven by supporting and progressing participants in employment .Experience of working in a customer focused, high paced results driven environment. The ability to build rapport and work effectively with challenging individuals remotely. Knowledge of the local labour market  
Experience of appropriate IT systems.  An understanding of in-work benefits and where advice and support can be found.   		NVQ Level 3 or equivalent 		[REDACTED]		[REDACTED]

		Learning and Development Business Partner		To design, deliver and facilitate the provision of high quality learning and development interventions, specifically focusing on front-line operational performance and organisational development. Based within the CPA to deliver Fedcap Academy training modules across delivery partners. They will deliver training and design and develop content on an ongoing basis to meet local delivery needs.		A high level of facilitation skills with the ability to coach, challenge and change behaviour within both a formal and informal learning environment. Experience of delivering a range of development interventions for group and individual activities including formal training delivery, coaching and mentoring support
A proven track record in creating development opportunities and coaching interventions which drive performance. Demonstrable experience in developing innovative solutions in line with broad performance objectives. Excellent communication, presentational and interpersonal skills. Familiarity with organisational development techniques		Chartered Institute of Development (CIPD) Level 5 Learning & Development or equivalent.		[REDACTED]		[REDACTED]

		Office Coordinator		Responds to first line enquiries from participants or colleagues, managing the arrival of participants on site and sign posting effectively to the relevant activity and colleague. Be the Customer Service Champion for the branch Administration of Petty Cash and assist with associated payments (e.g. General Requisition Forms). Capture walk in referrals in a timely manner and work closely with branch engagement team to ensure referrals can be processed in line with agreed SLA’s 
Maintain branch job vacancies board and work closely with branch employment services team to ensure board is renewed and kept current over the course of the working week. 
Collate Good News Stories working closely with EA’s and participants and liaise with marketing and social media teams to ensure these are shared internally and externally with relevant third-party organisations (e.g. Job Centres) Perform general administration duties (e.g. photocopying, dealing with mail and invoices, managing room bookings), working flexibly in response to changing operational demands to support customer focused delivery. Undertake word processing duties, including formatting letters, memos and reports to an acceptable standard of accuracy and timeliness. 		Experience of general office administrative duties. Experience of answering first line customer queries and providing customer focused service delivery in a result driven environment. The ability to build rapport and work effectively with challenging individuals. Experience of appropriate IT systems including Microsoft office packages and databases		NVQ Level 4 Business Administration or working towards		[REDACTED]		[REDACTED]

		Partnership & Performance Managers (PPM) 		 To manage and improve the effectiveness of our delivery through partners and providers, ensuring strong relationships exist so that partners deliver financial, quality and customer service targets to an agreed standard. Lead the supply and delivery of services through partners to ensure a high and improving provision of services in the CPA according to contract requirements and to ensure a tangible return on our expenditure. Develop and maintain effective partnerships with subcontractors on a sub-regional level, ensuring our partnering processes/procedures are in place and reviewed regularly to satisfy contractual obligations, quality requirements, financial controls and customer delivery standards (including continuous improvement).  Manage Partner/Service Provider budgets within a sub region so all contracts are delivered to financial, service and qualitative standards and timescales. Overseeing Community Flexible Fund (CFF).		 Experience in leading and developing teams. Experience of partnership/contract management. Experience of management and development of a partner supply chain network. Experience of leading teams and managing internal and external relationships in both a partnership and stakeholder capacity. Strong interpersonal skills with an ability to manage external relationships. An ability to analyse and interpret management information providing clear direction and work with others to identify problems and create effective solutions.		NVQ L5 in Management and Leadership or equivalent. Qualified or working towards Working towards Chartered Institute of Supply Chain (CIPS) Level 4		[REDACTED]		[REDACTED]

		Partnership Coordinator 		To support the PPM in the delivery of partner services on a day to day basis for a specified delivery office(s), ensuring strong relationships exist so that partners deliver an exceptional service to our participants according to cost and quality requirements.  Support effective partnerships with subcontractors for a specified office(s), ensuring our partnering processes/procedures are in place and reviewed regularly to satisfy contractual obligations, quality requirements, financial controls and customer delivery standards. Support Partner/Service Provider budgets for specified office(s) so all contracts are delivered to financial, service and qualitative standards and timescales. Mange the CFF in conjunction with the PPM. Leverage the buying power of our organisation to reduce costs and get increased value for money from the individual subcontractors to enable a better financial return on expenditure. Observe and adhere to our customer service standards so that all participants are provided with the same high standard of service that maximises their chances of securing sustainable outcomes. Maintain paperwork and participant records to ensure the customer journey is documented in accordance with our quality standards.  		 Subcontracting experience. Strong interpersonal skills necessary to manage external providers. An understanding of our business and subcontracting model. Customer service experience.  Experience of general office administrative duties. Experience in the use of Microsoft office packages and databases and other relevant software packages.		Qualified or working towards Working towards Chartered Institute of Supply Chain (CIPS) Level 4		[REDACTED]		[REDACTED]

		Performance Manager (PM) 		Day-to-day management of a local delivery team. Lead, motivate, develop and performance manage the team to continuously improve and increase their capability and deliver against quality, performance/ sales targets. Ensure customer service standards are understood and observed by all EA’s/ ESC so that all customers are provided with the same high standard of service that maximises their chances of securing sustainable employment. Undertake regular caseload reviews with EA’s/ ESC, prioritising those who are underperforming so that all individuals have the capability to deliver according to our customer service standards. Manage day to day contact with key stakeholders at a local level, maintaining a positive working relationship to ensure we receive sufficient customer flows to deliver according to service level agreements. Contribute to the development of the overall employer policy to ensure that sales are recognised and addressed as a part of those policies and longer term targets are achievable. Drive growth of our business through the pro-active sales activity, the development of employer accounts and opportunities to provide commercial services to employers. Ensure the team maintain paperwork and participant records to ensure the customer journey is documented in accordance with our quality standards 		Minimum 2 years' experience of/ability to coach and performance manage a team in a customer facing, target driven/ sales environment driven by data/ MI. Ability to understand key financial drivers from the P&L, Knowledge of the local labour market and recruitment legislation. Understanding of Employer’s needs, experience of training needs analysis and organisational needs analysis, translating these in to fit for purpose programmes and services.		NVQ Level 5 in Management & Leadership or similar Leadership qualification 		[REDACTED]		[REDACTED]

		Quality Manager		Provide quality management expertise and support to the business, working in partnership with operational leaders and their teams to ensure our delivery is in line with our quality standards. Develop and deliver a CPA quality plan to identify and share best practice and support quality improvement so CPA service delivery is consistent nationally and in line with our quality standards and delivers the best possible service to our participants.  Report on quality interventions, ensuring an audit trail exists that demonstrates our commitment to quality standards and meets the needs of regulatory assessment bodies. Influence operational teams to follow audit recommendations, escalating to Head of Service Delivery where necessary so quality delivery is a priority.  Lead CPA training and development and so all staff have the capacity and capability to deliver in accordance with our quality standards. 		minimum 2 years’ experience in quality management Strong strategic and customer focus with a clear understanding of operational delivery contracts Experience of developing and implementing customer service quality standards at a similar level in a service focussed organisation Experience of delivering quality audits and reporting on findings to the business. Ability to manage change effectively and support others through the change process Excellent communication and negotiating skills		Level 4 Certificate in Leading the Internal Quality Assurance of Assessment Processes and Practice.		[REDACTED]		[REDACTED]

		 Senior Quality Officer		To actively support quality improvement activities and improvements across the business by supporting Quality Manager. To administer the complaints management process, monitor the progress of complaints, including liaison with external bodies, such as the Ombudsman or equivalent		Experience of public sector administration An ability to follow processes with a keen eye for detail. Able to follow rules and procedures accurately and promptly.  Confidence and initiative to identify non-compliance issues and take appropriate action. Able to plan and organise own workload to meet timelines and objectives. Experienced and proficient in the application of Microsoft office packages and databases. Able to work effectively as part of a team and within the wider business unit. Good communication and interpersonal skills 		Level 4 Certificate in Leading the Internal Quality Assurance of Assessment Processes and Practice or similar equivalent		[REDACTED]		[REDACTED]

		Recruitment Business Partner		Develop and deliver a successful high volume recruitment strategy. Working closely with the HR and L&D team to deliver our company vision, mission and values across the end-to-end life recruitment cycle. Locally based deliver the recruitment strategy through to peak staffing working as part of the Restart Senior Management Team. Each RBP will be responsible of the recruitment of specific delivery partners and work closely with local operations/offices to deliver their recruitment objectives. 		Ability to demonstrate success as a Recruitment Business Partner or similar role. Previous experience of delivering end to end volume recruitment ideally in-house or RPO. Hands-on experience with candidate sourcing and interviewing. Familiarity with Applicant Tracking Systems and recruitment software. Thorough knowledge of Employment Legislation and Equality, Diversity and Inclusion. Ability to network via social media and other professional platforms		Charted Institute of Development (CIPD) L5 diploma in Resource and Talent Management or equivalent 		[REDACTED]		[REDACTED]

		Recruitment Executive 		 Support a caseload of  specialist customers - Senior manager/ Executive participants into employment. Initial appointments, action plans/reviews. Provide advice, guidance and challenge where appropriate to develop participants capability in the recruitment process ensuring they have the necessary skills and confidence to secure realistic job goals. Ensure they have tailored action plans to identify suitable and achievable steps to achieve these goals. Manage a caseload of participants to ensure appropriate and effective contractual activity is undertaken by all participants according to their level of job readiness. Develop relationships and networks with key stakeholders including employers, jobcentre teams and provisions and funding providers to ensure smooth operation of all processes. Observe and adhere to our customer service standards so that all participants are provided with the same high standard of service that maximises their chances of securing sustainable employment.  		Experience of working in a target/sales environment. Knowledge of Local labour market and recruitment legislation. Relationship building with the ability to persuade and influence Experience of working in a customer focused, results driven environment. Customer service experience. Business acumen and market insight Effective negotiation, influencing and communication skills. Understanding of senior level recruitment methodologies 


		CIPD L5 or Recruitment related equivalent 		[REDACTED]		[REDACTED]

		Restart Director		Lead Restart delivery to contractual requirements, financial/ performance/ quality targets, DWP contract reviews. Set budget & targets for the Senior Restart team and hold them accountable for their role in executing these.  Manage resource plans to retain and engage key talent and maintain a strong succession plan. Senior stakeholder engagement both across the CPA and nationally. Supporting business growth through the development of market-leading delivery models and innovative solution design. Through effective leadership, ensuring an engaged, effective, high-performing, and diverse team and partners are sustained. 		Considerable senior management experience of managing high-performing outcome-focused contracts. The ability to lead a high performing team of senior managers across a wide geography and a disparate contract base – setting clear direction. Gravitas, with demonstrable reputation and contacts with relevant external stakeholders. Considerable business development experience with the ability to demonstrate success in this area 
Sound commercial and operational judgement, the ability to spot trends, to delve into the detail when required and then work through others to ensure operations remain on budgeted and delivery plan.
An understanding of national and regional political environments to work with the Head of delivery to develop plans to integrate services within their local areas.
Strong understanding of the need to promote organisational culture and values – ensuring that senior team are kept close to the front of the business and to customers.		Bachelor’s or Master’s degree in operational management or NVQ L7 Leadership & Management 		[REDACTED]		[REDACTED]

		Senior Audit and Compliance Officer		Contribute to the development of audit and compliance regime by supporting Audit and Compliance manager. Deliver risk-based compliance activity in relation to relevant funder contracts and internal audit programme.  To ensure that appropriate action is taken to improve services as result of external and internal audit and compliance findings to reduce risk.  		A knowledge of compliance as it relates to funder contractual requirements An awareness and understanding of risk-based internal auditing and professional auditing standards Excellent written and spoken communication skills and experience of interpreting contracts. Experience of accurate electronic data analysis and data quality assurance An understanding of the requirements of risk management, corporate governance and internal control systems		International Compliance Association (ICA) Level 3 - open to those with a degree or appropriate professional qualification, or who hold the Advanced Certificate or working towards any of these qualifications. 		[REDACTED]		[REDACTED]

		Strategic Sector Lead 		Sector-focused employer engagement, develop sector-focused solutions. Achieve a number of national accounts by leading on strategic employer and stakeholder engagement across the UK, coordinating key accounts and developing effective relationships at corporate levels. Develop a compelling, attractive, tailored offer to an employer that meet their recruitment needs, increases opportunities for our participants and promoting our brand as a provider of choice. Provide the business with relevant MI to highlight employer needs, trends and labour market analysis to be able to make evidence based decisions. Monitor performance against budgeted ES KPI’s, working with the teams to ensure our budgeted ES targets are met and our employer offer is consistent across sectors. 		Extensive knowledge of the national labour market, Experience of working with business leaders to make the necessary links to develop the employer offer nationally. Understanding of Employer’s needs, experience of training needs analysis and organisational needs analysis, translating these in to fit for purpose programmes and services. Experience of account management. Experience of leading a sales team in a target driven environment Experience of managing and raising the capacity and capability of sales teams. Knowledge of legislative recruitment regulations including safeguarding		Bachelor’s degree or equivalent qualification in Human Resources Management / Employment Law and Recruitment methodologies		[REDACTED]		[REDACTED]

		Wellness Facilitators 		Deliver performance against agreed targets and contractual requirement. To deliver lifestyle and wellbeing groups and workshops through groups and digital platforms. These sessions may include Confidence Building, Managing Stress & Resilience, Sleep & Routine, Assertiveness, Managing Interview Nerves and to also be involved in the planning of workshops and group activities To deliver some individual sessions with participants to assist them in improving their wellbeing and support with producing tailored work focused action plans. Build up and enhance participants confidence and self-efficacy through supportive interaction and signposting to relevant interventions and training. Develop relationships and networks with key stakeholders including employers, jobcentre teams, GPs, healthcare providers to ensure smooth operation of all processes. Develop and implement participant health specific action plans, identifying and utilising evidence based interventions to support the achievement of job goals that are suited to the participants mental and physical health needs, promoting the value of work for health & well-being, helping to build confidence and the practical and emotional skills to adapt to a working routine. To support in the development of a range of standardised training and support materials for non-healthcare trained employees to raise awareness and improve the employee knowledge base 		Experience of working in health promotion or public health. Previous experiences supporting individuals with physical and mental health difficulties in a participant facing environment. 
Experience of presenting and delivering health or wellbeing related group interventions, facilitating workshops or training sessions face to face and through digital technology. Experienced in delivering interventions face to face and via digital platforms. Ability to build rapport, engage and coach individuals to progress. Knowledge and experience of local specialist networks and provisions. Able to engage with peers/practitioners across local areas 		Recognised Teaching qualification such as PTTLS or PGCE		[REDACTED]		[REDACTED]

		Wellness Manager (WM) 		Lead, motivate, develop and performance manage a team of Wellness facilitators to continuously improve and increase their capability and deliver against their targets. Ensure customer service standards are understood and observed by all Wellbeing Facilitators (e.g. through observations and coaching) so that all participants are provided with the same high standard of service that maximises their chances of managing well-being difficulties and securing sustainable employment. Manage day to day contact with key stakeholders at a local level, maintaining a positive working relationship to ensure we receive sufficient customer flows to deliver according to service level agreements. Ensure wellbeing facilitators maintain paperwork and customer records to ensure the customer journey is documented in accordance with our quality standards and adherence to clinical governance framework where appropriate. Ensure appropriate digital technologies and evidence-based content are being utilised by the team within an appropriate delivery environment that supports privacy and confidentiality of customers. Develop an understanding of specialist signposting services in the local area/region, building knowledge in areas such as specific disabilities, housing, benefits etc. 		Knowledge and experience of local specialist networks and provision Minimum 2 years' experience of/ability to coach and performance manage a team in a target driven environment. Demonstrable previous experience of supporting those with health issues back to work / vocational rehabilitation / occupation health. Ability to build rapport, engage and coach individuals to progress Able to engage with peers/practitioners across local areas. Experience of/ability to understand key financial drivers from the P&L		Qualified health professional registered with Health & Care Professions Council (HCPC), British Association for Counselling & Psychotherapy (BACP), or British Association for Behavioural & Cognitive Psychotherapies (BABCP)		[REDACTED]		[REDACTED]
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Delivery Sites 1

		Appendix 6

		DELIVERY INFRASTRUCTURE DETAILS 



		Organisation Name(s)                  (including Prime, Subcontractors, Specialist and ad-hoc)		Delivery Location(s) (including Outreach and co-location sites		Existing/ New sites		Facilities Available 		Public Transport links and proximity to the premises		Confirmation that delivery premises will comply with the Equality Act 2010 		What is delivered from this site?  

		Fedcap Employment Limited		Telecome House, 125-135 Preston Road, Brighton BN1 6AF		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 5, 5a, 17, 270, 271 bus services within 1 minute walk from premises. London Road Brighton Train Station within 8 minute walk from premises. Covering Brighton & Hove Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Mocatta House, Forbury Square, Brighton, BN1 4DU		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 37, 52 bus services within 2 minute walk from premises. Brighton Train Station within 3 minute walk from premises. Covering Brighton & Hove Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Kennet Place , 121 Kings Road, Reading RG1 3AH		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 4 Lion, 17 Purple, x4 Lion, within 1 minute walk from premises. Reading Train Station within 8 minute walk from premises. Covering Reading, Maidenhead & Newbury Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Regus , Davidson House , Forbury Square, Reading RG1 3EU		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 4 Lion, 17 Purple, x4 Lion, within 1 minute walk from premises. Reading Train Station within 8 minute walk from premises. Covering Reading, Maidenhead & Newbury Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		5th Fl Beaumont House, Beaumont Road, OX16 5EG		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 5, 6, 7, 50a bus services within 1 minute walk from premises. Banbury Train Station within 9 minute walk from premises. Covering Banbury Job Centre		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Suites 1 and 2, 25 High Street, Banbury, OX16 5EG		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: B5, 5, 6, 7, 50a bus services within 1 minute walk from premises. Banbury Train Station within 9 minute walk from premises. Covering Banbury Job Centre		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		The Meads Business Centre , 19 Kingsmead, Farnborough GU14 7SR		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: I Gold, 1s, 9, 10 bus services within 1 minute walk from premises. Farnborough Train Station within 8 minute walk from premises. Covering Farnborough, Aldershot, Basingstoke, Camberley, Weybridge Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Abbey House, 282 Farnborough Road, Farnborough GU14 7NA		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 11, 1 Gold, 1s, 10, 41 bus services within 1 minute walk from premises. Farnborough Train Station within 4 minute walk from premises. Covering Farnborough, Aldershot, Basingstoke, Camberley, Weybridge Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Viewpoint , 240 London Road , Staines TW18 4JD		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 203, 216, 400, 442, 570 bus services within 2 minute walk from premises. Staines Train Station within 10 minute walk from premises. Covering Staines & Bracknell Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Surrey House, 189 London Road, Staines TW18 4HR		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 203, 216, 400, 442, 570 bus services within 2 minute walk from premises. Staines Train Station within 12 minute walk from premises. Covering Staines & Bracknell Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Crossweys , 28-30 High Street, Guildford, GU1 3EL		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 24, 32, 53, 63, 503, bus services within 2 minute walk from premises. Guildford Train Station within 6 minute walk from premises. Covering Guildford, Redhill & Epsom Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Units A-J Austen House, Station View, Guildford GU1 4AR		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 17 bus services within 3 minute walk from premises. Guildford Train Station within 5 minute walk from premises. Covering Guildford, Redhill & Epsom Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		2nd Floor, Albert House, Queen Victoria Road, High Wycombe HP11 1BB		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 36, 36a, 655, x8 bus services within 1 minute walk from premises. High Wycombe Train Station within 7 minute walk from premises. Covering High Wycombe & Chesham Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Swan House, White Hart Street, High Wycombe HP11 2HL		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 1a, 8 Cressex Connect, 31, 33 bus services within 2 minute walk from premises. High Wycombe Train Station within 7 minute walk from Premises. Covering High Wycombe & Chesham Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Unit 5, 26b - 28 Terminus Road, Chichester PO19 8ZZ		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 52, 53 bus services within 3 minute walk from premises. Chichester Train Station within 8 minute walk from premises. Covering Chichester, Bognor & Littlehampton Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Metro House , Northgate, Chichester PO19 1BE		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 50, CH1, U7 bus services within 2 minute walk from premises. 13 minute walk to Chichester Train Station. 10 minute walk to Chichester JCP.Covering Chichester, Bognor and Littlehampton Job Centres		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		6th Fl and pt 7th, The Switch, 1-7 The Grove, Slough, SL1 1QP		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 81 bus service within 2 minute walk from premises. 10 minute walk from premises to Slough Train Station. 5 minute walk from JCP. Covering Slough Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Regal Court , 42-44 High Street, Slough, SL1 1EL 		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 13, 83, x74 bus services within 1 minute walk from premises. Slough Train Station within 6 minute walk from premises. Covering Slough Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		38 Binsey Lane, Oxford OX2 0EY 		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 4a, 4b, 4c bus services within 1 minute walk from premises. Oxford Train Station within 10 minute walk from premises. Covering Oxford, Witney, Abingdon, Didcot Job Centres. 		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Clarendon House, 52 Cornmarket Street, Oxford OX1 3HJ 		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 7 Gold, 14, 14a, bus services within 1 minute walk from premises. Covering Oxford, Witney, Abingdon, Didcot Job Centres.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Kingsmere Community Centre, Whiteland's Way, Bicester OX26 1EG		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: s5 Gold, 26 bus services within 1 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Forest Community Centre, Pinehill Road, Bordon, Hampshire GU35 0BS.		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 28 bus services within 2 minute walk from premises. Bordon Train Station within 15 minute walk from premises. Covering Bordon Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Broadway House 4-8 The Broadway Newbury Berks RG14 1BA 		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 3x, 3c, 4, 4a, 4b bus services within 1 minute walk from premises. Covering Newbury Job Centre.		YES		Existing Site - Will be for Restart

		Fedcap Employment Limited		2 Yews Community Centre 55 Boltro Road, Haywards Heath, RH16 1BJ		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 31, 31c, 33, 69a bus services within 2 minute walk from premises. Haywards Heath Train Station within 4 minute walk from premises. Covering Haywards Heath Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		All Saints' Youth & Community Hall, Roman Place, Didcot, Oxfordshire, OX117ER		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 94, 96s, 99a bus services within 1 minute walk from premises. Didcot Parkway Train Station within minute walk from premises. Covering Didcot Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Chesham Town Hall Chesham HP5 1DS		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 1, 1a, 55, 71, 73 bus services within 2 minute walk from premises. Chesham Station within 5 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		St Marys Centre, Stream Close, Byfleet, Surrey, KT14 7LZ
		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 436 bus service within 2 minute walk from premises. Byfleet West Train Station within 15 minute walk from premises. Covering Woking Job Centre		TBC		New site - will be for Restart delivery

		Fedcap Employment Limited		Room 19 Basingstoke Discovery Centre Festival Place Basingstoke RG21 7LS		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 54, 55, bus services within 2 minute walk from premises. Basingstoke Train Station within 6 minute walk from premises. Covering Basingstoke Job Centre. 		YES		Existing Site - Will be for Restart

		Fedcap Employment Limited		Witney Library, Welch Way, WITNEY, OX28 6JH		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 213, 214, 233 bus services within 1 minute walk form premises. Witney Train Station within 9 minute walk from premises. Covering Witney Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Westside Community Centre, Paddock Rd, Basingstoke, RG22 6QB		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 3 bus service within 3 minute walk from premises. 		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Holbrook Community Centre, Holbrook School Lane, Horsham RH12 5PP		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 662 bus service within 2 minute walk from premises. Covering Horsham Job Centre		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Forest Park Community Centre, Horndean Road, Forest Park, Bracknell, RG12 0XQ		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 156 bus service within 3 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Reigate Community Centre, 53 High St, Reigate, RH2 9AE 		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 32, 357, 420, 430, 460 bus services within 2 minute walk from premises. Reigate Train Station within 11 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Three Central Ltd, 3 London Road, Redhill, RH1 1LY		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 433, 315, 400 Route, bus services within 1 minute walk from premises. Redhill Train Station within 2 minute walk from premises. Covering Redhill Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Bersted Park Community Centre, Lakeland Avenue, Bognor Regis, PO21 5FF		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 400 bus service within 3 minute walk from premises. Covering Bognor Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Dairy Community Centre, Manor House Church Street, Littlehampton, BN17 5EW		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 9, 12, 700 bus services within 2 minute walk from premises. Covering Littlehampton Job Centre		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Weybridge Centre for the Community, Churchfield Place, Weybridge, KT13 8BZ		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 436, 461, 515 bus services within 2 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		
Community and Wellbeing Centre, Sefton Road, Epsom, Surrey, KT19 9HG		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 418, 668, E9 bus services within 3 minute walk from premises. Ewell West Train Station Within 11 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Long Furlong Community Centre OX14 1XP 		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: S8, S2, x3 within 4 minute walk from premises. Covering Abingdon Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		The Heatherside Community Centre, Martindale Avenue, Heatherside, Camberley Surrey, GU15 1BB		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 2 bus service within 1 minute walk from premises. Covering Camberley Job Centre.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Fleet Library, 236 Fleet Road, FLEET, GU51 4BX		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 7, 7 Tiger, 10 bus services within 1 minute walk from premises		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Leatherhead Community Association, 67 High Street, Leatherhead, Surrey, KT22 8AH		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 21, 408 bus services within 2 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Addlestone Community Centre, Garfield Road, Addlestone, KT15 2NJ		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 456, 457, 461, 592 bus services within 1 minute from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Oxted Library, 12 Gresham Road, Oxted, Surrey RH6 0BQ		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 236, 954, bus services within 1 minute walk from premises. Oxted Train Station within 6 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Broadwater Park Community Centre, Summers Road, Farncombe, GU7 3BH		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 503, 523 bus services within 2 minute walk from premises. Farncombe Train Station within 10 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		Maidenhead Community Centre, York Rd, Maidenhead SL6 1SH		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 37 bus service within 3 minute walk from premises. Maidenhead Train Station within 13 minute walk from premises.		YES		New site - will be for Restart delivery

		Fedcap Employment Limited		The Bradbury Centre, Circuit Office, Rose St, Wokingham RG40 1XS		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer access, wifi and printers access.		Transport Links: 4 Lion, 121, 125 bus services within 3 minute walk from premises. Wokingham Train Station within 11 minute walk from premises. 		YES		New site - will be for Restart delivery





		NB  If there is insufficient space in the above table to include all the organisations proposed to deliver specific elements of the service involved, please attach a supplementary sheet using the same table format
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		Appendix 6

		DELIVERY INFRASTRUCTURE DETAILS 



		Organisation Name(s)                  (including Prime, Subcontractors, Specialist and ad-hoc)		Delivery Location(s) (including Outreach and co-location sites		Existing/ New sites		Facilities Available 		Public Transport links and proximity to the premises		Confirmation that delivery premises will comply with the Equality Act 2010 		What is delivered from this site?  

		Get Set UK 		34-36 High St, Crawley, RH10 1GE 		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 62, 422, 900 bus services within 2 minute walk from premises.  6 minute walk to Crawley Station. 2 minute walk to JCP. Covering Crawley Job Centre		YES		New site for Restart Programme

		Get Set UK 		(co-location with Crawley YMCA) Foyer, Horsham Rd, Crawley RH11 7AQ		New Outreach Site		1-2-1 meeting space, computer suite, wifi and printers access		Transport Links: 23, 460 bus services within 1 minute walk from premises. 7 minute walk to JCP.  Covering Crawley Job Centre		YES		New site for Restart Programme

		Get Set UK 		The Pinnacle, Central Court, Station Way, RH10 1JH		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 2, 3, 10 Fastway bus services within 1 minute walk from premises. 2 minute walk to Crawley Train Station.		YES		New site for Restart Programme

		Portsmouth City Council		 The Learning Place 6, Derby Road, Portsmouth PO2 8HH		Existing Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 12, 18 bus services within 2 minutes walk from premises. 10 minute bus journey to Cosham & Portsmouth JCPs. Covering Portsmouth and Cosham Job Centres		YES		Learning and interview activities and interventions

		Portsmouth City Council		Civic Offices, Guildhall Square, Portsmouth PO1 2BE		Existing Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 2, 7a, 700 bus services  within 2 minute walk from premises and within 2 minutes walk of main train station. 2 minute walk to JCP Covering Portsmouth  Job Centre		YES		Interviews and 121 interventions

		Portsmouth City Council		Central Library, Guildhall Square, Portsmouth PO1 2DX		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 2, 700 bus services within 2 minute walk from premises and within 2 minutes walk of main train station. 2 minute walk to JCP Covering Portsmouth  Job Centres 		YES		Learning and interview activities and interventions

		Portsmouth City Council		Paulsgrove Housing Office, Marsden Rd, Portsmouth PO6 4JB		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 3, 18 bus services within 1 minute from premises. 5 minute bus journey from Cosham JCP. Covering Cosham Job Centres		YES		Interviews and 121 interventions

		Portsmouth City Council		Housing Office Leigh Park PO9 5HQ		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 20, 21, 23 bus services within 3 minute walk from premises. 10 minutes from Havant JCP. Covering Havant Job Centres		YES		Interviews and 121 interventions - some small group

		Portsmouth City Council		Gosport Discovery Centre High Street, Gosport PO12 1BT		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 9, 9a, 11 bus services within 2 minute walk from premises, 5 minutes from ferry, bus stop. 2 minute walk from Gosport JCP. Covering Gosport Job Centre		YES		Learning and interview activities and interventions

		Portsmouth City Council		Fareham Library Osborn Road, Fareham PO16 7EN		New Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 96 bus service within 1 minute walk from premises, bus stop 15 minutes from train station. 2 minute walk from Fareham JCP. Covering Fareham Job Centre		YES		Learning and interview activities and interventions

		Whitehead Ross Education & Consulting (WREC)		2-3 Liverpool Terrace, Worthing, BN11 1TA		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: Located in heart of town centre, 10 minute walk from Worthing Station and 3 minute walk from South Street bus terminus. Covering Worthing Job Centre		YES		1-2-1 appointments and small group workshops

		Whitehead Ross Education & Consulting (WREC)		Durrington Community Centre, 2 Romany Road, Durrington, BN13 3FJ		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: Located in Durrington and served by 5, 7, Pulse buses routes covering Durrington and Tarring, within 1 minute walk from premises. Train Station 10 minutes by bus. Covering Worthing Job Centre		YES		1-2-1 appointments and small group workshops. There is also a Worthing Borough Council project (IT Junction - www.onestopjunction.org.uk) delivering digital and money support

		Whitehead Ross Education & Consulting (WREC)		East Worthing Community Centre, Pages Lane, Worthing, BN11 2NQ		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: Located in East Worthing buses routes covering Broad water and Selden. 4 minute walk to East Worthing Bus & Train Station. Covering Worthing Job Centre		YES		1-2-1 appointments and small group workshops. 

		Whitehead Ross Education & Consulting (WREC)		Worthing Town Hall, Chapel Road, Worthing BN11 1HA		Contingency Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 5, 7, 10, 16, bus services within 1 minute walk from premises. Worthing Train Station within 7 minute walk from premises. Covering Worthing Job Centre.		YES		1-2-1 appointments and small group workshops. 

		Whitehead Ross Education & Consulting (WREC)		Northbrook Barn Community Centre, Squadron Drive, Worthing, BN13 3SL		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: Pulse bus service within 3 minute walk from premises. Covering Worthing Job Centre.		YES		1-2-1 appointments and small group workshops. 

		Whitehead Ross Education & Consulting (WREC)		The Sidney Walter Centre, Sussex Road, Worthing, BN11 1DS		Existing Outreach Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 1, 5, 7, 10, 16, bus services within 1 minute walk from premises. Worthing Train Station within 9 minute walk from premises. Covering Worthing Job Centre.		YES		1-2-1 appointments and small group workshops. 

		Palladium International Limited		Imperial House, 
18-21 Kings Park Rd, Southampton, SO15 2AT, GB		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 7 City Red, 1 Bluestar, 2 Bluestar within 2 minutes walk from premises.   Southampton Train Station within 15 minute walk from premises. Covering Southampton Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		18 Staple Gardens, Winchester SO23 8SR		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 7, 67, 68 bus services within 3 minute walk from premises. Winchester Train Station within 5 minutes walk from premises. Covering Winchester Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		Winchester House, 23-25 Winchester Street, Andover, Hampshire, SP10 2ET		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 6, 7, 10, 12, 13 bus services within 2 minute walk from premises. Andover Train Station within 15 minute walk from premises. Covering Andover Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		Hampshire House, 84-89 Southampton road, Eastleigh, S050 5QG		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 2 Bluestar, 5 Bluestar bus services within 2 minute walk from premises. Eastleigh Train Station within 3 minute walk from premises. Covering Eastleigh Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		26 The Mall, Carisbrooke Road, Newport, PO30 1BW		New Fixed Site		Training rooms/facilities, 1-2-1 meeting space, computer suite, wifi and printers access, breakout areas.		Transport Links: 6, 7, 12, 38, 39 bus services within 1 minute walk from premises. Covering Newport Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		Ryde Library, 101 George Street, Ryde, Isle of Wight, PO33 2JE		New Outreach Site		1-2-1 meeting space, computer, wifi and printers access, breakout areas.		Transport Links: 2, 3, 8 bus services within 1 minute walk from premises. Ryde Esplanade Train Station & Hoverport within 10 minute walk from premises. Ryde St John's Train Station within 8 minute walk from premises. Covering Ryde Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		Hythe Library, 38 Pylewell Road, Hythe, SO45 6AQ		New Outreach Site		1-2-1 meeting space, computer, wifi and printers access, breakout areas.		Transport Links: 8 Bluestar, 9 Bluestar, 112 bus services within 2 minute walk from premises. Covering Hythe Job Centre.		YES		New site - will be for Restart delivery

		Palladium International Limited		The Lymington Community Association, New Street, Lymington, SO41 9BQ		New Outreach Site		1-2-1 meeting space, computer, wifi and printers access, breakout areas.		Transport Links: 6 Bluestar, 112 ,119 bus services within 4 minute walk from premises. Lymington Town Train Station within 6 minute walk from premises.		YES		New site - will be for Restart delivery

		Palladium International Limited		Greyfriars Community Centre, 44 Christchurch road, Ringwood, BH24 1DW		New Outreach Site		1-2-1 meeting space, computer, wifi and printers access, breakout areas.		Transport Links: Ringo 2 bus service within 2 minute walk from premises. Covering Ringwood Job Centre.		YES		New site - will be for Restart delivery





		NB  If there is insufficient space in the above table to include all the organisations proposed to deliver specific elements of the service involved, please attach a supplementary sheet using the same table format
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