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Foreword  

The recent national recession and slow economic recovery has been devastating for too many of 
our young people.  And we know that experiences of unemployment at an early age can have 
long-term implications on employment and wellbeing through later life.  As a city, we cannot simply 
stand by and accept this situation as in any way normal or inevitable.  We are committed to 
creating a working city, in which all our citizens have the opportunity for decent work.  For young 
people, we need jobs to provide training and development opportunities to set them on a path to a 
fulfilling working life.  And we know that a good job means better outcomes in other areas of life:  
better health, stronger relationships, less crime and anti-social behaviour, more opportunities to 
grow and develop as a good citizen and make a contribution to our communities.  
 
This report is a reminder of the benefits of a focused and active approach, supporting young 
people to access opportunities, creating confidence in their future, and regarding every individual 
as different and special.  It’s also a reminder that support for young people needs to be expressed 
in their terms.  I applaud the work of Newcastle Futures, and encourage them and other partners 
to continue to improve their services in line with the findings of this report. 
 
We have a great opportunity to expand our support, to create more opportunities for 
apprenticeships and help young people secure the many opportunities that our great city has to 
offer.  Our commitment has already won additional resources from government.  And we are 
campaigning for a more local approach which would allow the recommendations in this report to 
be implemented across the full range of employment services.  We cannot stand by while so much 
talent is wasted. 
 
Councillor Nick Forbes 
Westgate Ward Councillor and 
Leader of Newcastle City Council 
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Executive Summary 

  
Currently 1 in 4 young people in the North East are registered as unemployed. With the 
national average standing at 1 in 5, a level which is being deemed an epidemic, we can see 

the region is in crisis and struggling to support its young people in to work. This research has 
been commissioned to investigate issues faced by young people in Newcastle which may 
present barriers to employment. It intends to highlight and address the most prevalent issues 

offering both recommendations for Newcastle Futures service design and broader strategic 
proposals.  

 
The research is limited due to size and reach and is therefore only able to show a snap shot 

and insight to what has been described as an epidemic global issue. So readers should note 
this report is not meant to imply that the findings are statistically or empirically sound. 
 

The findings will be used to influence the thinking and redesign of the process by which 
Newcastle Futures delivers its services. They will also be shared with other partners and 

agencies to inform thinking, discussion and design of future services and offers.   

Overall Findings 
 

During the research it became apparent that the findings were broadly related to at least 
three key areas, these are: 

 
1. Young People in Newcastle 

 

 There is a perception held within both young people groups and agencies that the 
young person is getting lost amid structural problems with the lack of linked up support 

offered by the various agencies and skills providers across the city. Additionally, both 
young service users and workers spoke of a degree of frustration surrounding how 
current funding structures encouraged at a national level, have led to increased 

competition which in turn has caused duplication and disjointed relationships and 
further served to confuse young people. 

 
 Despite the proliferation of online platforms this generation are keen for human 

interactions, particularly when working with services such as Newcastle Futures. A 

consistent and supportive relationship with an adviser was the most important thing to 
those participants in the research. They want more regular and sustained support. 

They also suggested they would like to see role models with whom they can identify in 
terms of age and background expressing an interest in peer mentoring approaches and 
also a keenness to hear from successful previous clients of Newcastle Futures. 

 
 Young people are not a homogenous group; they desire a multitude of different 

approaches.  They saw their engagement as needing to be conducted through diverse 
and innovative avenues including community engagement, community outreach, social 
media, collaboration with education providers, door knocks and networks such as 

parents.  
 

 Some concerns regarding the perception held by some employers and agencies that 
this generation are underdeveloped for work and lacking independence could be due to 

recent policy developments. Raising Participation Age in education; welfare reforms - 
particularly the ‘bedroom tax’; and the economic downturn are locking young people 
out of the labour market and resulting in a greater number of this generation still living 
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in the family home, which in turn tends to encourage ‘arrested development’ among 
young people and maintain their dependence on parents and state.  

 
 It has been widely recognised that the term NEET (not in employment, education or 

training) applies to a very heterogeneous group. Various approaches have been taken 
to defining the contours of this group. This research suggests that for employment 
services, a NEET differentiation, could be seen as two separate the groups: service 

users and service refusers this would highlight the different challenges these client 
groups present.  

 
 There is a perception that the inconsistent spread of youth provision across the city 

means some young people have more access to support services than others. Services 

are also variable regarding age. While there is substantial provision for 16-18 year 
olds, past this point there is an expectation that young people enter ‘adult support’ 

which may not be suitable as circumstances means they face different barriers and 
incentives for working.   

 

 Young people also face the withdrawal of the supportive environment within education 
to which they have grown accustomed. They are required to enter an adult service 

provision that expects young people to be self directed, even though they have little 
experience or understanding of the world of work.   

 

2. Skills and Competencies 

 

 Agencies, providers and employers identified that young people have a lack of ability 
when it comes to building the resilience needed to succeed in the market place. Other 

research has supported this and identifies that they simply lack the opportunities to 
‘develop character and emotional maturity’ Lawton (2013). Growing up in a time of 
economic boom and political optimism has also made this generation’s experience of 

the recession more acutely felt.  
 

 From participants feedback there is a reflection that young people feel the damaging 
effects of media demonization of this generation. This seems to have led to young 
people lacking ability to identify their own value and transferable skills which in turn 

means they fail to demonstrate them to potential employers. This is a worrying trend 
as global competition will further exasperate the numbers unemployed. 

 
 Young people readily recognise they have no work experience which impedes both their 

ability to compete and perform in the work place. While there are some agencies such 

as Jobcentre Plus that offer work experience, young people are cautious in accessing 
this unless there is a clear possibility of employment or it is within a sector they are 

interested in.  
 

 A key barrier to employment for some young people is travel. While travel cost has 

been acknowledged as problematic, a more endemic problem, particularly among 
participants of a low socio-economic background, was a nervousness to travel.  

 
 There is a perceived insufficiency in careers guidance in schools for many students who 

are trying to make the transition from education into vocational pathways or 

employment. Participants reported a lack of appropriate support and information, 
particularly if they decided to leave courses before they finished or make incorrect 

choices.   
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3. Employers 

 
 Employers are overwhelmed by the multitude of providers/agencies that approach 

them with various schemes and incentives. The research found that employers’ 
confusion with these multiple approaches leads them to disengage with the youth 
unemployment agenda.  

 
 Those that recruited young people recognise the benefits, stating they bring a pace, 

energy and creativity into the workplace. Employers see the opportunity to mould them 
in the working practices and ethos of their business as cost effective and aiding the 
sustainment of their business.  

 
 There is a perception that entry level jobs are being replaced by apprenticeships, a 

number of which do not offer enough scope for learning and development to ensure a 
quality qualification. This can be viewed by young people as exploitation leading to lack 
of motivation and engagement. 

 
 Employers acknowledge they can learn from younger workers, especially as they are 

largely ‘native speakers of digital language’ (Prensky, 2001) which in turn can meet 
employers demand to traverse online platforms. While employers understand the 

demographic issues and impacts of an aging workforce, it would seem that the benefits 
of a diverse workforce are not always readily recognised and planned for. 
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Recommendations for Newcastle Futures 
 

Service Design adaptations: 
 

 Employ or elect an identified youth focused member of staff at Newcastle Futures to 

raise the profile of the organisation with young people, youth services, parents, 
schools, colleges and universities. 

 
 A service structure which includes flexible hours of delivery e.g. 9am-9pm. 

 

 A more proactive approach, making it adviser driven initially, which incorporates a 
more sustained relationship i.e. increased number of weekly contacts (eg 3 per week). 

 
 The fragile nature of relationships with younger clients needs to be recognised and the 

commitment to that young person needs to be taken very strongly and reiterated to 

the young client frequently.  
 

 Increased role in partnering with employers to promote the positive benefits of 
employing young people that tackles age diversity benefits to businesses. 

 
Due to the diverse nature of the millennial generation engagement needs to be conducted 
through multiple avenues: 

 
o Community outreach  

o Collaboration with youth services 
o Forging relationships with parents and peers 
o Links with other innovative companies engaging young people i.e. O2 Academy, 

Newcastle United and Newcastle Arena. 
o Online and social media presence 

 
 
In addition to the core work described above for Newcastle Futures, there could be benefits in 

supporting young people at transitional stages i.e. education to employment pathways, 
including schools, FE colleges and universities. Young people reported a lack of appropriate 

advice and also a lack of awareness of where they could access information, advice and 
guidance, as well as understanding the ‘real work offer’.  
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Recommendations for Strategic Interventions 

During the course of the research, alongside suggestions for Newcastle Futures, a number of 
possible strategic interventions emerged which would merit further consideration. 

 
 

 Improved leadership and a brokerage of key relationships in the city between 

employers, education/skills providers and informal support groups, increasing 
opportunities to forge links between services and tackle elements of competitiveness 

between agencies to ensure clients receive a cohesive package of support. 
 

 There is space for the creation of key stakeholders across the city to take a shared 

responsibility and development of a co-ordinated response which can provide a safety 
net for NEET young people. Supporting strategic planning, data sharing and 

collaboration across services.  
 

 Services working with young people may consider developing resilience as part of their 

core service.  
 

 Simpler systems need to be integrated with employer led apprenticeships, making it 
easier for companies to access the framework. Co-ordination by an impartial body 

which assesses and quality controls apprenticeships to ensure learners can identify 
valuable learning options.  

 Further, apprenticeships need to be promoted more effectively by education providers, 

information needs to be readily accessible and students need to be guided 
appropriately onto the right pathway for them.  

 
Of particular concern, having attended a number of conferences, seminars and meetings 
regarding unemployment for 16-24 year olds was the lack of representation of this age group 

in attendance. This often led to a distorted discussion of ‘them and us’, and assumptions of 
an ‘effective approach for young people’ which cannot be validated. If real progress is to 

made it could be suggested that alongside youth led strategies such as The Youth Council, 
young people need to be present at these events and involved in the design, implementation 
and operation of support in order that  young people take ownership over their own futures.  
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Introduction 

 
The generation referred to as Generation Y or Millenniums are born between 1976 and 2001 

and have been said to see themselves as individual, unique, Tech-Savvy, Achievement – 
Oriented, Team-Oriented, Attention-Craving and Wanting Respect and Authenticity. The 
needs of this group are growing and agencies, service providers need to be aware of these as 

they design or revamp their services. 
 

Newcastle Futures has therefore commissioned a local insight research report that would help 
them understand key factors in offering this group of people a effective service as currently 
services need to look to reach out to this new generation and provide the right advice and 

guidance in the most appropriate manner to ensure that Newcastle residents are given the 
best opportunities.  

 
This is a qualitative piece of research conducted over a three month period on behalf of 
Newcastle Futures it is therefore only able to show a snap shot and insight to what can be 

described as an epidemic global issue. This report is not meant to imply that the findings are 
statistically or empirically sound.  

 
The report also builds on the vast amount of research that exists in the public domain and 

where the report’s findings reflect other research their details have been included.  The report 
is intended for discussion, thinking and to support informed redesign of local services. In 
particular this research aimed to explore Newcastle Futures engagement of young people (16-

24years) in an effort to strengthen the company’s impact on unemployment in this group. It 
also intended to identify problems surrounding youth unemployment more broadly in 

Newcastle and thus highlight citywide challenges. The research was conducted through a 
synthesis of individual interviews and focus groups with young people. In tandem with this 
there was continued consultation with partner organisations and employers. In addition, there 

was a consideration of current literature and social policy, involving meeting with Newcastle 
and Gateshead Councils, attending seminars and conferences - including a young people’s 

audience with The Deputy Prime minister - in order to frame the research in a wider national 
context.  
 

Throughout the report reference is made to ‘young people’ and ‘16-24 year olds’ however 
they are a very heterogeneous group as supported in previous research (Sissons and Jones, 

2012; Spielhofer et al 2009). The report then seeks to draw out commonalities and recurrent 
themes which affected their lives in order to come up with the broadest reaching strategy to 
support young people.  
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Young People in Newcastle 

 
There are several elements of fragmentation affecting young people in Newcastle.  

 
Fragmentation: 
 

1) The disparate spread of careers advice  
2) The diverse but unconnected youth services 

3) The vast range of providers offering courses.  
 
There appears to be significant problems with communication and competition between these 

services, within their three separate categories and across them. This means that young 
people are often not being referred to the correct support for their needs. There is an 

awareness of barriers to providing cohesive support, but the nature of funding structures 
within the city and at a national level mean competition for these young people to be seen as 
potential outputs for providers/centres services, and so the structures requirement may be 

counterproductive to the individual’s needs. 

 

The steady decline in numbers of young people in Newcastle over the last six years has 

further exacerbated this problem as providers compete for a dwindling number of learners. 
Encouraging joined up and appropriate provision is particularly important when challenging 

youth unemployment: ‘An integrated approach to tackling the NEET issue at a local level is 
needed’ (Sissons and Jones, 2012). Many partners expressed exasperation at the lack of 
shared knowledge and collaboration of services in Newcastle and hoped this could be tackled 

in order to reassert the position of the young person at the centre of decision making 
processes.  

 
 

Human interactions: While Generation Y has been lauded as a group of techno-obsessed 
recluses, consultation with young people within this research and others has consistently 

demonstrated they wanted an employment service which involved face to face guidance, with 
a particular appreciation for one to one support, tailored to their needs. The Prince’s Trust 
Youth Index 2013 states 65% of the young people they surveyed would prefer to meet 

someone in person.  
 

While they expected the trappings of digital support (i.e. website, email, facebook) to 
complement their work with an advisor, this was not what they wanted the core service to be 
composed of. 

 
‘Come and find us!’ (Focus group participant). 

 
When asked how Newcastle Futures should go about engaging younger clients the response 
above was indicative of most responses. Participants often reported a feeling of abandonment 

by services and felt adrift from support available. While many methods of engagement were 
proposed, within the Focus Group participants there was a strong feeling that community 

outreach, school engagement and local partners would be the most effective approach. 
 
Interestingly the group wanted the services to be active in their role as engager rather than 

the young person themselves take on a proactive role to seek support. The assumption made 
from the attitude within the Focus Groups was that young people lacked the confidence to 

seek out opportunities on their own. Most were used to the school environment where they 
knew what to expect and it was provided. The world of adult services does not offer the same 
kind of managed support. 
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Once working with the service they also suggested that they would like to be contacted in a 

sustained and regular manner, with three contacts a week the most common ratio suggested. 
One to one, tailored support appealed to young people who said they would value having a 

consistent relationship with one adviser, who knew their needs, barriers and aspirations. 
 
Throughout the consultation process both partner organisations and young people stressed 

the need to build solid and trusting relationships with this client group as more acute than 
with other age groups. 

 
 
‘My good opinion once lost is lost forever’: This group, more than others, appeared to be 

affected by this Mr Darcy rhetoric. If they had been let down by services in the past they 
were likely to withdraw from them and be reticent to return to them. In some cases this 

included a withdrawal from a range of services. When working with this group then, this 
fragility must be taken into account especially if there is a change in their advisor, location or 
status.  

‘This inconsistency around support for young people, moving between one service and 
another, and with possible gaps around 16-18 year olds, appears at odds with the critical task 

of providing support around the education to employment transition.’ (Sissons and Jones, 
2012) 

 
These moments of transition need to be intensively supported ensuring there is a firm 
commitment to young people which builds a sense of trust in the relationship and the service 

offered.  
 

 
Arrested development: Most of the young people consulted in the research were living at 
home with family members. This chimes with the national trend of remaining at home 

supported by parents for longer than would have previously been the case. However young 
people often voiced their desire to live independently, often in overcrowded housing 

situations, but all too aware of the lack of options for them with regards to property and 
employment. This generation are infantilised for longer through a range of policy measures: 
 

 Raising Participation Age 
 Bedroom Tax 

 18-20 year olds receive a reduced minimum wage 
 Older workers are no longer required or able to move out of the labour market. 
 Government plans to remove benefits from under 25’s.  

 
These measures will only serve to prolong dependency and prevent young people from 

engaging in experiences which will allow them to develop into young adults. ‘With the 
extension of the period of dependence, and with the withdrawal of state support in many 
areas, parental support is under strain.’ (Jones, 2005). If a young person is living at home 

and being supported by family members then they often have less agency in terms of social 
life, career choices and economic independence.  This may impede their job search, affect 

their aspirations and decrease their motivation to find work. 
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NEET differentiation: The original understanding at the beginning of the research drew on 

parameters laid out by Spielhofer et al (2009), which used 3 terms to classify NEET young 
people:  

 
 Sustained 
 Open to Learning 

 Undecided 
 

However, having conducted the research what is suggested is that it would be more effective 
to classify NEETs as Service Users or Service Refusers. This would make for a more valuable 
point of distinction for the work undertaken by Newcastle Futures. Those that use other 

services in the city tend to be more accessible clients, who are open to working with our 
adviser's. The real challenge is the young people not using any services or engaging with 

provision.  
 
‘I don’t use any [employment and advice] services, I’m scared they’ll force me into doing 

things that aren’t right for me’ 
(Focus group participant) 

 
There appears to be a far greater suspicion of support services among 16-24yrs than in other 

groups. They also reported that the stigmatisation of benefits put them off claiming even if 
they were entitled, or certainly made them very reluctant to claim. If they have a lack of 
dependents and ability to live at home members of this group can make such distinctions 

without immediately serious repercussions. However it is worrying to note one third of 
unemployed young people are not claiming Job Seekers Allowance (Lee, Sissons, Balaram, 

Jones, Cominetti, 2012) and at risk of becoming totally alienated from the labour market, 
either living off relatives or working in grey markets.  
 

Those termed service refusers claimed that they would be more likely to use an agency if 
friends or family had been effectively assisted by that agency. Further those young people in 

this group will respond better to the utilising of these informal networks such as referrals by 
friends, word of mouth and chance encounters. Having a highly visible presence in affected 
communities was suggested to be key by neighbourhood organisations.  There was also a 

desire for information about services to be widely available so potential clients can equip 
themselves with knowledge about exactly what different agencies can offer. This may raise 

concern especially in those areas of social disadvantage where unemployment is high. As 
young people who hold this view may not have any effective route or role models in the world 
of work. 

 
Uneven service provision: The implication of removal of funding from Youth and Play 

Services could foster a potentially uneven distribution youth services across the city, with 
most services now being provided by neighbourhood teams rather than citywide schemes. 
This means young people, if they have access to a local youth service, are less likely to travel 

outside of their locality and so become further isolated, possibly having more limited 
experiences of travel.  

 
There is definitely a sense among under 24yrs that they have been abandoned and youth 
agendas has been unfairly damaged during this time of austerity. Services that are available 

for young people largely seem to stop at 18. The main two options remaining for those 18-24 
year olds being: Jobcentre Plus or skills providers, if they have not already accessed further 

education and rendered themselves ineligible from the latter support from over qualification. 
They have been infantilised for longer, but support agencies have not yet recognised the need 
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for extending the cut off age of provision. What support remains does not meet the needs of 
this diverse generation. 

 
Often the shift to adult support services fails to recognise the different needs of this group, 

many of whom are trying to access the labour market for the first time. The New Statesman 
reported earlier this year on the benefits of the Dutch approach to separating employment 
provision for under those under 27 (Parker, 2013). There needs to be a recognition of 18-24 

year olds, if they are still fairly inexperienced, as needing different support to those clients 
who have been active in the labour market previously.  An extension, or development, of 

youth provision would be a step towards this. 
 
 

Outlooks of Education: Young people, particularly those between 16 and 19, were found to 
have a largely positive perception of education. They saw it as valuable to their future job 

prospects and to their further development. However there was also a weariness apparent, 
more so with the older end of the spectrum, with the proliferation of meaningless courses 
which participants felt had got them nowhere and a lack of employment options available to 

them. This echoes recent IPPR reports that up to 50,000 teenagers were studying ‘dead-end 
courses’ (IPPR, 2013). 

 
‘There’s load of opportunities if you want to do a course but there’s no job opportunities.  

I just want a job’ (19yrs Interviewee) 
 
There is a real sense of frustration among young people who want to work and feel they 

cannot secure a job in the current labour market. Further the educational composition of 
NEET young people is changing. Those educated at A level or degree standard increased by 

53% (from 29% to 39%) (Sissons & Jones 2012), we are creating a generation that is highly 
skilled but not able to work. This has lead to a growing disillusionment with education as it no 
longer secures employment.  

 
However there are also those identified as ‘course junkies’ by one youth worker, who move 

from course to course without the intention of moving on into employment. Newcastle 
Futures must consider how they can support these people in becoming confident enough to 
make the transition from education to employment.  

 
 

Digital assumptions: This group of 16-24 year olds are more connected than any other in 
history. In 2001 Prensky terms the young generation ‘Digital Natives’ in 2001(Prensky, 
2001), so there has long been an awareness of the digital aptitude among young people 

which has only grown over the past twelve years. However there is an assumption that all 
young people are online, and while most are connected through smart phones, there are still 

many people in Newcastle who do not have the internet in their home. This is particularly 
prevalent with those from low socio-economic backgrounds. Access to employability services 
and online job applications is not commonly designed for mobile platforms so those who do 

not have the internet at home struggle to connect with online employment opportunities. 
While this generation are able to negotiate digital platforms better than any before we must 

recognise that there are a number of young people in Newcastle who do not have ready 
internet access. 
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Skills and Competencies  

 

Resilience: ‘Changes in family life, and in young people’s own lives, are making it 
increasingly hard for many young people to develop these capacities [resilience] which has 

implications for their wellbeing and behaviour.’ (Lawton, 2013) 

It is widely acknowledged that there is a dearth of approaches to cultivating resilience in our 
young people. As Lawton notes changes in the structures young people encounter mean this 

is not flourishing naturally. The workplace was once integral to the building of these core 
competencies, but with little access to this realm young people do not have the opportunity to 
develop these attributes. This subsequently means they are less likely to present successfully 

at interview and so compounds the problem. They are less able to manage failure and yet 
they repeatedly experience it, making it affect them more acutely. The nature of the labour 

market they are (not) entering into demands resilience in the sheer volume of application and 
rejections and yet they have not been able to develop the resilience needed. 

As Kuznetsova and Harvey (2012) noted having grown up in a time of economic boom and 
high public spending this generation were often met with circumstances that did not match 

their expectations. This has affected this generation across the board.  

Additionally discussions with university careers services highlighted the struggle faced by high 
academic achievers, who have excelled throughout school and university and meet with their 

first encounter of failure when applying for jobs. This can be quite a jarring experience and 
one young people need to be appropriately assisted with.  

Lack the ability to sell themselves: During the focus groups and one to one discussions 

with 16-24 year olds it became apparent there is a problem regarding young people’s ability 
to identify and present their strengths. They failed to acknowledge attributes they could bring 
to a workplace that would make them appeal to an employer. 

 
In an increasingly competitive global labour market where the precarious labourer needs to 

be able to demonstrate transferable skills and traverse labour networks this puts the young 
jobseeker at a disadvantage. The importance of developing intrapreneurship (entrepreneurial 
characteristic such as confidence, flexibility and innovation but to be utilised within an 

existing workplace) in young workers was raised at Eurocities Economic Development Forum 
(October 2013) as crucial in the development of the next generation. Services need to foster 

this ability in this cohort of young people in order to allow them to appeal to employers but 
also to promote their self-esteem and self-worth beyond employability. 
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Affected by Representation 
  

Young people’s inability to value themselves is unsurprising when their broader environment 
is considered: ‘Young people in the UK are more likely to be viewed with contempt than in 
any other European country (Kuznetsova and Harvey, 2012). Among the young people 

interviewed there was an acute awareness of their negative portrayal in society: 
 

‘I just want to stop being told I’m part of a failed generation’ (focus group participant) 
 
There is a consistent demonization of young people in the national psyche: 76% of press 

coverage of young people is negative. (Children and Young People Now, 2009) and 79% of 
children and young people feel that adults see them in a negative light. (Youth Media Agency 

Survey, 2011). Perhaps most shockingly 43% of adults believed "something must be done to 
protect us from children"(Bernardo’s, 2008). This research would suggest this has an impact 
on their success in the labour market, with some employers having a skewed opinion of this 

group and more importantly young people lacking belief in their own value and ability to 
thrive in the work place. The research observed a commonality across focus groups of an 

absence of self-worth among young people, as noted above, unable to articulate what they 
could contribute to a company.  

 
 
Lack of work experience and part-time jobs: There has been a decline in the youth 

labour market and anecdotal evidence collected during this research would suggest that there 
are fewer opportunities for 16-18 year olds to gain part-time employment. A greater number 

of adult workers are engaged in part-time and precarious contracts, which would have 
previously been the remit of younger workers.  
 

Further, while the Jobcentre and other agencies make a work experience offer, there remains 
an issue with regards to employer offers: 

 
‘Despite the importance employers place on work experience, only one in four offer work 
experience placements to young people in education. Combined with decreasing opportunities 

to work while learning, this means that young people continue to face a ‘Catch 22’ situation.’ 
(UKCES, 2013) 

 
While they do offer experience in a number of areas, if there is a lack of uptake from 
employers, the Jobcentre cannot always make an appropriate offer to a client. Young people 

reported a lack of opportunity in the career area they wished to pursue and so this perceived 
lack of opportunity also needs to be investigated from a skills match perspective. There was a 

clear feeling among young focus groups that there needed to be value in any work experience 
they undertook. That value did not have to be financial but there did have to be an explicit 
benefit to that individual’s career. Young people are happy to work for free if they can identify 

there is an opportunity for development and progression. 
 

In addition, local university careers services reported a decline in uptake of university 
sandwich courses, a trend mirrored nationally with figures down from 9.5% of the total full-
time cohort in 2002-03 to 7.2% in 2009-10 (Wilson, 2012). These kind of extended 

placements whilst studying have been proven to increase graduates degree attainment and 
future employability. Attributed to students concern about fees, difficulties in setting up 

relationships, and nervousness on employers part; this only serves to distance our graduates 
from the labour market.  
 

These early encounters with the labour market have previously been an integral bridge for 
young people into work, gaining important experience and improving their employment 
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networks. The impact of these opportunities decreasing is making young people less work 
ready, less linked into the labour market and essentially less appealing to employers. 

 
 

Travel: Those in the 16-24 age bracket are the most restricted in terms of travel; less likely 
to drive than their older counterparts and therefore more reliant on public transport. Young 
people identified two barriers they faced with regards to using public transport: the cost and 

a lack of confidence using it. The first nurtures the development of the latter as young people 
are less likely to use transport links from a young age due to the expense. While there are 

mechanisms in place to provide financial assistance for those who are impeded by travel 
costs, the existence of reticence to travel in this group is less recognised. There is lot of 
nervousness about travel among this age group, particularly those from lower socio-economic 

backgrounds who are becoming more and more isolated in their local area. This then feeds a 
lack of aspiration and willingness to travel and has a very limiting affect on employment 

prospects. 
 
 

Insufficient guidance: A recurrent factor among those young people consulted during the 
course of the research was their perceived lack of valuable careers guidance they had 

received at school or college. OFSTED reported earlier this year that only one in five schools 
were delivering adequate guidance to support their students career decisions. 

 
The Education Act (2011) initiated changes in advice and guidance policy, shifting the 
responsibility for careers services from Local Authorities to individual schools. Thus careers 

guidance is highly variable across the city and dependant on individual schools provision. 
However many students have reported lack of support, particularly when trying to secure 

other non-academic route ways. For that ‘other 50 percent’ (Social Mobility and Poverty 
Commission, 2013) that do not wish to go into further education there is no sufficient system 
of support to navigate the complex range of options available to those wishing to take an 

employment or vocational education path. This was highlighted by interviews with current 
clients of Newcastle Futures, reported receiving no careers guidance when leaving school to 

pursue other pathways. 
 
Advice and guidance about the multitude of paths young people can take, is a full time job in 

itself and advice and guidance workers acknowledge that there is a need for young people to 
be informed at a much earlier age if they are going to make the most appropriate decisions 

for their future. However there seems a concern that the knowledge is not existing within 
schools to effectively guide students on the multitude of pathways they could take outside 
further education, based on individuals’ interests and past results. This has led to a real lack 

of imagination around jobs for young people with them more likely to fall back on the 
traditional and highly visible jobs (teacher, policeman, construction worker, retail assistant) 

rather than explore the full range of options available, ‘students are not fully aware of the 
diversity of jobs available in different sectors.’(Mann et al, 2013). This leads to 
oversubscription to the visible careers and a skills gap in those less known. State of The 

Nation (ibid) suggests a UCAS style system to support students taking these alternative 
pathways would be a successful approach to guidance.  

 
While the National Careers Service is available for young people and Apprentice.org.uk 
provides an online platform for those wishing to pursue apprenticeships, neither of these 

services were utilised by a large proportion of participants interviewed in this research. Of 
those who had used these websites, several of them had struggled with accessing them and 

the registration processes. As has already been noted above, young people need the face to 
face and individualised support which can be offered in localised contexts.    
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Additionally it is possibly understated that these young people move out of an education 
world where routes are often clearly defined into a confused and complex system of support 

and eligibility arena.  
 

Falling out the system: Improving guidance in schools will allow a supported and informed 
transition to the next stage for young people ensuring they are making the right choice for 
them and hopefully prevent the ‘falling out the system’ that occurs in the current 

arrangement. The clients interviewed cited a lack of follow up when they left education, 
particularly if they did so early i.e. enrolling on a two year course and leaving after 3 months. 

While the Local Authority maintains NEET lists and shares them with support agencies the 
experience of those participating in this research was a lack of support or information. 
Agencies may have attempted contact the young person however the perception is still one of 

abandonment and that is central in a young person becoming disaffected. The approach taken 
with NEETs perhaps is an area that could be examined in more depth and the possible sharing 

of responsibility of all agencies and providers to support learning and progression in other 
routes established.   
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Employers 
     

Figures identified by the UK Commission’s Employer Perspectives Survey 2012 (UKCEPS 
2012) show that only 27% of employers have recruited a young person in the past year. This 

demonstrates the lack of access younger workers have to an already pressurised labour 
market. Through interviews with local employers this research has identified some of the 
barriers faced by 16-24 year olds in Newcastle. It also seeks to highlight the positive 

contribution they can make to businesses if given the chance.  
 

Confusion: Employers consistently reported being confused by the multitude of schemes and 
policy surrounding youth employment. They also noted that there were such a number of 
providers and services contacting them they were unable to identify what was valuable to 

their business. This can lead to a withdrawal from the youth employment sector all together 
or the decision to take a very ‘in-house’ approach.  

 
 
Benefits: Conversations with employers also highlighted the many positive experiences most 

of them had encountered on employing young workers. They frequently reported the benefits 
of investing in young people exceeded their expectations bringing: fresh world views, energy, 

digital literacy and allowing companies to appeal to a broader age demographic. 
 

This was also recognised as an opportunity for companies to mould their worker in their own 
particular styles of working and ethos, meaning ‘you don’t have to tell someone how it’s done 
because they’ve grown up with us’ (Employer interview). This is supported across other 

research (Cominetti, Sissons and Jones, 2013), which includes this ‘moulding element’ as key 
in its outline of the strong business case for employing young people. 

 
There was a consensus that this method of working also bred a sense of loyalty among 
younger workers who, while they are often represented as fickle, were said to be more 

devoted to a company as they ‘gave them an opportunity and trained them up’ (Employer 
interview). This thus ensures a strong bond to a company that choose to invest in a young 

person’s development.  
 
 

Apprenticeships: The government’s promotion of apprenticeships was initially intended to 
improve vocational pathways for 16-24 year olds but due to the weakened labour market a 

large proportion of these opportunities have gone to over 25s who have themselves been 
excluded from the traditional labour market (Hughes, 2013). Particularly at the younger end 
of the age bracket learners are finding it difficult to access the apprenticeship framework, so 

their more able counterparts are securing the support. 
 

While the government have introduced pre-apprentice traineeships to tackle this problem, 
this has created further confusion for employers and learners alike. Both parties are finding it 
hard to navigate the apprenticeship framework, with many employers not clear on how they 

can integrate an apprentice into their workplace and young people confused by differing 
eligibility formats. 

 
Additionally, the recent defamation of the workfare model in the media has made employers 
increasingly nervous with regards to appropriate remuneration of labour (Employer 

interview). There needs to be an assurance that the young person is also gaining skills and 
knowledge as part of their apprenticeship or could be misconstrued as a form of cheap 

labour. 
 
This introduces an important consideration of the quality of apprenticeships being offered. 

Young people and Youth Workers reported a proliferation of courses and apprenticeships 
being offered which were not then recognised as valuable by employers. Young people 
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stressed the importance that qualifications they undertake are recognised in the labour 
market. This has only been exacerbated by the growing trend of credentialism in our society: 

 
‘You need qualifications to deliver a pizza these days’ 

(Focus group participant)     
 
There is a real danger that we are educating people out of the labour market, with young 

people who have been not successful in education unable to access positions, which once did 
not, but now require qualifications. This coupled with a growing number of training providers 

keen to engage young learners on a multitude of courses has meant employers and learners 
alike struggle to understand the range of options available. 
 

Attitude: The central thing employers talked about with regards to recruitment was attitude: 
 

‘First and foremost you’ve got to have the enthusiasm and you’ve got to have the drive and 
the want to succeed. We can teach them a whole range of skills, and teach them how to do 
this job; I got taught how to do this job I didn’t come in here as a manager.’ 

(Employer interview) 
 

There was a demand from employers to provide more opportunities for this generation to 
develop soft skills (such as confidence, resilience and the ability to express oneself) before 

young people hit the labour market.  
 
Skill share: That said there was still a recognised need for young people to initially be 

trained in the appropriate industries in order to go into jobs where there is a lack of skilled 
workers. National problems with regards to a skills gap, as demonstrated by Mann et al 

(2013) whose survey of young people’s career aspirations and projected job markets showed 
the two have little in common, have also impacted employers ability to recruit appropriately 
skilled younger workers in Newcastle. Employers acknowledged they need to be more active 

in careers provision in order to attract young people to their industries. 
 

Employers also stated the feeling of fulfilment they had when they could equip a young 
person with skills and support their learning and progression, seeing them move up within 
their business: 

 
‘It gives us far more satisfaction to bring a lad in at the bottom and see him grow and 

develop and move up the ladder rather than just recruiting someone in at that level’ 
(Employer interview) 
 

While recognising they could pass on important skills to the next generation, employers also 
noted their sustainability could also be ensured through what they could learn from younger 

workers who brought a different skill set to the workplace. 
 
Labour market mobility and age diversity: Employers recognised the need to upskill the 

next generation in order to ensure the future of their business. The appetite is certainly there 
for young workers among some employers it’s just as case of promoting the benefits more 

broadly and negotiating the best way in which to recruit them. The Guardian reported in 2012 
around 15% of employees in the private sector are aged 16 to 24 compared with around 5% 
of employees in the public sector (Rogers, 2012). This lack of diversity, particularly in the 

public sector, could be attributed to a lack of mobility in the labour market due to the 
recession, raising of the retirement age, an emphasis on remaining in education for longer 

and an unwillingness to invest in training younger workers in a time of economic hardship. 
Liaising with employers has demonstrated their belief that an age diverse workforce is an 
asset to any workforce. By taking on millennials companies had been able to engage more 

effectively with new technologies, access new client groups and themselves learn new skills. 
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Recommendations for Newcastle Futures: 

 
Specific member of staff: Newcastle Futures would benefit from employing someone/ 

allocating a current member of staff who will take responsibility for clients 18-24 years. This 
is essential for raising their profile with younger age groups and cultivating meaningful links 
with youth organisations in the city, a key link to accessing this group. This staff member 

might not see all of the 18-24 on caseload but would have a special remit to pursue 
relationships with partners in youth organisations, attend youth focused events and champion 

the cause of young people in the labour market.  
 
Flexible service hours: The 9am-5pm structure of the service Newcastle Futures provides 

needs to be more flexible in order to appeal to 16-24 year olds who are often more likely to 
engage during twilight hours. This research recommends implementing a system of support 

that can be accessed between 9am and 9pm, with potentially staggered shifts for advisers 
and an increased interactive online capacity for customers.  
 

Solid relationships: The current nature of an adviser’s caseload would need to be 
reassessed and possibly altered when involving liaisons with young people. They may not 

conform to the standard sign up and attend meetings and move into employment format. It 
must be recognised that the process of engagement will probably be longer and the support 

needed to get them work ready may involve a more gradual and flexible approach.  
 
The adviser currently working in youth organisation Space2 is a prime example; over the 

course of 12 weeks, participants at the youth space have gradually built up a relationship 
with her, gradually trusting her and feeling comfortable to approach her.  While some of 

these young people are not currently eligible to sign up as clients the work being conducted 
with them is future proofing for Newcastle Futures. It is improving their employability by 
ensuring that they are aware of the service and that they can access it for support when they 

are searching for employment.   
 

Further 16-24 year olds interviewed suggested they would want more sustained contact from 
a Futures advisor, with three contacts a week being the consensus. Youth workers consulted 
suggested that forging these ties was the most important aspect to impact youth 

unemployment. Similarly if there is a breakdown in the relationship, or a perceived failure of 
the service, young people seem more inclined to shutdown the service entirely. Advisers must 

be aware of the fragile nature of this relationship and make a firm commitment to the young 
clients they work with, ensuring the client is aware of this intention. 
 

Raise profile through informal networks: Newcastle Futures must consider how they can 
more effectively utilise these informal networks in order to improve engagement with this 

group. The service needs to do outreach work to engage parents of NEET young people, who 
can have an important role in motivating their child into employment. ‘Parents can play an 
important part in building links with new networks, for instance in the labour market’ (p.24, 

Jones, 2005). 
 

Further, as noted above, relationships with other people involved in the young person’s life 
such as youth workers, teachers and other young people need to be utilised to their full 
potential in terms of engaging young people. This utilisation of informal networks could be 

further strengthened with the introduction of peer mentors or ambassadors who could offer a 
potentially more approachable mode of contact. Participants suggested they would like to 

hear from other young people, ‘someone I can recognise as me’ (focus group participant) and 
encouraged a peer mentoring approach. Those interviewed also expressed a desire to hear 
from other young clients who had used Futures service and gone into employment. This could 

even be done through filming successful young clients and placing videos on the website.  
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Education to employment pathways: Through attending Eurocities EDF (October, 2013) 

conference the importance of a supported transition from education into employment was 
highlighted. If Newcastle Futures can target ‘at risk’ students while they are still within the 

education system they are less likely to ‘fall through the gaps’ and become NEET. The hope is 
to work in conjunction with a focus group of students at a local High School to design a series 
of sessions which will be delivered to Sixth Form students. This will introduce the idea of work 

and focus on employability skills, further it will raise the profile of Newcastle Futures among 
students. Further if Futures can work with business connectors in the locality they could 

promote the engagement of employers in local schools. Employer input whilst students are 
still in education has been shown to improve students consideration of career opportunities 
and broaden their understanding of the labour market they are going into (City and Guilds 

2012; Mann, A 2012a & 2012b). 
 

Promote young people in the workplace: There was a feeling among young people that 
they lack understanding of workplaces and employment. Newcastle Futures could work to 
broker more employer engagement with this age group.  In addition to this brokerage 

Newcastle Futures need to assist employers in understanding their options regarding 
apprenticeships and wage incentives. Much like the N-gaged project, in which Newcastle 

Futures is a key stakeholder, where the ‘wiring is hidden’ by the intensive work of Newcastle 
Futures and its partners, in order to make a smoother transition for employers and young 

people.  Futures should act as an advocate for young people with businesses in Newcastle, 
promoting the benefits of an age diverse workforce for business. 
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Recommendations for Strategic Interventions: 
 

Include young people: Young people are simply not in the important rooms with regards to 
making decisions on issues affecting their future.  

 

Broker relationships: Attending the Eurocities EDF (October 2013) demonstrated the 
success in Glasgow of implementing an approach which synthesised the employment, 

education and business elements of the council in order to ensure there was communication 
across sectors and the learner was supported in every element of transition from education to 
employment. In order to ensure these crucial relationships flourish key stakeholders such as 

Newcastle City Council could provide more opportunities for cross agency sharing, foster an 
environment of communication rather than competition and ensure dialogue is being shared 

across departments.  

 

At present there is a lack of accountability for young people which can mean they fall through 
gaps in the system. Leadership across the city could promote better collaboration and a 

shared responsibility across services. The gathering and use of accurate destination data is 
particularly important with this group and the appropriate services need to review how this 
data can ensure effective interventions with NEET clients. This includes those learners who 

enrol on courses but do not complete them; responsibility needs to be assigned for those 
young people falling out of the system, not just reliant on tracking through NEET figures. 

 
This research would recommend forming a youth employment focused consortia made up of 

young people, employers, youth workers, education providers and employment advisers, this 
would encourage a more open and informed approach to tackling these challenges.  

 
Across the city we must consider how we can ensure we are giving young people the forums 

and framework to develop key competencies such as resilience and confidence. It is integral 
that employment services take responsibility for clients well being and mental health and 

promoting these key competencies is an important step to achieving this.  
 
There needs to be further investigation of the potential benefits of employer led 

apprenticeship across the city. Is this an option to ensure qualifications are appropriate to 
industry and valuable to employers.  

 
Additionally a clear outline of apprenticeship structures needs to be available to businesses 
hoping to embark on employing an apprentice. In March 2013 Skills Minister John Hayes 

announced a number of measures to simplify apprenticeships for employers, agencies across 
the city need to ensure that employers are aware of this initiative and gauge whether 

employers are finding the process simpler.  
 
There needs to be a strategic co-ordination of vocational options for young people leaving 

education in order to ensure they are guided appropriately. Several of the young people 
interviewed had completed inappropriate courses and now found themselves ‘over-qualified’ 

and locked out of the apprenticeship system. The rigidity of current structures which prevents 
young people from easily changing their pathway needs to be reviewed in order to assess 
where there could be more flexibility.  

In order to ensure the quality of qualifications being undertaken by learners there should be 
an independent body which quality controls apprenticeships to ensure learners can identify 

valuable learning options which offer genuine progression and development.  
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Appendix 2 

 
During the course of the research a number of young people were interviewed on an 

individual basis. Several case studies were conducted to offer a diverse snapshot of young 
peoples’ experiences looking for work in Newcastle. 
 

Kelly, age 17, Blakelaw 
 

Kelly encountered Newcastle Futures as an advisor was working with her family to prepare for 
the benefit cap. Her mother encouraged her to contact Newcastle Futures and when she left 
education.  

 
After completing Year 12 Kelly left sixth form having gained AS Level qualifications in English, 

Media and Ceramics. Kelly was not enjoying the academic aspect of school studies and 
decided she would prefer to be working. She met with sixth form staff to discuss her decision 
to leave and while they tried to persuade her to stay in sixth form she was given no futher 

careers advice or guidence.  
 

Despite having previously had aspirations to become a marine biologist Kelly no longer thinks 
this is an accessible goal and is keen to go into retail. As the eldest in a large family Kelly is 

keen to get into employment and begin to support herself. She is happy to start at the 
bottom and wants to work her way up. She has not had a job before but has completed two 
weeks work experience as a receptionist at a Sure Start.  

 
When asked what the benefits of hiring a young person would be to an employer Kelly was 

unsure of what they would contribute to a workplace. She suggested that young people are 
under a lot more pressure now than they have been previously with stress around educational 
attainment, employment and relationships being key areas of concern. 

 
During interviews Kelly has indicated that she thinks opportunties are quite gendered, 

understanding apprenticeships as a largely male route into employment due to a past 
emphasis on construction and engineering trades. However she is open to apprenticeships if it 
can support her into employment.  

 
Kelly worked with her advisor restructuring her CV in order to make the most of her 

experience and education, tailoring her CV directly to the employer. She has also had support 
in her job search and with application forms.  
 

Kelly suggested she would not be confident to travel too far to work and was particularly 
nervous about going beyond areas she knew. Kingston Park and Town being the only two 

areas she felt comfortable to travel to. This limitation seems to affect a lot of young people. 
Given the recent increase in public transport costs for young people they tend to be spending 
more and more time in their local area and feeling less confident to travel beyond their  

 
In terms of access to the service Kelly had not been to Blakelaw Library before but her 

mother brought her down which pressumably prevented any initial problems surrounding 
finding the location and feeling nervous about going somewhere new. She was happy to meet 
again at this location and said it worked very well for her as it was close to her house. At the 

end of the interview Richie stressed the various methods of communication available to Kelly: 
phone, email, facebook. This flexibility of contact seeemed to really appeal to Kelly.  

 
*Kelly has since got a job in retail. 
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Kieran, aged 17, Fenham 
 

Kieran visits Go West around 3 times a week, using it as both a drop in service and for 
structured appointments and really enjoys the flexibility the service offers. He has been 

working with Newcastle Futures since the end of August. 
 
Kieran left sixth form in the middle of Year 12 after feeling that it was not developing his 

skills. While he did receive careers advice throughout Year 11 from Connexions, when he 
decided to leave Kieran received no employability support from his school.  

 
Living at home with his mother and sister, Kieran doesn’t use any other services across the 
city and is not signing on. This kind of client is hard to access as they are not engaged by any 

support service and have fallen out of the system. Kieran was brought along to Go West by 
his mother who also uses Newcastle Futures; he does not think he would have found out 

about the help available had his mother not been working with the service. 
 
When asked about social media as a method of engagement Kieran didn’t think it would be 

effective. He uses facebook to contact friends but didn’t think an online approach to get 
people involved in the service would be well used. The way Newcastle Futures largely 

communicates with customers (phone, text, email) suits Kieran ‘As long as I’m contacted’. 
This desire to have sustained support seems to be a commonality among this age group, 

despite the perception they often fall out of contact with Newcastle Futures, as a group they 
seem to crave consistent (perhaps persistent) contact.  
 

In terms of considering age Kieran had no problem with the age bracket 16-24yrs but 
suggested his lack of experience might differentiate him from a 24year old so he might need 

slightly different support. He was open to having youth area on website because of his 
acknowledgement of a differentiated approach for those people just joining the job market. 
 

Keen to work with older generation, Kieran noted that it’s a good thing to have 
intergenerational workplace as it will allow you to learn from one another. ‘It’s always a 

positive when your working with someone a bit older that has a bit more awareness and can 
build you up’. Similarly having an older advisor might offer opportunity to learn from 
someone with knowledge.  

 
Kieran responds well to having the same advisor and speaks positively about how this has 

allowed him to build a ‘bonding relationship’, which means he feels comfortable discussing 
any problems he is having in his job search. The one to one tailored approach appeals to 
Kieran and he suggested he would not like group sessions, feeling that he would get lost in a 

group and feel nervous to share challenges he faced. A particular area of stress has been his 
maths and literacy skills, which he has worked with his advisor to improve.  

 
 
In terms of work, Kieran is currently looking for a full time position in a range of different 

roles in various organisations. However this is just his short term plan, once he turns 18 he 
wants to pursue a career as a fitness trainer.  He has applied for a number of positions and 

does not have any of the reservations about travelling to work that some of his peers hold. 
 
Kieran perceives the key barrier to employment for him is a lack of experience in workplaces. 

He stressed the need for more work experience opportunities for young people to ensure they 
can demonstrate their employability to companies. Work trials would be the most effective 

approach to employers understanding young people in Kieran’s opinion, giving young people 
a chance to show what they can do. Employers should consider taking on 16-24s as ‘I need a 
chance, an opportunity to shine and proof that their actually willing to learn and take on 

responsibility’. 
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Daniel, aged 21, Walker 

 
Daniel meets his adviser at Pottery Bank Community Centre where he receives support with 

his job search. This is within walking distance of his home and he finds the service very 
accessible. He does not have the internet at home and is not particularly confident on the 
computer so finds the service hugely helpful. 

 
Daniel discovered Newcastle Futures as he was already using the centre. He felt comfortable 

in the environment and was referred to his adviser by a member of staff at the community 
centre. Daniel said many of his friends were also unemployed but would not access the 
service ‘because they felt daft coming in and asking for help’. He suggested street teams 

might be a more affective way to engage his peers. 
 

The notion of 16-24 as one age bracket seemed unsuitable to Daniel. He proposed that you 
change a lot in that time and require different kinds of support as a teenager and a young 
adult.  

 
Having struggled at school due to his ADHD Daniel left at 16, receiving no guidance at this 

point. He had since attended a myriad of courses but was sick of constantly undertaking 
different training courses, none of which had led him to a job.   

 
The time and one to one support Newcastle Futures could give was the thing Daniel most 
valued about the service. It was important to Daniel that he saw the same adviser each time 

he visited as he responded well to consistency and appreciated that his adviser would know 
exactly what he wanted to achieve.  

 
Daniel lives at home with his parents, two sisters and brother. He is currently sleeping on the 
sofa and keen to move out but he cannot achieve this until he has stable employment. This is 

a common tale among Daniel’s generation. 
 


