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ABOUT US
The CIPD is the professional body for HR and people development. It has over 130,000 members
internationally working in HR, learning and development, people management and consulting across
private businesses and organisations in the public and voluntary sectors. As an independent and not for
profit organisation, the CIPD is committed to championing better work and working lives for the benefit
of individuals, business, the economy and wider society - because good work and all it entails is good for
business and society at large, and what is good for business should also be good for people’s working lives.
The CIPD brings together extensive research and thought leadership, practical advice and guidance,
professional development and rigorous professional standards to drive better capabilities and understanding
in how organisations of all kinds operate and perform, and in how they manage and develop their people.
A Royal Charter enables the CIPD to confer individual chartered status on members who meet the required
standards of knowledge, practice and behaviours.

Because good work
and all it entails is
good for business
and society at large,
and what is good for
business should also
be good for people’s
working lives.
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INTRODUCTION
Tackling youth unemployment is now recognised
as a major issue by policy-makers and charities.
Employers are also increasingly taking notice,
especially those with an interest in engaging with
their local communities and growing their own
talent. Today, the public debate focuses very much
on the difficult education-to-work transition young
people have when they first enter the labour
market and there are numerous initiatives, for both
employers and young people, that aim to help
smooth this transition.
However, this hasn’t always been the case. Until
quite recently the public narrative was far less
youth-friendly: in 2012, when the CIPD launched
its Learning to Work programme, words such
as ‘clueless’, ‘lazy’ and phrases such as ‘lack
motivation to work’ were frequently reported in
the media to describe young people. Employer
representatives were quick to blame schools and
education providers for failing to prepare young
people for the world of work, a rhetoric that could
be heard time and time again in policy discussions
around the topic.
At the start of 2012 more than one
million young people aged 16-24 were
unemployed in the UK
And yet young people faced a dire situation:
at the start of 2012 more than 1 million young
people aged 16–24 were unemployed in the UK.
More than 22% of young people were seeking
work, compared with just 8% of the entire adult
population. Although exacerbated by the impact of
the economic crisis, youth unemployment levels had
been on the rise since 2005 and in the UK there has
been a particular issue around the ratio of youthto-adult unemployment (young people were 3.5
times more likely to be unemployed than an adult),
suggesting that other influencing factors – for
example, employer behaviour and poor advice and
guidance in navigating labour market entry – are at
play.
Indeed, many employers expected ‘ovenready’ young people, who would leave school
pre-equipped with the self-management and
employability skills required to immediately succeed
in the workplace. This was expected despite the
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fact that the labour market had offered young
people little chance to develop those skills, via work
experience or part-time jobs, while in education.
Although concerned about their own skills
shortages, at the time, few employers were thinking
about their role in addressing the problem. Instead
of key actors, they saw themselves as ‘consumers’
of the education system, forgetting that employer
engagement with young people is a key factor in
securing future talent pipelines.
Seven out of ten CIPD members agreed
they had a role to play in tackling youth
unemployment but needed support on
how to do this
In order to change this narrative, the CIPD launched
its Learning to Work programme with the ultimate
aim to increase employer engagement with young
people. Although recruitment plays a key part
in this, the programme was also established to
reverse the trend that employers had ‘lost the
habit’ to engage with young people more generally.
With its 130,000-strong membership base of HR
professionals that operate in public and private
organisations across all sectors and sizes, we felt
that the CIPD was uniquely placed to drive and
support this change of attitude and behaviours.
This was supported by our members, who
overwhelmingly (seven out of ten) agreed that they
had a role to play in tackling youth unemployment
but needed support on how to do this (CIPD,
2012).
Learning to Work aims to increase
employer engagement with young people
HR professionals are often, and rightly so, seen
as the ‘gatekeepers’ to employment. However,
turned on its head, HR professionals can therefore
be part of the solution: they are the ones who
can set up access routes for young people, make
sure that recruitment is youth-friendly and can
lead the whole organisation’s engagement in this
area. Tackling youth unemployment is therefore an
issue where the CIPD can add the most value via
its membership. For the CIPD, there is a also a key
business reason to get involved, as HR professionals

regularly express their worry about skill shortages
and talent pipelines. Finally, Learning to Work is also
intrinsically connected to the CIPD’s wider purpose
around championing better work and working lives,
which absolutely must start with successful labour
market entry for young people.
Learning to Work has two goals, to prepare
young people for work and to make
workplaces more youth friendly
To achieve meaningful, long-term change we knew
we had to tackle the problem holistically; it was not
just about equipping young people with the right
skills, we also needed employers to create more and
diverse opportunities for young people to access the
labour market and ensure that recruitment practices
aren’t a barrier to labour market entry. Our Learning
to Work programme has therefore two goals: first,
preparing young people for work (this is where we
encourage direct contact between employers and
young people by encouraging CIPD members, HR
professionals, to volunteer with young people) and,
second, making workplaces more youth-friendly (by
offering more access routes such as Apprenticeship
programmes and reviewing recruitment methods to
reach out to more young people).

CIPD LEARNING TO WORK
PROGRAMME

Since Learning to Work was launched two years
ago we have witnessed a real shift in terms of
employer attitudes and behaviour around the
issue of youth unemployment. Levels of youth
unemployment are finally beginning to fall,
and although there is still a long way to go, as
evidenced when you examine the labour market
statistics (outlined in the next section), businesses
are starting to take action.
We have witnessed a real shift in terms of
employer attitudes and behaviour around
the issue of youth unemployment
All the evidence we’ve gathered around recruitment
practices, access routes and management practices,
as well as the willingness amongst employers to
help young people via volunteering, suggests
that the tide is starting to turn. Employers are
recognising their role in the youth employment
agenda and the importance of it for securing future
talent pipelines.
In this report we have highlighted some of the
key ways in which employers can help prepare
young people for work and bring them into their
organisations, from engaging with schools, to
offering work experience opportunities and creating
new access routes, such as Apprenticeships. We’ve
provided a summary of the key evidence which
reflects a much brighter picture than the one we
established the Learning to Work programme under
two years ago. This doesn’t mean that there isn’t
still a lot more that needs to be done to consolidate
what has been achieved and build on this progress
to make it a norm – not the exception – in the way
society and employers engage with young people
(see data overleaf and conclusion).
Katerina Rüdiger,
Head of Skills and Policy Campaigns, CIPD
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YOUTH UNEMPLOYMENT:
THE ECONOMIC PICTURE
Young people in most countries face challenges establishing themselves in the labour market. Many will find
themselves undertaking a variety of temporary and often precarious jobs to find something that suits them
and gain the necessary experience. Indeed, their (relative) lack of experience can make it difficult to compete
with more established jobseekers. As a result, unemployment rates for young people tend to exceed those for
the adult population in most advanced economies and throughout the economic cycle.
In the UK, youth unemployment figures are now coming down. This seems like good news, but there is good
reason for caution. Employment rates for 16-24-year-olds continue to lag behind those for the wider working
population and a closer look at the statistics suggests falling youth unemployment has in part been due to
more young people finding jobs, but it is also due to more of them staying on in full-time education and the
fact that the number of 16-24-year-olds is now beginning to fall.
There is nothing new in high levels of youth unemployment. The left-hand panel of Figure 1 shows the
long-term trend in the UK. The unemployment rate for 16-24-year-olds has consistently exceeded that for
adults. However, it’s important to realise that youth unemployment was on an upwards trend well before the
recession took hold, suggesting that the transition from education to employment was already becoming
more problematic. The recession exacerbated an already difficult situation.

FIGURE 1: YOUTH AND ADULT UNEMPLOYMENT RATES, 1992-2014
		

(UK, seasonally adjusted, % of economically active)

Long Term (1992 - 2014)

Short Term (2012 - 2014)

Source: Office for National Statistics

However, it can be seen from the right-hand panel of Figure 1, which shows developments in the last two
years, that the unemployment rate for 16-24-year-olds has started to fall - and faster than for the whole adult
population.
Youth unemployment has increased against a background of rising participation in full-time education, as
shown in Figure 2. Over four-fifths of 16- and 17-year-olds and almost a third of 18-24-year-olds are now in
full-time education.
As young people in full-time education are less likely to be employed, this means that we have seen a
substantial fall in the proportion of young people in employment over the last 20 years, as shown in the lefthand panel of Figure 4. In the last two years, the right-hand panel of Figure 3 shows there has been a modest
improvement in the employment rate for 16-24-year-olds, but this has continued to lag behind jobs growth
for 16-64-year-olds.
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FIGURE 2: PARTICIPATION IN FULL-TIME EDUCATION, 1992-2014
		

(UK, seasonally adjusted, % of economically active)

Source: Office for National Statistics

FIGURE 3: YOUTH AND ADULT UNEMPLOYMENT RATES, 1992-2014
		

(UK, seasonally adjusted, % of economically active)

Long Term (1992 - 2014)

Short Term (2012 - 2014)

Source: Office for National Statistics

The path to employment for young people continues to be heavily influenced by the mindset and actions of
employers. The statistics suggest that increased efforts by employers to engage with young people is starting
to make a dent, but these efforts must persist if we are to see continued improvements to youth employment
rates. Now the headline figures are coming down, businesses and policy-makers must not get complacent.
Mark Beatson,
Chief Economist, CIPD

TODAY’S YOUNG PEOPLE, TOMORROW’S WORKFORCE

4

YOUTH UNEMPLOYMENT:
EMPLOYER ACTION
In order to galvanise employer action in this area
we needed to have a clear business case, so our
first step when launching the CIPD’s Learning to
Work programme was to carry out some in-depth
research to establish the key benefits for employer
engagement with young people. This research
showed that there are obvious benefits, such as
attracting new skills and ideas, diversity, succession
planning and growing skills rather than buying
them in off-shelf to increase employer engagement
with young people. It quickly became apparent that
most employers see the business case for employer
engagement (seven out of ten of those we surveyed
agreed) but that the practicalities of how to do this
is often less straightforward.
Via research with employers and young people
we have explored best practice and uncovered a
number of key ways that organisations are currently
engaging with young people. These fall under two
distinct categories: work being done by employers
to help prepare young people and develop
their employability skills (schools and jobseeker
engagement, work experience and support for
youth social action), and action being taken to
develop access routes (internships, Traineeships,
Apprenticeships, school-leaver and graduate
schemes) and make recruitment practices more
youth-friendly. Over the last two years we have seen
progress across all of these areas, as outlined in the
remainder of this section.

HELPING TO PREPARE
YOUNG PEOPLE
Schools engagement
35% of employers are now engaging with
local schools and colleges
The current generation of young people faces an
increasingly global economy, and a vast and often
bewildering range of career choices. A rise in higher
education costs means there is a high financial
penalty for individuals who make bad choices when
they leave secondary education.
A crucial way to overcome this mismatch and help
young people transition successfully from education
to work is via direct employer engagement with
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local schools and colleges. Research, conducted by
the Education and Employers Taskforce, has found
that young adults who encounter four or more
employers while at school are, on average, 20%
less likely to be NEET (not in full-time education,
employment or training) than their comparable
peers who had low levels of employer contact
while at school (Mann 2012). Reaching out to local
schools and colleges can also help employers with
recruitment and talent attraction as young people
might be inspired to make educational choices
that will help set them up for a future career with
their organisation. However, it is important to
highlight that employer engagement on its own
is not enough and can only be complementary
to well-resourced and structured careers advice
and guidance on all employment and educational
pathways available, including alternatives to
university education.
In 2012, less than a third (29%) of organisations
stated that they took part in visits to schools to
highlight the local career opportunities available to
young people (CIPD 2012). While there is certainly
room for further improvement, our data indicates
a steady increase in the number of employers
engaging with local schools and colleges - 35%
stated that they did at the end of 2013 (CIPD 2013).
There are numerous ways for employers to engage.
However, it’s important to bear in mind that in
some areas schools may receive multiple requests
from local businesses wanting to work with them.
Programmes such as Inspiring the Future are an
excellent way to engage without overwhelming
schools.
Over 13,000 volunteers have signed up for
the Inspiring the Future initiative
Launched in 2012, over 4,500 teachers from
more than 2,700 schools and colleges are signed
up to Inspiring the Future. The appetite from
professionals, who come from a vast array of
sectors, has also been encouraging. Over 13,000
volunteers have signed up since it was launched,
including more than 2,000 CIPD members, who
have offered their help to deliver careers insight
talks as well as CV and interview advice to school
students.

DUNRAVEN SCHOOL
Dunraven School believes that in order to become well-rounded individuals who are prepared for life after
they leave school, students need to understand the world of work. For them, Inspiring the Future is an
effective way of achieving this:
“It’s encouraging to see so many professionals engaging via the Inspiring the Future initiative as
our students benefit hugely from the insight of volunteers who come from a range of sectors and
professions.”
David Boyle, Principal at Dunraven School, London

Engaging with young jobseekers
Employers hold the key to helping young
people prepare for work and unlock their
potential
CIPD research into recruitment has uncovered some
reoccurring themes in terms of what employers
highlight as the main challenges for younger
candidates. A key issue that emerges time and
again is that there is often a lack of understanding
amongst young people about employer
expectations and how to market themselves. More
specifically, employers state that many candidates
struggle to sell themselves via their CV, lack
confidence and an understanding of what recruiters
look for during interviews. This not only hinders the
young person’s chances of finding a job but also
means employers struggle to tap into the talent
they need.
We believe that the CIPD and its members have
a key role to play in helping young candidates to
overcome these challenges. One way to bridge that
gap is to encourage those working in HR, who hold
responsibility for the recruitment of new staff, to
volunteer with young jobseekers to help enlighten
them about what employers look for. This was the
driving force behind establishing our Steps Ahead
Mentoring programme.

Steps Ahead Mentoring is a free mentoring
programme, run by the CIPD, designed to
draw on our membership network of 130,000
HR professionals across the UK to help young
jobseekers (who are referred by Jobcentre Plus) with
core employability skills. Young people who take
part in the programme, most of whom have never
worked before, receive six one-to-one mentoring
sessions with a CIPD volunteer, who helps them
with their CV, application forms and interview
preparation.
Steps Ahead Mentoring was initially established as
a pilot just over two years ago and we have been
delighted to see such a positive response from so
many of our members who are keen to utilise their
skills and experience to help young jobseekers.
To date, over 1,500 of our members have signed
up as Steps Ahead Mentors, who together have
contributed thousands of hours to help fight
youth unemployment. We know the programme
works; during our pilot, 73% of young people
who completed the programme went on to find
employment and, by the end of summer 2014, we
will be fully operational across England, working
with almost 600 Jobcentre Plus offices. We aim to
increase the number of our members involved in
the programme to 4,000 by the end of 2015.

Nearly three-quarters of young people who
completed the Steps Ahead programme
went on to find employment
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STEPS AHEAD MENTORING
To be involved in Steps Ahead Mentoring can be a fantastic experience, not only for the young person
seeking help to improve their job prospects, but for the mentor too:
“Seeing the young person I mentored gain a job after 12 months of unemployment was hugely
rewarding. The experience opened my eyes to the challenges many young people face when looking for
work and I am proud to support the programme.”
Sarah Austin, Steps Ahead Mentor, Newcastle

Work experience
Nearly half of employers now offer work
experience opportunities - and more than
a third have increased their offer over the
last year
Work experience is vital for providing young people
with their first contact with the working world,
insight into jobs and sectors, increased confidence
and employability skills. It can also give a young
person something to put on their CV, time spent in
the workplace and an understanding of how their
skills translate into a professional environment.
Work experience is not a new concept, but has
provided a key pillar in careers education in the UK
for years. However, since the launch of Learning to
Work, employers have continued to expand their
outreach activities and opportunities, including
work experience. There is growing awareness of the
key role they play in helping prepare young people
for work. A CIPD survey conducted at the end of
2013 found that almost half (41%) of employers

offer work experience opportunities and over
one-third (37%) of employers have increased their
provision in the last 12 months.
In turn, these organisations have discovered the
business benefits of engaging with young people
in this way, including accessing a wider range of
talent, increasing staff motivation, the introduction
of fresh and challenging ideas, and improving
employer brand and recognition. Recently, emphasis
has been on ensuring work experience placements
offer young people a high-value experience and
don’t just involve answering the phone and making
tea.
However, changes to the way careers advice and
guidance is funded and delivered in school means
work experience can be difficult for young people
to access. Also, news of many work experience
placements is spread via informal routes, which
can limit the diversity of applicants. For this reason,
the CIPD is encouraging employers to reach out
to schools and colleges to offer work experience
to a young person, take part in existing initiatives
and schemes and, if they’re advertising their own
placements, recruit fairly and formally.

THAMES WATER
Thames Water offer a range of work experience placements to young people aged 16-18, including
jobseekers, which prioritises providing young people with careers education in order to help prepare
them for future opportunities:
“We’re very much in favour of mentoring young people to explain employer expectations,
competitiveness of the recruitment process and the importance of “first impressions”. We use their
time with us to provide advice and guidance to young people and really prepare them for what’s
coming next and what employers are looking for.”
Laura Taylor, Resourcing Manager

7

LEARNING TO WORK

Youth social action – gaining employability
skills through volunteering
One in four employers are now involved
in supporting youth social action
Although we know that many employers are
starting to offer a greater number of high-quality
work experience opportunities within their
organisations, many young people still worry
about a lack of work experience. Participating in
youth social action is an excellent way for them
to gain many of the essential workplace skills
that employers look for, such as communication,
teamworking and leadership skills. Young people
who take part in volunteering opportunities are
not only making a vital contribution to their local
communities but are also coming away with great
experience that can be highlighted to potential
employers.
The CIPD research report Youth Social Action and
Transitions into Work: What role for employers
found that organisations that support young people
in their efforts to volunteer also benefit from a
range of advantages. These include increased
opportunities for employees to develop leadership
and people management skills, a positive impact on
company brand and a better understanding of how
to relate to the younger generation (CIPD 2013a).
Given the benefits to both young people and
businesses, there is a clear case for corporate
support for volunteering. The CIPD is one of the
organisations signed up to the Step Up to Serve
Campaign, a cross-party initiative headed up by

HRH The Prince of Wales, which aims to double
the number of 10-20-year-olds active in their
communities to more than 50% by 2020. Launched
in November 2013, the campaign has already
attracted pledges of support from a number of
high-profile employers, including National Grid,
Telefonica and PwC.
Many employers have begun to recognise that
encouraging young people to participate in youth
social action is one part of the puzzle in terms of
helping to equip the younger generation with the
soft skills that businesses seek. CIPD research found
that a quarter (24%) of employers are involved
in supporting youth social action (CIPD 2013a), a
number that will hopefully increase as the Step Up
to Serve Campaign continues to gain momentum.
Youth volunteering is not only beneficial for the
young people themselves; it can also have a
beneficial impact on the employees involved in
those activities. Indeed, forthcoming CIPD research
on volunteering and the learning development
agenda clearly highlights the ‘double benefit’ of
volunteering, for both individuals and organisations.
This research explores the link to understand
how employees develop through participating in
volunteering schemes and identifies ten key skills
and behaviours employees can develop through
volunteering, such as coaching and mentoring,
confidence, communication, team-building, selfawareness and creativity. Having these benefits so
clearly defined is helpful when it comes to making
the business case – at organisational and individual
level – as to why more employees should get
involved in this agenda.

EDF ENERGY
EDF Energy believes that getting involved in youth social action is the right thing for the business,
for society and for young people:
‘’It is one of those things that you can’t really appreciate the enormous value of until you get into
it and become part of it.”
Peter Thorn, Community and Education Lead
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DEVELOPING ACCESS ROUTES
AND MAKING ORGANISATIONS
MORE YOUTH-FRIENDLY

as a rite of passage into many professions, with
many graduates expected to have undertaken an
extended period in their choice of industry, which
means applying has become a competitive business.

As discussed in the introduction, preparing young
people for work only makes sense if at the same
time employers offer more opportunities for labour
market entry to young people. In a challenging
economic climate, this might not always mean
creating new jobs, but redesigning existing
opportunities in a way that makes them suitable for
young people without significant work experience
or offering routes that combine work and learning,
such as Apprenticeships and sponsored degree
programmes. What we have seen over the last two
years is that those employers that do diversify their
access routes quickly see the returns in terms of
tapping into a wider talent pool, getting the right
candidates for their business and increased loyalty
and staff retention.

Equally, for employers, internships can be a useful
recruitment tool, a means of building expertise
and talent inside an organisation, providing
additional assistance on particular projects and
a way to develop and up-skill existing staff that
are responsible for the young person’s care and
management. In 2013, 31% of our members said
they offer internships as a route into their business
(CIPD 2012a).

Internships
Nearly a third of businesses offer
internships, but intern pay remains
an issue
Internships can offer young people an effective
way of gaining first-hand experience of the
workplace and developing industry-specific skills,
knowledge and expertise. In the last few years in
particular, the internship has been viewed by some

However, as the prevalence of the internship has
increased, so too has the need to ensure they
deliver a structured, high-quality experience to
young workers and that they are paid opportunities.
The majority of employers are doing this, and
the CIPD has produced a best practice guide,
Internships that Work (CIPD 2013b), to provide
advice and guidance for organisations on what
a good internship should look like. However, pay
in particular remains a problem, despite National
Minimum Wage legislation being in place, and
organisations such as Intern Aware have highprofile campaigns to raise awareness of the issue.
The CIPD also actively encourages employers to
pay interns, not only to reap the rewards that
demonstrating an investment to a young person
can bring in terms of talent and commitment, but
because it’s the right thing to do.

IHS
Internships still provide an opportunity for young people to experience the workplace first-hand,
perhaps for the first time – something IHS is keen to facilitate via their successful internship programme:
“IHS runs an internship programme which recruits students and graduates with degrees in a relevant
field. Internships are paid and last anywhere from three to six months to a year. It’s a way to get young
people into workplaces. To see them, smell them and experience them; to foster a familiarity and to
understand the very basics. That is what an internship should achieve, and they’re experiences that we
want to feed back into the organisation.”
Alan MacKinnon, Director of Talent Acquisition – EMEA
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Recruitment practices

who have started to change their approach or are
keen to do so, those who say it can’t be done and
others who say arguably rewarding young people
who have done well in formal education is a fair
selection criteria and helps them to get the best
candidate.

62% of employers state that too
much emphasis is placed on academic
qualifications during the recruitment
process
Some recruitment processes and practices can
create a barrier to young people’s transition into
work; ‘word-of-mouth’ advertising, recruitment
processes with multiple stages, lengthy and
unclear job descriptions and person specifications,
numerous application forms and recruitment stages,
competency-based interviewing and workplace
jargon are all aspects which young people claim
they struggle with when applying for jobs. Results
of a CIPD mini-poll from May 2014 suggest that
even employers are starting to rethink the way in
which candidates are assessed for a particular role,
with 62% saying that too much emphasis is placed
on academic qualifications during the recruitment
process.
Clearly, there is a wider issue around the way we
see and indentify talent – currently too focused on
academic achievements. Again, this is something
employers recognise when they say we ‘recruit for
attitude and train for skills’, even though at the
moment most young people wouldn’t get to the
stage to demonstrate their softer skills as they fail at
the initial selection hurdle based on grades, GSCEs
and UCAS points. This is something that is not easy
to address, and opinions vary, from those employers

Despite these wider issues that start to emerge,
there are a few ways in which employers can
change their recruitment practices to make them
more youth-friendly and ensure that they get the
right candidates and get the best out of someone
who has just left education. This includes changing
interview techniques from competency-based to
strength- or scenario-based techniques, advertising
vacancies on social medial and promoting within
schools and universities as well as reaching out to
a more diverse audience and simplifying selection
criteria and recruitment stages.
Nearly nine out of ten organisations use
social media to tell young people about job
opportunities
Furthermore, a CIPD survey conducted at the end
of 2013 found that 36% of organisations said they
ask for no specific level of educational attainment
for entry-level roles, and 52% say their entry-level
roles have between one and two recruitment stages
only.

ITV
ITV are embracing social media as a recruitment tool for their Apprenticeship, work experience and
graduate-level opportunities, successfully reaching new audiences and targeting innovative, creative
and ambitious young people keen to get into the industry:
“Social media is essential for attracting young people. We use mostly Facebook, LinkedIn and Twitter to
reach young people – we even have a hashtag, #itvapprentice – and provide a link through to our ITV
careers site. It’s really working for us. Employers shouldn’t be afraid of it, embrace it.”
Marsha Witter, Talent Scheme Manager
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Traineeships
Traineeships have been launched to boost
young people’s employability skills
Traineeships were introduced by the Government
in August 2013, a year after the Learning to
Work programme began. Originally intended for
16-23-year-olds in England (young people up to
the age of 24 will also be eligible from August
2014), Traineeships aim to boost young people’s
employability skills and provide pre-Apprenticeship
preparation for those who are more likely to follow
a vocational route, but are not quite ready to start
an Apprenticeship or employment. A Traineeship
is an education and training programme with
work experience. They can last up to a period of six
months and consist of work preparation training,
English and maths for those who need it, and a highquality work experience placement with an employer.
Introducing trainees into an organisation can
provide a way for current employees to gain
management and mentoring skills, as well as help
build upon the existing skills base of the workforce.
Furthermore, the findings of a CIPD survey
conducted towards the end of 2013 suggests that,
despite them being new, many employers are keen
to support Traineeships, with 15% seeking to offer
them (CIPD 2013).

BARCLAYS
For Barclays, Traineeships have provided a
means of preparing the next generation of
apprentices for what lies ahead, equipping
them with the skills and experience to take up
an Apprenticeship with the bank:
“Traineeships have helped strengthen the
assessment process as candidates are then
able to draw on “real” experiences and “real”
customer/client situations having completed
hands-on work placements with the bank. In
2014, we will be offering more than 1,000
Traineeships, securing 500 apprentices and
inspiring 500 more.”
Shaun Anthony Meekins,
Head of Operations (Early Careers)
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Apprenticeships
Over half of employers have introduced
Apprenticeships in order to build their
talent pipelines
Since Learning to Work was launched in summer
2012, Apprenticeships have continued to grow in
popularity with both employers and young people.
For a young person, being an apprentice offers the
chance to ‘earn while you learn’, gain a recognised
qualification and benefit from work experience.
Apprenticeships allow for a smoother transition into
work, as young apprentices have a ‘softer landing’
in the workplace, because they are not expected
to be immediately job-ready. Evidence from across
Europe shows that countries that have strong and
well-established Apprenticeships systems with
high employer involvement tend to have lower
levels of youth unemployment. For employers,
Apprenticeships offer a way of bringing in new
young talent and equipping them with the skills
and expertise their business requires for the future.
In 2011, fewer than half of organisations had
employed an apprentice in the last three years, and
only a third indicated that they planned to recruit
one in the coming year (CIPD 2011). However, a
survey conducted for Learning to Work in 2013
reported a rise in the number of employers offering
Apprenticeships, with over half (56%) doing so
in order to build their talent pipelines. What’s
more, a further 14% claimed they were planning
to bring in apprentices in the next 12 months.
Other broad-based data supports evidence of this
growth. Figures from the Department of Business,
Innovation and Skills show that in the 2012/13
academic year, there were 510,000 Apprenticeship
starts in England – an increase of 213,000 from
2009/10 – and since 2010 there have been
approximately 1.5 million Apprenticeship starts
(Mirza Davies 2014).
We’ve also seen a significant rise in the number
of young people electing to do a Higher
Apprenticeship, reflecting the changing skills needs
and changing recruitment traditions of many
employers seeking to develop talent for high-skill
roles. Also, data from the Department of Business,
Innovation and Skills found that more than half of
all Apprenticeship starts in 2013 were in sectors

not traditionally associated with Apprenticeships,
which demonstrates employers’ changing attitudes
towards the perceived suitability of Apprenticeships
for their organisation or sector. In 2013, more than
half (55%) of all Apprenticeship starts were in
business administration or the health, public service
or care sector – sectors which three years ago
one might not have traditionally associated with
Apprenticeships (Mirza Davies 2014).
Despite these positive changes, there are still a lot
of misconceptions around Apprenticeships amongst
employers, young people and parents. Furthermore,
demand is still outstripping supply and more
employers are needed to offer Apprenticeships
in order to establish this as a real alternative to
university education. Many employers still argue
that they struggle to recruit the ‘right’ candidate
into their roles and at the same time there is a
concern that not all Apprenticeships are of the
same quality and offer the same opportunities.

VISA EUROPE
For employers such as Visa Europe,
Apprenticeships offer a way of bringing in
new talent and equipping them with the
specific skills and expertise their business
requires for the future:

The Apprenticeships systems is about to undergo its
biggest shake-up in decades, with employers being
placed at the heart of the system. To capitalise
on this it is important that employers are helped
to design their own Apprenticeship frameworks
and supported to design on-the-job training roles
that are of high quality and ensure progression.
With government support, Apprenticeships could
become to go-to method for businesses to grow a
motivated, qualified and professional workforce.

BRITISH GAS
For British Gas, the regular introduction of young
apprentices and development of new expertise
over time means they can successfully plan their
future workforce to meet customer needs and
changing technologies:
“At the British Gas Academy we operate a
five-year programme for our apprentices – with
two years spent as an apprentice. This is very
important. We bring them back in years 3, 4 and
5 to refresh their skills and training to ensure
they keep on developing and growing with the
organisation.”
Simon Eastwood, British Gas Academy

“Payments is a unique and growing industry.
The way we work means you can’t always
simply buy in talent and knowledge, and we
identified a knowledge gap. As it stood, we
didn’t have all the people to fill it, so we built
our Apprenticeship programme.”
James Lawrence, Next Gen Talent Manager
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School-leaver programmes
There has been a substantial investment
by employers in school-leavers, with
nearly half increasing their offer over
the past year
Traditionally, if a young person decided not to
go on to further or higher education they would
apply for an entry-level job with an organisation. In
2012, 15% of organisations were offering post-Alevel routes into their business (CIPD 2012a). Now,
employers are offering a variety of programmes

designed to capture and build on the talents and
skills of these young people – keen to work, but
with little or no work-based experience.
Since Learning to Work began we have witnessed
a substantial investment by employers in this area
of talent development. It shows in the statistics:
Our research has found that 45% of employers
have increased their offering to school-leavers in
the past year (CIPD 2013). However this activity
mimics the wider trend of employers increasing
their engagement with schools more generally in
order to help young people navigate careers and
the transition from school to work.

Employers are offering a variety of
programmes designed to capture
and build on the talents and skills
of young people.

SANTANDER
Instead of hiring young people into ready-made roles, employers are taking an active interest in spotting
and developing key skills in a number of areas and providing opportunities to young people with
potential, as Santander are doing through their four-year Flying Start School Leaver Programme.
“We’re recruiting young people with great service skill, an inquisitive nature and the right values.
Character is very important now; people need to be committed with a high level of integrity. It takes a
young person from school to a Chartered Institute of Bankers qualification in just four years giving
them a head start in their careers.”
Marcus Lee, Head of Resourcing
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Graduate schemes
Over a third of businesses have increased
their graduate scheme offering in the
last year
Graduate schemes remain a popular route for
young people leaving university. They provide
the chance for young people to work in an
industry or field which makes the most of the
subject they studied at university and can offer
impressive training, development and progression
opportunities in exchange for the organisation’s
loyalty and investment. For employers, recruiting
young people through graduate schemes not only
saves time and resources, but can help develop
specialist and technical skills and identify future
talent.

Since the CIPD launched the Learning to Work
programme in 2012, graduate programmes
have continued to appeal to both employers and
university-leavers, with 28% of employers offer
graduate schemes, and just over a third (36%) of
businesses have increased their offering in the last
12 months (2013).
Recently, however, a spotlight has been shone
on the underemployment of graduates, raising
the question of whether all roles advertised
to graduates necessarily require an academic
qualification. This again draws attention to the issue
of employers using a degree as a default option
in their selection criteria and the need to move
beyond this.

For employers, recruiting
young people through
graduate schemes not only
saves time and resources, but
can help develop specialist and
technical skills and identify
future talent.

TELEFONICA
For Telefonica, remaining a key player in the digital world meant investing in graduate talent and
developing the skills necessary for the future:
“It’s perverse that whilst our economy is now seeing positive growth we continue to have one of the
worst levels of youth unemployment in Europe. The digital economy has been a key driver in this
recovery but without the relevant skills, we won’t be able to fulfil our potential. As digital natives,
young people are perfectly placed to fill this gap so it’s absurd that they are still being excluded from the
workplace. Businesses, big and small, can all help get more young people into the workplace - whether
that’s through quality work experience or apprenticeships - otherwise we risk missing out on the skills
of a generation.”
Ann Pickering, HR Director
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CONCLUSION AND NEXT STEPS
In the two years since Learning to Work was
launched, businesses have shown a greater
commitment to bringing in young talent in order to
grow it; they no longer always expect an off-theshelf employee. In fact, over a quarter of employers
report they are employing more 16-24-year-olds
compared with a year ago (CIPD 2013c).
However, setting up ways by which employers can
engage with young people and bring young people
into their organisations will be successful only if
line managers buy into this and are supported in
their interactions with young people. Indeed, line
managers have often been identified as a barrier
to greater youth engagement as they worry about
the additional upfront investment that is required,
especially in the first few weeks and months when
the young person adjusts to working life. To help
organisations upskill line managers in this regard,
Learning to Work launched Managing Future
Talent (CIPD 2014) – a guide designed to help line
managers get the best from young people entering
their organisations and aid a successful transition
for young people into work.
Despite the positive change outlined in this report,
there remains a lot more to be done that will
require all actors in the system to work together
to consolidate what has been achieved and build
on this progress to make it a norm – not the
exception – in the way society and employers
engage with young people. This includes having
a better measure of the impact this has on
the organisations (and in some cases backfill
the business case), a shift from defining talent
narrowly through academic qualifications and
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achievements to selecting candidates differently,
integrating volunteering into recruitment practices
and recognising the beneficial impact it has on
employability as well as better job design and
progression for Apprenticeships as a prerequisite for
greater employer ownership. Above all, we need to
join up the CSR (corporate social responsibility) and
HR agendas and make sure that what organisations
do to give back to their communities is intrinsically
linked to an HR strategy around workforce
investment and building talent pipelines.
The CIPD will continue taking a lead on these
issues via its Learning to Work programme with
the support and input from key partners, CIPD
members and wider key stakeholders. But we also
recognise that a key role for us is to make it easier
for those individuals and organisations that want
to increase their engagement with young people
and that it is often difficult to navigate the different
options available to them – which is why we have
developed our ‘youth engagement map’. The map
aims to help employers and HR professionals pursue
their engagement with young people in a more
strategic and structured way. We have identified
seven key focal points to help encourage greater
levels of engagement with young people and secure
future talent pipelines. These are engage, prepare,
experience, recruit, invest and measure, which are
all underpinned by the business case.
We provide guidance on the kinds of activities you
and your organisation could be doing under each
of these headings to make a real difference. Please
visit our website for further information
cipd.co.uk/learningtowork

YOUTH ENGAGEMENT MAP
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• Carlo Rowe
• Ellie Lewis
• Gabbie Bristow
• Husayn El-Hafidi
• Rochelle Livingstone
• Rory Hatherell
• Shoyaine Nembhard
• Tiana Locker

KEY PARTNERS
In order to work most effectively in this space the CIPD has formed a number of key partnerships with other
bodies working to help tackle youth unemployment. These collaborations compliment and help boost the
impact of the Learning to Work programme, our thanks go to:
• Nick Chambers and Anthony Mann, Education and Employers Taskforce
• Lindsay Harman, Elaine Norris and Nick Robinson, Department for Work and Pensions
• Chris Norris, NESTA
• Moira McKerracher, Reema Malhotra and David Massey, UKCES
• Graham Bann and Grace Mehanna, Business in the Community
• Carolyn Savage and Caroline Mason, Skills Funding Agency
• Charlotte Hill, Step up to Serve
• Natalie Cramp, Team London, Greater London Authority
• Jim Birtwell, Plotr
• Dominic Cotton, UK Youth
• Gill Dix and David Taylor, Acas
• Fred Grindod, unionlearn
• Laura Hamson, Envision
• Lizzie Guinness, The Prince’s Trust

19

LEARNING TO WORK

TODAY’S YOUNG PEOPLE, TOMORROW’S WORKFORCE

The Learning to Work programme is led by the CIPD to promote
the role of employers in reducing youth unemployment. The CIPD’s
purpose is to champion better work and working lives,
which starts with young people being able to access the labour
market.
The overall aim of the programme is to promote the business case
for investing in the future workforce. We encourage HR professionals
to offer a wide range of access routes into their organisations and
ensure their recruitment and management practices are youthfriendly. We also promote direct contact with young people via two
youth volunteering programmes, Steps Ahead Mentoring and
Inspiring the Future.
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