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Hosted by NICEC fellows: Dr Elnaz Kashef and Dr Fiona Christie



Timings
• 1.30-1.35 Welcome – Fiona Christie 
• 1.35-2.20 - Panel 1 - Assessing and understanding the 

Challenge (including Q&A)
• 2.20-2.35 Comfort break
• 2.35-3.20 -Panel 2 - Exploring Solutions and Good Practice 

(including Q&A)
• 3.20-3.30 –Closing remarks - Elnaz Kashef



Panellists today
Panel 1: Assessing and understanding the Challenge
• Lisa Russell (Professor of Education and Employment) and Katherine Davey 

(Leverhulme Early Career Research Fellow) – Manchester Metropolitan University

• Chris Percy – Honorary Research Fellow – University of Warwick

• Charlie Ball – Head of Labour Market Intelligence - JISC 

Panel 2: Exploring Solutions and Good Practice
• Baz Ramaiah, Policy and Research Director - Youth Employment UK

• Joy Williams, Principal Research Fellow - Institute for Employment Studies 

• Mark Cameron OBE - Chief Executive of The 5% Club
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‘Mapping Interventions for NEET young people in 
England’ (MINE): Project Overview

• Main aim: to improve understandings of early intervention programmes for 
young people aged 14-16 considered vulnerable to becoming NEET
oMap existing provision
oProvide knowledge of educational processes
oSubjective experiences of participants
oShort and long(er) term outcomes

• 194 interviews with 81 young people; 82 interviews with 75 professionals 
and 10 family members

• Over four hundred and seventy-two hours spent in the field, including 
participant observations in nineteen settings

• 66 life cycle maps; 62 cardboard person-shaped cutouts

Corey’s life map
Sophia’s future person



Complexity of NEET Risk
• We know that extended periods of exclusion from education and the labour 

market can have a range of 'scarring' effects  in later life
• There are a range of micro, meso and macro factors that shape a young 

persons schooling and work experiences – we must think too about the 
economic circumstances of YP (poverty, class, local, national and global job 
market) - driven by cumulative disadvantage 

• Falling through the gaps JRF Report (15th Sept 26) - poverty in childhood triples 
the risk of not earning or learning as a young adult -
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-
hardship-shapes-life-chances

Russell, L., & Thompson, R. (2025). Predicting educational exclusion: A literature 
review of risk factors associated with early leaving from education. European 
Educational Research Journal, 0(0). https://doi.org/10.1177/14749041251378585

https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://www.jrf.org.uk/social-security/falling-through-the-cracks-how-childhood-hardship-shapes-life-chances
https://doi.org/10.1177/14749041251378585


Illustrated Films: Young People’s 
Experiences of Educational 
Transitions 

https://mmutube.mmu.ac.uk/id/
1_ho3au82x 

https://mmutube.mmu.ac.uk/id/1_ho3au82x
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Cody’s story





I was excluded from school in Year 10 and went to the local college which I liked cos of the smaller 
class sizes. 
I was back in for Year 11 and I completed the whole year without being excluded and I stayed in the 
room for all of my GCSE exams apart from one. 
I see a doctor because I have ADHD. 
For a while, my mum had found it difficult to get hold of my medication and had to halve the amount I 
take. She lets me off taking it in the holidays but I have to take it when I go back to schools cos she says 
I’m rude when I don’t take it. 
I wanted to go to the local college to do catering when I left school but they said they couldn’t take me 
because they couldn’t’ meet my ‘specific support requirements’ and didn’t have any other suitable 
courses. 
After this me and my mum had to go and have meetings with the college and the council who disagreed 
with the college’s decision. 
By September I still didn’t have a college place but after a few weeks I was invited to look around a 
college in the next town but I couldn’t do catering cos they don’t do it. 
I have to get two buses a day but I like the college. I’m doing maths and English resits and trying out 
different subjects each term cos I’m on the foundation course. I can get free education until I’m 25 cos I 
have an Education and Health Care Plan.  



Recently Published: Policy Brief
• Acknowledge the complexity of NEET risk: recognising macro policy 

and school level factors, as well as individual ones that culminate to 
increase the likelihood of future NEET status.

• Broaden the curriculum offer and alternative, flexible pathways for 
young people who struggle to reach grade 4 in GCSE maths and 
English.

• Allow young people more say over their future pathways, including 
where and what they learn to ensure it is aligned with future career 
aims. 

• Offer more accessible lower-level provision (at Level 2 or below) to 
enable more meaningful choice and ample opportunity to catch-up. 

• Provide more equitable and sustained career guidance support to 
those most at risk during key transition points. Advice should take a 
strength-based and relational approach. 

• Target more equitable support to enable participation among key 
groups, including for SEND, mental health issues and financial support 
for travel, food, and to remove the cost for home educated young 
people to enter GCSEs.https://bit.ly/MINEpolicy



Resources and Publications
Project Website



Get in touch:

Professor Lisa Russell: L.Russell@mmu.ac.uk

Dr Katherine Davey: K.Davey@mmu.ac.uk

Project Website

mailto:L.Russell@mmu.ac.uk
mailto:K.Davey@mmu.ac.uk


Charlie Ball 
Head of Labour Market Intelligence

The graduate labour market in 2026



The UK labour market
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At the end of 2025, there 
were just over 17.2 million 
people in the UK workforce 
with degree or equivalent 
qualifications, or 55% of 

the workforce with known 
qualifications.

Over 17.7 million people 
were employed in 

professional level jobs, or 
53% of all UK jobs (there 

are more people with 
known jobs than with 
known qualifications). 

In 2025, the number of 
people working in graduate 
level employment in the 
UK rose by 411,100, 
having risen by 8,800 in 
2024.
Jobs below degree level 
fell by 61,900.



How UK employment changed in 2025
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92: elementary administration & service occs
91: elementary trades and related occupations

82: transport & mobile machine drivers/operatives
81: process, plant and machines operatives

72: customer service occupations
71: sales occupations

63: community and civil enforcement occupations
62: leisure, travel and related personal service occs

61: caring personal service occupations
54: textiles, printing and other skilled trades
53: skilled construction and building trades

52: skilled metal, electrical and electronic trades
51: skilled agricultural and related trades

42: secretarial and related occupations
41: administrative occupations

35: business & public service assoc. professionals
34: culture, media and sports occupations

33: protective service occupations
32: health & social care assoc. professionals

31: science, engineering and technology associate profs
24: business, media and public service professionals

23: teaching and educational professionals
22: health professionals

21: science, research, engineering and technology profs
12: other managers and proprietors

11: corporate managers and directors

Change in number of employees in the UK bin2025



What did graduates from 2023/24 do?
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Working full time Working part
time

Voluntary or
unpaid work

Working and
studying Further study Unemployed Other

2019/20 56.6% 11.5% 1.1% 10.9% 9.3% 5.8% 4.9%
2020/21 59.6% 10.4% 1.0% 10.5% 7.8% 5.0% 5.7%
2021/22 59.0% 10.8% 1.1% 10.5% 6.7% 5.6% 6.4%
2022/23 56.4% 12.0% 1.2% 10.9% 6.6% 6.2% 6.7%
2023/24 54.8% 13.1% 1.4% 11.0% 6.1% 6.8% 6.8%
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Presenter Notes
Presentation Notes
(have removed some of the less important categories; unknown pattern of employment and part time further study as they’ve very small)



What jobs did graduates do?
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Skilled
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waiting
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Other
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2022-23 3.7% 2.3% 7.1% 5.1% 16.6% 7.1% 6.5% 10.6% 5.4% 3.9% 3.5% 8.5% 4.9% 1.6% 9.6% 3.4%
2023-24 3.7% 2.1% 6.9% 4.8% 17.6% 6.6% 6.3% 10.3% 5.3% 3.7% 3.4% 8.2% 5.0% 1.7% 10.5% 3.8%
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Is this the ‘worst graduate labour market on record’?

Presenter Notes
Presentation Notes
Charlie 
Data from ONS bulletins, mainly the weekly Economic and Social Change In The UK, except for the vacancy numbers in top right, from monthly labour market updates from the ONS



No

Presenter Notes
Presentation Notes
Charlie 
Data from ONS bulletins, mainly the weekly Economic and Social Change In The UK, except for the vacancy numbers in top right, from monthly labour market updates from the ONS



Is this the ‘worst graduate labour market on record’?

• Vacancy data is generally of good quality and the big aggregators work hard on data quality

• Industry level data is tricky but a solved problem as established coding schemes exist

• ‘Graduate jobs’ are difficult to pull out as there’s no set definition

• Employer behaviour has changed as a response to first COVID and then to AI in recruitment

• Occupationally-segregated vacancy data shows no obvious collapse

• Recruiters also say they’re still recruiting (quite a few say more strongly than last year)

• This means that aggregators showing jobs in ‘graduate jobs’ seem to actually be showing 

changes in recruiter behaviour

• This probably means methodologies need to be examined

Presenter Notes
Presentation Notes
Charlie 
Data from ONS bulletins, mainly the weekly Economic and Social Change In The UK, except for the vacancy numbers in top right, from monthly labour market updates from the ONS



The salary premium has declined – and that means ….
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• NOTE: The graduate premium does seem to have declined in last 2 decades.
• Employers place less value on a degree?

- Seems to be more to do with: impact of NMW, and public sector wage 
restraint (most public sector workers have degrees)

• We don’t need arts degrees
- The creative industries contributed £124bn GVA to the UK economy in 2023 

(UK Industrial Strategy)
- Arts graduate tend not to be motivated by salary

• Young people should study trades instead
- The trades labour market is approximately 1/6th (at best) the size of the 

graduate labour market, and unlike the graduate labour market, is shrinking.



AI has taken, or will take, all the jobs

24

• Always very unlikely

• Even big AI founders who had pushed this narrative, now drawing back on it

• Some evidence in UK that AI might be having an impact in niches, eg IT, consultancy

• But main decline in UK graduate labour market last year seems to simply down to public 
sector recruitment cuts

• Some UK professions expected to be badly affected saw rises in recruitment – 
accountancy, law especially

• Little evidence of widespread, wholesale impact of AI on jobs

• Employers show little genuine intention to replace jobs on a large scale

• A lot of evidence of widespread, wholesale impact of AI on recruitment.

• Students and graduates DO believe the AI job replacement narrative even though there is little 
evidence for it



Thank you

@jisc.bsky.social

@jiscsocial

linkedin.com/company/jisc

help@jisc.ac.uk

jisc.ac.uk

Except where otherwise noted, this work 
is licensed under CC-BY-NC-ND.

0300 300 2212

Charlie Ball

Head of Labour Market Intelligence

charlie.ball@jisc.ac.uk



Panel 2: Exploring Solutions and Good 
Practice

• Baz Ramaiah, Policy and Research Director - Youth 
Employment UK

• Joy Williams, Principal Research Fellow - Institute for 
Employment Studies 

• Mark Cameron OBE - Chief Executive of The 5% Club



Presenter Notes
Presentation Notes
Thanks LJ, and welcome everyone. It’s brilliant to have so many of you with us for the launch of the 2026 Youth Voice Census findings.




Presenter Notes
Presentation Notes
This year, 11,508 young people aged 11 to 30 took part in the Census across schools, colleges, apprenticeships, higher education, employment and those seeking work. Alongside that, we ran 12 qualitative Youth Voice Sessions with nearly 100 young people across the country.
So this is a powerful national evidence base — but it is also 11,508 individual stories. 11,508 different lives. It is our privilege and pressure to bring those stories to life



Presenter Notes
Presentation Notes
Before I share the key findings, I just want to share a big thank you to our sponsors for this year’s Youth Voice Census, including our six Combined Authority partners. In the coming months we’re going to be publishing analyses that show Census results for specific Combined Authorities, creating one of the richest, most detailed regional-level sets of insights into young people’s life and experiences.



Presenter Notes
Presentation Notes
The key message from this year’s Census is that Ambition starts strong, and it starts early. But access to opportunity isn’t equal.
Young people want to learn. They want experience. They want to work. They care deeply about their futures.
But they are trying to do all of that in a world that feels more pressured.
If you have built the skills, written the CV and done the preparation, but keep meeting experience requirements you can’t satisfy, jobs you can’t reach or costs you can’t absorb — how long can you keep carrying that pressure?
And the second thread running through this Census is about fairness.
We are going to share national averages today, and those averages matter. But national averages can mask unfairness.
Beneath the headline figures, the same groups repeatedly appear on the wrong side of the average: young carers, care-experienced young people, young people with Additional Needs, those with Free School Meal experience, and Black young people facing much higher levels of discrimination.
That is not a story about a lack of drive.
It is a story about unequal starting points, unequal access, and barriers that can build on one another across a young person’s journey.




Presenter Notes
Presentation Notes
Getting in our five key findings, our first finding doesn’t look like a classic employment stat on the surface, but it underpins everything else. Young people don’t step into an interview or onto a shop floor in a vacuum—they bring their daily reality with them.
Right now, economic pressure is the single biggest national issue on young people's minds, with 46% of of young people —up from 38% last year - telling us that this is one of their main concerns about the country. Only 56% say they can comfortably afford essential living costs, while 14% explicitly state they cannot.
We can see young people making real-time trade-offs: 48% are visiting venues less, 45% have cut subscriptions, and 41% are turning down social invites. But the real alarm bell for employers is enrichment: the proportion of young people taking part in zero enrichment activities has jumped from 33% to 43%.




Presenter Notes
Presentation Notes
When money gets tight, young people pull back from the very activities that build confidence, networks, and soft skills. Add to that a fragile mental health baseline—where 22% report high anxiety and 28% cite mental health or stress as a reason for missing education—and you quickly realize that wanting to participate and being able to participate are two very different things.
We also looked at financial capability. 47% of young people report that they have received no financial education across core topics like saving, debt, loans, credit, and pensions. In our qualitative sessions, young people explicitly called for practical preparation for adulthood—what some described as a "GCSE in life" to cover bills, taxes, payslips, and workplace contracts.
And this is where the fairness gap shows up immediately. While 56% can afford essential costs on average, that drops to just 36% for young carers. Furthermore, while 74% have a trusted adult they can turn to, 66% say that at times they feel they have no one to talk to, and 53% experience loneliness some or all of the time. National averages hide the fact that some young people are carrying enormous weight before they ever reach your front door.




Presenter Notes
Presentation Notes
Let’s look at what happens when young people turn their ambition toward the job market.
The desire to work is undeniably strong. Among 17-to-19-year-olds, 67% tell us they plan to apply for a job as their next step, compared to 51% planning to apply to university. They aren't sitting back—they want to enter the workforce, earn, and progress.
The friction comes when they actually try to cross that threshold into work, we have long seen young people’s confidence dip as they approach working. They don't think they have the skills, qualifications or experience to progress 
Just 18% of young people believe employers are supportive of hiring them. In stark contrast, almost half—47%—believe employers are actively unsupportive or very unsupportive of hiring young people.
When a young person believes the market is hostile to early-career talent before they've even submitted a CV, every barrier after that feels twice as high.
And those barriers are escalating:
Lack of work experience remains the single biggest barrier, shooting up 10 points this year from 47% to 57%.
Personal anxiety has risen from 30% to 33%—bringing the everyday mental health baseline Baz mentioned right to the job search.
Lack of local jobs has grown from 26% to 30%. In fact, only 26% of young people believe good-quality jobs are available in their area, while 39% explicitly state they are not




Presenter Notes
Presentation Notes
Where you live and technology add further uncertainty:
Geography: Concern over local job availability jumps from 21% in London to 35% in the South West.
Transport: 21% cite transport as a direct barrier. When only half of young people can comfortably afford essential living costs, travel is no longer a minor detail—if you can't afford the bus to a neighboring town, that job might as well not exist.
Technology: 69% of young people use AI tools regularly, but 55% say rapid tech change makes them anxious about their future. They use AI to help draft a CV, but remain deeply skeptical of automated systems deciding whether they get hired.




Presenter Notes
Presentation Notes
That brings us directly to Key Finding 3, which challenges a major myth in early-careers policy: the idea that young people simply lack work-readiness skills or aren't doing the preparation work.
The data shows young people are preparing:
61% feel confident writing a good CV
60% feel confident with interviews
59% feel confident completing an application and prepared to start work.
They also report high confidence in the core human skills employers value most—listening, problem-solving, and teamwork. So when we look at early talent, this is not a basic skills-deficit crisis.
The breakdown happens at the proof stage. 
Only 28% are confident they have suitable experience, 
34% feel confident in their qualifications, 
and just 31% feel confident in their personal networks.
Because of that gap, 50% of young jobseekers report deciding not to apply for a job because it required more experience than they had. And 48% say qualification requirements have put them off applying.
When considered together, these figures suggest that half of the potential entry-level talent pool is screening themselves out before you ever see their application.




Presenter Notes
Presentation Notes
Work experience is where this proof gap shows up most clearly.
Lack of work experience has officially shot to the top of the barrier list, cited by 57% of young people—up 10 points in a single year.
And young people know what would fix it:
75% tell us that paid work experience would transform their prospects
Yet only 35% were offered work experience during the previous year
Without that proof, candidate behavior changes. Exactly 50% of young jobseekers—half of your potential entry-level talent pool—report deciding NOT to apply for a role simply because it asked for more experience than they had. And 48% walked away due to qualification requirements
This is where the perseverance question hits hardest. If a young person completes their education, builds their CV, practices for interviews, but repeatedly gets turned down or deterred by experience requirements they were never given the chance to gain—how long do we expect them to stay motivated?
Preparation doesn't just happen in a classroom—it happens through wider experience, but access to those experiences continues to fall
Only 41% of young people report taking part in social action or volunteering and 25% of students work alongside study
Part-time work alongside study is another vital route to building CV evidence—25%. The young people who need early work evidence most are the least likely to get it.
We also see striking gender dynamics in how young people prepare:
Young women are doing more prep work: Female respondents are significantly more likely to attend careers fairs (42% vs 33%), consider volunteering (55% vs 35%), and ask for interview support (54% vs 41%).
Yet young women face higher emotional friction: 20% of female respondents report mental health challenges as a direct barrier to work, compared to 13% of male respondents.




Presenter Notes
Presentation Notes
When we look at education, young people's attitudes towards it remain broadly positive. For example 69% of college and sixth-form students rate their overall experience positively, and 80% expect to complete their courses. 
However, disruption in the education system is increasing. 27% of young people reported experiencing a lot or a great deal of disruption - up from 18% in 2025. When asked what is driving that disruption, 77% cite disruptive classroom behavior, 50% cite staff absence, and 39% cite the classroom environment.




Presenter Notes
Presentation Notes
Absence also has clear drivers. Among those who missed education, 82% cite illness or health problems, 28% cite mental health or stress (up from 22% last year), and 18% cite personal and family reasons.
Here again, national averages don't tell the whole story. 50% of respondents with Additional Needs who missed education cite mental health or stress, compared to 19% without Additional Needs—a 31 percentage-point gap. Candidates are arriving at your doorstep with high ambition, but many have navigated deeply fragmented learning environments without equal support to get there. 




Presenter Notes
Presentation Notes
One of the most promising findings in the Census is that once young people get into employment, their experience is generally positive. 
Young people in work generally have a good understanding of navigating and succeeding in the world of work. 87% understand what good performance looks like, 85% understand their contract, 81% understand their payslip, and 83% feel comfortable talking to their manager about concerns. The perception that employers are unsupportive vanishes once young people get inside. This is reflected in the fact that 67% describe their current employer as youth-friendly. 
However, good workplaces are feeling the pressure. 66% of young workers report increased workloads, 61% report rising stress, and 68% report increased responsibility.




Presenter Notes
Presentation Notes
When responsibility isn't supported, it turns into overload. 25% of young workers report regularly working beyond their contracted hours without pay, 30% are routinely asked to do work outside their job description, and 34% are regularly covering someone else's role.
Because of this squeeze, 54% of young workers say they considered leaving their job in the last 12 months. This is perseverance playing out inside the workplace. Getting a young person through the door is only half the battle; if the job becomes unsustainable, ambition turns into attrition.




Presenter Notes
Presentation Notes
So those are our key findings and what they show us about young people, their lives and their experiences of education and employment. Drawing on these voices, the findings of this year’s Good Youth Employment Benchmark and our wider expertise, we believe in the following changes to ensure all young people can access and thrive in the world of training and work. 




Presenter Notes
Presentation Notes
1. A Young Person's Entitlement from 11-18
Let's become much clearer about the foundations every young person should have before they leave compulsory education - careers education, meaningful employer encounters and work experience, enrichment, core skills, digital and AI confidence and genuine understanding of all the pathways available to them.




Presenter Notes
Presentation Notes
2. Turn the Youth Guarantee into a permanent Youth Participation System
Not another programme young people move in and out of.
A system that identifies those at risk earlier, reaches out, connects services properly and stays with young people beyond the first destination.




Presenter Notes
Presentation Notes
3. Make access and local opportunity part of our infrastructure
It's not enough to count how many jobs, courses or programmes a place contains.
We need to understand who can actually use them.
Transport, cost, disability, health, caring responsibilities, safety and digital access belong in the youth employment conversation.




Presenter Notes
Presentation Notes
4. Create a practical Employer Participation Framework
Employers are essential partners, but we cannot make exactly the same ask of a microbusiness and a multinational.
We need a practical framework for how employers can contribute - from careers activity and work experience through recruitment, onboarding, development and progression - and support employers to improve their practice.




Presenter Notes
Presentation Notes
5. Create a Youth Participation Outcomes Framework
Alongside destination measures, measure the things that tell us whether the journey actually worked:
access, quality, experience, retention and progression - with youth voice and employer voice built into accountability.




Presenter Notes
Presentation Notes
Thanks so much for listening to our key findings and recommendations. Looking forward to hearing any questions or reflections you might have during the Q&A towards the end of our session. I really encourage you to use the links here to check out the full report and to also look out for our regional reports as well. Thank you 




Supporting effective transitions into education 
and work

Joy Williams, Head of Youth Transitions 

NICEC network event

25th September 2026

Source: Getty Images



• Just under 1 million young people (16-
24) are not in education, employment 
or training (NEET)

• Long-term scarring effects on life 
chance and earnings

• Transitions are crucial turning points – 
school to post-16 education and 
training, post-18 to work, HE or training

Why youth transitions matter for economic and social 
outcomes



What research tells us about effective transitions

1

2

3

Attainment

Key stage 4 outcomes matter

Information and guidance

Consistent careers support

Opportunities

Work experience; apprenticeships; employer engagement

The challenge is creating the 
conditions that allow young 
people to make informed 
choices and successfully 
sustain them



Phase 1 2021-2024, Phase 2 2024-2027
• deliver targeted support and build evidence-based, 

effective career education for disadvantaged young 
people at transition points

• two years of targeted support across 10 projects in 
Phase 1, 5 in Phase 2 delivered by Careers Hubs in 
England

• In years 10 and 11 - 1,000+ Phase 1, 1,500+ Phase 2
Anticipated outcomes:
i. Successful post-16 transition into Education, 

Employment and Training
ii. Sustained engagement with their chosen path (after six 

months)
iii. Increased quality of post-16 destination
iv. Post-16 destination matches the pupil’s capability and 

aspiration
v. High satisfaction with chosen destination

Effective Transitions Fund

One-to-one coaching

Group sessions

FE & HE visits

Work placements & work experience

Employer encounters

Transitions support

Parental engagement

‘Keep in touch’ strategies



Phase 1 outcomes

94%

6%

September 2023: 882 pupils tracked

Entered post-16 destination Other

91%

9%

November 2023: 922 pupils tracked

In post-16 destination Other

93%

7%

Spring 2024: 906 pupils tracked

In the same post-16 destination Other

Around 90% were 
happy with their choice 
of post-16 destination

Over 90% were happy 
with their main 
subjects/courses

Over 90% were happy 
with their college or 
training provider



What worked?

A holistic approach

Personalisation

Representation

Building support networks in schools

Persistence and integrity

Supporting the transition



Policy implications
Four priorities

Build trusted 
relationships

Provide real-
world 

experiences

Support 
decision-
making

Stay with 
young people 

through 
transitions



www.employment-studies.co.uk

Thank you

Stay up-to-date

@EmploymtStudies

Get IES email updates: www.employment-studies.co.uk/register

http://www.employment-studies.co.uk/register
http://www.employment-studies.co.uk/register
http://www.employment-studies.co.uk/register


The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  NICEC NETWORK EVENT  |  SUPPORTING YOUNG ADULTS INTO WORK

Winning the war on
youth unemployment
through employer action.

This will not be solved by making young people more employable. It will be solved by 
employers creating more opportunity, and by the people who broker the two ends together.

The 5% Club  ·  1,263 employer members  ·  6% of the UK workforce



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  SEGMENTING THE MILLION

2

A million young people. Not one population.

400,000
Close to the labour market

Ready to start. They need openings, not 
preparation.

200,000
Persuadable

Weighing study, time out or a change of 
direction.

400,000
Complex barriers

Health conditions and caring duties. They 
need supported entry.

84% want a job or training. Six in ten have never had a job. The shortage is not one of willingness.

13.5% of the age group, the highest share since 2014, and 1.25 million within five years if entry-level hiring does not change.

Sources: ONS, Young people not in education, employment or training, Q1 2026; BPP and Corporate Research Forum analysis; Young People and Work interim report, 2026.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  THE ENTRY-LEVEL MARKET

3

The first rung has thinned.

+10%
Cost

Rise in the cost of an entry-level hire after 
April's changes.

-45%
Market

Fall in graduate vacancies year on year, the 
steepest since 2020 (Adzuna – inaccurate but 
grabbed attention …).

2.5
Competition

Unemployed people for every advertised 
vacancy.

Each decision to hire experience instead is individually rational but collectively corrosive.

Sources: British Retail Consortium; Adzuna; ONS; A snapshot of entry-level hiring in the UK, 2026.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  TECHNOLOGY  |  EMPLOYER EVIDENCE

4

AI is redesigning entry-level work,
not eliminating it.

3 in 4
Skills are changing

Say AI is changing the skills required at entry 
level.

2 in 3
Roles are being redesigned

Have already begun redesigning entry-level 
roles.

1 in 4
Hiring more, not less

Expect AI to increase their early careers 
hiring.

What is disappearing is the routine work through which people learned their trade. Development must now be designed 
rather than absorbed.

Source: BPP research with the Corporate Research Forum, 2026; c.500 mid-sized and large employers.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  WHAT EMPLOYERS TELL US

5

Work readiness is the binding constraint.

1 in 3
Name work readiness as the main constraint on early careers 
recruitment. It is the single most cited barrier, and it is felt at 
least twice as acutely by smaller employers.

15%
Say new entrants arrive very well prepared for the role. That is 
the employer verdict on the current transition, not a media 
one.

I am not going to tell you readiness does not matter. We know from research it a the constraint.

Where I want to differ is on what constitutes that constraint.

Source: BPP research with the Corporate Research Forum, 2026.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  THE REFRAME

6

A preparation gap, not a capability gap.

Less exposed, not less capable.
Employers do not describe young people as less able. They describe them as less exposed.

Which makes most of the remedy ours, not theirs.
Fewer part-time jobs, a contracted retail sector, pandemic disruption. Schools cannot supply that exposure on their own.

From work experience to experiences of the workplace.
Projects, mentoring, site visits, employer-led challenges and virtual placements, deliverable by far more employers.

But exposure does not interpret itself.
Meaning is made afterwards, in conversation. That is career development work, and no programme or placement supplies it.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  DESIGNING FOR THE FURTHEST FROM WORK

7

Who this must not leave behind.

400,000
Complex barriers

Health conditions and caring duties. Not a 
hard-to-reach group, a group our processes 
are not built for.

30%
Would consider a NEET recruit

Which means seven in ten employers exclude 
the population this session exists to serve.

6 in 10
Have never had a job

No referee, no track record and nothing a 
conventional sift knows how to score.

Employers recruit people who resemble their existing workforce unless something is designed to stop them. Open hiring, 
supported entry and a named person inside the business are what stops them.

Sources: BPP research with the Corporate Research Forum, 2026; Young People and Work interim report, 2026.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  PRACTICE FROM OUR MEMBERS

8

Four things employers can do now.

01 Measure it A stated target, independently audited, becomes a board-level number, and board-
level numbers survive a change of Chief Executive.

02 Design the entry point Foundation apprenticeships, Level 2, sponsored study and structured placements, 
not only the graduate scheme.

03 Open the door wider Drop decorative degree and experience requirements, and sift for potential. This 
one is free.

04 Train the line manager They decide whether a new entrant stays. Most have never been shown how.

None of these requires a policy change, and one of them requires no money at all.

Apprentice hiring across our membership rose 8% last year, while graduate hiring fell 8% market-wide.

Sources: The 5% Club Impact Report 2025-26; Institute of Student Employers.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  WHERE THE CHALLENGE IS ACTUALLY SOLVED

9

It depends on employers who can take
one, two or three more.

150 apprentices
A 10% drop-out is planned for. The risk is absorbed and the 
programme continues.

1 apprentice
One departure at week six is a total loss, and can deter that 
employer for years.

Six apprentices across more than twenty companies: what one recent review of SMEs found.

Until the system carries that risk rather than the small employer, it will stay that way.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  APPRENTICESHIP REFORMS  |  28 JULY 2026

10

The money is largely settled. The map is not.

100%
Fully funded

Training for every eligible 16 to 24 year old, at 
any size of employer, since 1 August.

£8,000
The SME package

Free training, £2,000 from October, National 
Insurance relief and the Youth Jobs Grant.

9
Definitions of a young person

Across five headline schemes on the 
government's own front door for employers.

Funding is no longer the binding constraint. Capacity to supervise is, and so is legibility.

Twenty-five hours a week is a floor in one scheme and a ceiling in another. Every employer builds the matrix itself.

Sources: Department for Education announcements, 28 July 2026; The 5% Club analysis of 'Build Your Future Workforce', business.gov.uk, July 2026.



The 5% Club  |  Inspiring Positive Employer Action #InspiredAction

THE 5% CLUB  |  A CALL TO EMPLOYERS, AND AN ASK OF THIS ROOM

11

Three questions for employers. One ask of you.

1 Are you building talent or buying it, and is that a decision or a habit?

2 Are your recruitment processes screening out potential for convenience?

3 Are you measuring opportunity creation, or only intake and cost?

And the ask: the employer we most need has never taken anyone. You meet them. We do not.

Employers do not need to be persuaded to act against their interests, because acting is in their interests.



Thanks to all our speakers, behind the 
scenes support, and attendees 
For more on NICEC, please go to 
https://www.nicec.org/
 

https://www.nicec.org/


Upcoming NICEC events

CDI / NICEC Cutting Edge Event: Thriving not 
just surviving
Fulfilment across the whole lifespan based on 
latest research and insights. 8 Oct 2026 2:00pm

NICEC Seminar - Exploring career 
theory
18 Nov 2026 5:00pm

https://www.nicec.org/events/nicec-cutting-edge-event-8th-october-2026
https://www.nicec.org/events/nicec-cutting-edge-event-8th-october-2026
https://www.nicec.org/events/nicec-seminar-18th-november-2026
https://www.nicec.org/events/nicec-seminar-18th-november-2026
https://www.nicec.org/events/nicec-seminar-18th-november-2026
https://www.nicec.org/events/nicec-seminar-18th-november-2026


Fellowship recruitment is live

Application Deadline: Midnight on 
Saturday 31st October 2026
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