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Context and key findings

Young people’s early experiences of work can shape their future employment, earnings and progression. With around 
one million young people not in education, employment or training, creating more opportunities is urgent. The 
independent Milburn Review warns of growing detachment from the labour market, with long-term costs for young 
people, the economy and public services. Employers have a vital role to play, but recruitment depends both on the 
opportunities available and on young people being able to take them up.

Group. The series will provide timely, up to date evidence on current skills and employment to inform policy as it 

to use, the barriers they face and the support they need.

•
fewer. 

•
people will be unevenly distributed across the labour market. 

• Employers most commonly expect to recruit through direct recruitment, work experience and apprenticeships. 

without recognising the Youth Guarantee name.

•
readiness and practical support needs, while those reducing recruitment are more concerned about costs and 
policy uncertainty. Employers who are not recruiting young people report a lack of suitable roles. 

• Financial incentives are the measure employers most often say would help, but the evidence points to a broader 

•
opportunities for young people.

Methodology

design, and the sample was a spread of sectors, regions and business size. They answered four questions about plans to 

than representative because they are not balanced by business size, sector or location.
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Employers want to recruit young people, but 
opportunity is uneven

recruit fewer. This is an encouraging picture overall. However, large and newer businesses are much more likely to 

creates, will be unevenly distributed.

Around one quarter (24%) of businesses report that they intend to increase their recruitment of young people 
aged 16 to 24

therefore best treated as a baseline against which future changes can be assessed.1

Figure 1: One quarter of businesses expect to recruit more young people in the next 12 monthsg q p y g p pp p

24%

47%

12%

13%

4%

We expect to recruit more people aged
16-24

We expect to recruit about the same
number of people aged 16-24

We expect to recruit fewer people aged
16-24

We do not expect to recruit any people
aged 16-24

Don't know

an organisation’s overall recruitment expectations may conceal different 
trends across a large business, with hiring increasing in some areas while decreasing in others. For example, one 

career options as part of efforts to cut costs.

recruitment plans depend not only on their demand for 
young workers, but also on their ability to attract them. 
people in health and care roles and a lack of awareness of the range of careers available.

1

previous two to three years. This suggests there is an existing base of employer engagement with young people entering the labour market, 
but also considerable scope to increase participation.



5

Large employers are more likely to say they plan to recruit young people
Three in ten (30%) of large businesses (250+ employees) report that they expect to recruit more young people 
in the next 12 months,

to report that they do not expect to recruit any young people in the next 12 months. 

Figure 2: Small businesses are less likely to expect to recruit more young people

14%

25%

30%

41%

45%

52%

13%

12%

11%

25%

14%

4%

6%

3%

3%

Small (10 to 49 employees)

Medium (50 to 249 employees)

Large (250+ employees)

We expect to recruit more people aged 16-24

We expect to recruit about the same number of people aged 16-24

We expect to recruit fewer people aged 16-24

We do not expect to recruit any people aged 16-24

Don't know

or more say they do not
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Newer businesses are more likely to expect to increase youth recruitment
Businesses that have been more recently established have a stronger expectation that they will recruit more 
young people

2 This suggests that growth ambitions 
and business expansion may be important drivers of opportunity creation for young people, although the survey does 

expect recruitment to remain stable.

Figure 3: Expectations of recruiting more young people decline with business age

43%

33%

25%

22%

15%

33%

43%

45%

52%

49%

15%

12%

13%

9%

14%

8%

9%

14%

15%

14%

2%

3%

3%

7%

Up to 5 years

Over 5 years up to 10 years

Over 10 years up to 20 years

Over 20 years up to 35 years

Over 35 years

We expect to recruit more people aged 16-24

We expect to recruit about the same number of people aged 16-24

We expect to recruit fewer people aged 16-24

We do not expect to recruit any people aged 16-24

Don't know

Employers favour established routes
Employers who expect to recruit young people in the next 12 months most commonly expect to do so via direct 
recruitment (40%), internships, placements or work experience (39%), or apprenticeships (36%).

it to be one of their top three methods of recruiting young people. The Youth Guarantee is an umbrella commitment 
delivered through a range of employment, education and training initiatives, including locally led trailblazers and the 

schools or colleges, and the Youth Guarantee indicates a broader willingness to recruit through publicly supported 

needed to strengthen employers’ understanding of, and engagement with, the Youth Guarantee. 

recruit fewer young people.

2
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Figure 4: Employers are most likely to recruit young people directly or through internships or work experience, 
or apprenticeshipspp p

40%

39%

36%

29%

20%

16%

15%

15%

11%

2%

3%

Direct recruitment from advertised roles

Internships, work placements or work
experience

Apprenticeships

Graduate programmes

Links with schools or colleges

Links with recruitment, brokerage or
intermediary organisations

Links with training providers

Links with Jobcentre Plus or employment
support providers

Via the Government's Youth Guarantee/Job
Guarantee

Others

Don't know

up to three routes that your organisation is most likely to use. 

work focuses on apprenticeships and skills and may therefore attract employers that are already more engaged with 
this route.

Small employers favour direct recruitment, while large employers favour work-based routes

medium-sized businesses (36%) or large businesses (37%) 

apprenticeships as a practical recruitment route.
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expect to use internships and apprenticeships

48%

28%

22%

16%

17%

12%

6%

11%

7%

6%

8%

36%

35%

37%

31%

19%

13%

20%

11%

14%

2%

3%

37%

48%

43%

35%

21%

19%

18%

20%

11%

0%

1%

Direct recruitment from advertised roles

Internships, work placements or work
experience

Apprenticeships

Graduate programmes

Links with schools or colleges

Links with recruitment, brokerage or
intermediary organisations

Links with training providers

Links with Jobcentre Plus or employment
support providers

Via the Government's Youth
Guarantee/Job Guarantee

Others

Don't know

Small (10 to 49 employees) Medium (50 to 249 employees) Large (250+ employees)

up to three routes that your organisation is most likely to use. 
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Employers see young people’s potential, but want 
better pathways into work

concerned about wage costs and policy uncertainty, non-recruiting employers often lack suitable roles, and expanding 
employers need support to help young people adjust to work.

The most commonly cited challenges to recruitment relate to young people’s readiness for work. One third (33%) 
while nearly one quarter 

already have the roles and capacity to employ young people successfully.

3

readiness as the main challenge when hiring young people.  Employers have long raised concerns about young 
people’s preparedness for work, but some aspects of work readiness can only be developed through experience in 

with education and employment support providers. The consistency across the two surveys therefore points to action 

supervision and support through which work readiness and skills are developed.

14%

1%

2%

14%

15%

15%

15%

17%

19%

19%

20%

24%

33%

Not applicable - There are no significant
barriers

Don't know

Other

Difficult reaching and attracting young
applicants

We do not have suitable entry-level roles

Uncertainty about government policy

AI and technology reducing  the number of
suitable roles

Wage costs of young people relative to
workers aged 25+

Wider financial pressures

Training costs

Lack of staff time to supervise or support
young recruits

Young applicants need more support to
adjust to workplace expectations

Young applicants lack the skills,
qualifications or experience required

3

Employer views on hiring young people survey report
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Work readiness was a common theme in panel members’ comments. However, employers generally framed this not as 

and workplace skills.  

‘There is a strong appetite to recruit young people into healthcare, particularly through apprenticeships, work 
young applicants can sometimes lack the practical 

 This doesn’t necessarily 
they need the opportunity and appropriate support to develop these skills.’

This emphasis on potential and development was echoed by other panel members, who focused on attitudes, behaviours 

these comments suggest that pre-employment support should place greater emphasis on workplace exposure, 

Our recruitment 

‘Many young people have strong digital capability, motivation and adaptability, but may have limited awareness 
of career pathways, commercial environments or the practical workplace skills employers seek. We have found 
that structured work experience, internships, apprenticeships and early engagement with employers are 
highly effective

Taken together, these comments suggest that employers may be looking less for young people who are already job-
ready and more for those who demonstrate the foundations needed to become job-ready. Employers particularly 

employment support in developing these foundations through workplace exposure and a better understanding of 

Large employers are more likely to say AI is reducing suitable roles for young applicants

being the most commonly cited barrier barrier of their top three for small, medium, and large businesses (see Figure 

number of suitable roles for young people 

technology changes the nature of work.
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Figure 7: Large and small businesses experience different main barriers to recruiting young people

32%

23%

23%

22%

17%

17%

13%

12%

10%

5%

4%

2%

16%

37%

17%

22%

18%

26%

12%

13%

16%

16%

9%

1%

1%

13%

31%

8%

17%

13%

29%

24%

19%

25%

15%

27%

1%

1%

13%

Young applicants lack the skills,
qualifications or experience required

We do not have suitable entry-level roles

Lack of staff time to supervise or support
young recruits

Wage costs of young people relative to
workers aged 25+

Young applicants need more support to
adjust to workplace expectations

Wider financial pressures (i.e. we are not
able to take on additional staff)

Uncertainty about government policy (e.g.
employment rights reforms, apprenticeship…

Training costs

Difficult reaching and attracting young
applicants

AI and technology reducing the number of
suitable roles

Other

Don't know

Not applicable - There are no significant
barriers stopping my company recruiting…

Small (10 to 49 employees) Medium (50 to 249 employees) Large (250+ employees)

Wage costs and policy uncertainty weigh most on employers who expect to recruit fewer 
young people

roles. By contrast, employers expecting to recruit more young people most often identify the support young people 

employer noted that ‘while corporations are widely viewed as having plenty of funding, the reality is that the cost 

to absorb the cost and additional work it can take to support young people to transition into work is a real challenge’. 
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Employers expecting to expand, reduce or undertake no youth recruitment report different barriers, suggesting that 
no single intervention is likely to work across all businesses. This points to the value of tailoring support to employers’ 

addressing cost and policy uncertainty among contracting employers and the lack of suitable roles among those not 
recruiting young people.

Figure 8: Businesses with different expectations on their recruitment of young people cite different barriers  

33%

28%

22%

19%

19%

19%

15%

15%

15%

9%

0%

0%

15%

26%

34%

21%

15%

16%

21%

17%

15%

21%

10%

2%

1%

16%

18%

37%

18%

11%

21%

24%

32%

29%

25%

13%

0%

1%

4%

12%

37%

18%

4%

5%

9%

10%

9%

15%

45%

7%

1%

11%

Young applicants need more support to adjust to
workplace expectations

Young applicants lack the skills, qualifications or
experience required

Lack of staff time to supervise or support young
recruits

Difficult reaching and attracting young applicants

AI and technology reducing the number of suitable
roles

Training costs

Wage costs of young people relative to workers
aged 25+

Uncertainty about government policy

Wider financial pressures

We do not have suitable entry-level roles

Other

Don't know

Not applicable - no significant barriers

We expect to recruit more people aged 16-24

We expect to recruit about the same number of people aged 16-24

We expect to recruit fewer people aged 16-24

We do not expect to recruit any people aged 16-24
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Increasing youth recruitment requires action 
from employers and government

Government should take account of differences in employer behaviour and capacity when designing support. Financial 

also matter, particularly for smaller employers. Employers need to maintain entry-level opportunities, invest in managers 

capability across smaller businesses.

grant, salary offset, or tax relief) are among the measures that would make the biggest difference to their 
ability and willingness to recruit young people. (See Figure 9).

reporting that having more capacity for training, supervision, or mentoring costs would help. 

Businesses were least likely to say that practical support with designing suitable roles for young people would be 

recruit young people

33%

31%

28%

26%

19%

17%

17%

17%

15%

3%

Financial incentives

Better pre-employment preparation for
young people

Stronger financial stability as a business

Capacity to cover training, supervision or
mentoring costs

Access to support or training on setting up
and managing an apprenticeship

Easier ways to promote vacancies to young
people and attract suitable applicants

Better links with schools, colleges or
training providers

Greater certainty about future policy and
funding

Practical support with job design

Other
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the labour market, including through stronger vocational pathways and careers guidance.  Both surveys also identify 

support is therefore likely to be needed, rather than a single intervention focused only on employers or young people. 

Large employers want practical support, while some small employers need clearer guidance  
Financial incentives, better pre-employment preparation of young people, and capacity to cover the costs of training, 
supervising, and mentoring young people are chosen by similar proportions of small, medium, and large businesses 

However, 
help them to recruit more young people

up apprenticeship, and better links with schools, colleges, or training providers. 

identify suitable roles, navigate recruitment routes and support young people effectively.

Figure 10: Support needs vary by employer size

32%

27%

26%

25%

14%

11%

10%

9%

7%

6%

18%

33%

32%

25%

22%

16%

20%

19%

17%

15%

4%

9%

35%

34%

25%

32%

20%

20%

26%

23%

20%

0%

6%

Financial incentives

Better pre-employment preparation for young
people

Capacity to cover training, supervision or
mentoring costs

Stronger financial stability as a business

Greater certainty about future policy and
funding

Easier ways to promote vacancies to young
people and attract suitable applicants

Access to support or training on setting up and
managing an apprenticeship

Better links with schools, colleges or training
providers

Practical support with job design

Other

Don't know

Small (10 to 49 employees) Medium (50 to 249 employees)

Large (250+ employees)

Employer views on hiring young people survey report
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Support needs also vary by employers’ recruitment outlook
Businesses that expect to recruit more young people are more likely to say that they need support with:

• Setting up and managing apprenticeships 

• Promoting vacancies to young people 

Businesses that expect to recruit fewer young people are more likely to say they need greater certainty on 
future policy and funding

Employers need support on multiple fronts to turn appetite into recruitment

Financial incentives 

Growth and Skills Levy funds to cover wages or other employment 
costs, 
covered could strengthen the business case for hiring apprentices.

months, or whilst they are completing their apprenticeship. This would mean they wouldn’t count in our usual FTE 

programmes are resource heavy, and the current cost climate makes funding these extremely challenging.’ (Employer 

Policy

simpler apprenticeship processes, greater clarity on employment 
rights.
young people. 

‘There is a risk that concerns about the additional support young people may require, combined with perceived 

Young people’s preparedness for work

helping young people develop workplace skills, 

work experience, careers information and employer engagement in building these skills and awareness.
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to high-quality work experience, virtual career exploration and employer engagement would help young people 
understand the opportunities available to them and develop important workplace skills before applying for roles.’ 

Employer actions

reviewing their working practices and workplace; 

opportunities.

‘Employers working together to help young people get work ready by providing more work experience opportunities 

through structured routes, such as apprenticeships and work experience, while smaller employers are more likely to 
rely on direct recruitment and are less certain about what support would help them recruit more young people. This 
suggests that some employers have developed greater familiarity with the pathways, partnerships and practices that 
support youth recruitment.

This leads to a potential role for large employers and sector bodies in convening and supporting smaller employers. 
By sharing recruitment models, practical tools and apprenticeship expertise, and creating opportunities to collaborate 
on work experience or training, they may be able to help smaller businesses overcome barriers that are not purely 

collective action to help employers overcome shared barriers to investment.



17

Appendix 1: Survey respondent breakdown
Size of employer

Number of employers Percentage of total employers 

Small  (10 to 49 employees) 330 32%

Medium  (50 to 249 employees) 267 26%

Large  (250+ employees) 442 43%

Main work industry

Number of employers Percentage of total employers

IT and telecoms 211 20%

Manufacturing 142 14%

Finance and Accounting 142 14%

Other 117 11%

Construction 94 9%

Retail 66 6%

Hospitality and Leisure 48 5%

Medical and health services 52 5%

Legal 27 3%

Media/marketing/advertising/
PR and sales

35 3%

Transportation and distribution 35 3%

Real estate 18 2%

Region employer based in

Number of employers Percentage of total employers

London 378 36%

South East 117 11%

North West 88 8%

West Midlands 80 8%

South West 80 8%

East of England 61 6%

Yorkshire and the Humber 58 6%

Scotland 53 5%

East Midlands 52 5%

North East 40 4%

Wales 24 2%

Elsewhere 
(i.e. outside of Great Britain)

8 1%
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Annual turnover

Number of employers Percentage of total employers

First year of trading 4 0%

Less than £1 million 145 14%

£1 million to £9.9 million 307 30%

£10 million or more 484 47%

Don’t know 54 5%

Prefer not to answer 45 4%

Company Age

Number of employers Percentage of total employers

Up to 5 years 72 7%

Over 5 years up to 10 years 129 12%

Over 10 years up to 20 years 204 27%

Over 20 years up to 35 years 269 26%

Over 35 years 273 26%

Don’t know 12 1%
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