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Executive Summary
· The proportion of young people (aged 15-24) in the workforce is declining as a result of birth rates generally falling in recent decades, young people spending longer in education and the increasing participation of older people in paid work.
· High youth unemployment is an international phenomenon which also occurs in New Zealand and is exacerbated by economic downturns. However, only a small proportion of young people in New Zealand remain unemployed long-term – most are working by their late 20s and 30s.
· There is a dichotomy in New Zealand between youth who are highly skilled and qualified and in demand in a global market and those who have low or no skills or qualifications and are disengaged from work, education and training. The first group is mostly European and Asian, while Māori and Pacific youth are overrepresented in the second group.

· Māori, Pacific and Asian youth will make up an increasing proportion of the youth workforce.

· There are indications of some discrimination occurring against young workers in relation to their ethnicity, gender or disability. 

· Young people are the workforce of the future, and are entering the 21st century workforce with different attitudes to work and careers. 
· There is no robust evidence of negative impacts of the youth minimum wage or 90-day probationary policies yet.
· Since the high youth unemployment resulting from New Zealand’s economic restructuring in the 1990s, there has been a concerted effort to lift skills through school-to-work transition programmes and apprenticeships. Examples are provided here.



Introduction

With birth rates generally falling in recent decades, young people spending longer in education and the increasing participation of older people in paid work, the proportion of young people in New Zealand’s workforce, as elsewhere in the Western world, is declining. 
There is also a marked contrast between highly qualified young people who are globally mobile and mainly European, Asian and “Other” ethnicities, and another group of young people who lack qualifications and skills, are more likely to be unemployed and to have children at a younger age, and include a disproportionate number of Māori and Pacific peoples.

The first group is highly sought-after in the global labour market. The second group requires training and development to acquire skills and behaviours to enable them to compete in the 21st century employment market and contribute to New Zealand’s growth and wellbeing.

Taking a diversity perspective on the youth workforce, Māori, Pacific, Asian and new-migrant youth will comprise an increasing proportion of New Zealand’s youth workforce in coming years. However, there is evidence of discrimination and a lack of cultural awareness. Gender differences in the types of occupations young people enter and their relative earnings also persist, despite females outperforming males in education. Research also indicates discrimination against young workers on the basis of sexuality and disability, as with the wider labour force.
Young people are overrepresented in unemployment and casual and part-time employment. For some, this relates to remaining longer in education and combining work with study, but for others, it suggests the likelihood of poorer employment prospects and outcomes over their lifetimes.

In many cases, there is more focus on the costs of employing and training young people than the longer-term benefits. And some employers are not prepared to share the task of training new entrants to the workforce, relying on other employers to do that for them. 

A large and continuing pool of unskilled and unemployed youth affects all of society. We need to be mindful of tomorrow’s skilled workforce as our ageing workforce moves towards retirement. The youth of today are the prime-age workers of the near future.


International comparisons
Youth unemployment is high throughout the OECD due to a combination of lack of work experience and low or no qualifications and skills amongst young people. In addition, poorly qualified young people tend to be employed in manufacturing and retail, sectors that were most affected by the recent recession. Alongside this, during an economic downturn, employers are less likely to take on new staff or create new positions, so there are fewer opportunities for people moving into their first job. 
Prior to the recent recession, New Zealand was doing better than the OECD average for youth employment overall (in 2006, 9.6% compared with 14.6%, and only 3% of New Zealand youth were long-term unemployed compared with 21% in the OECD
). However, the same OECD paper on New Zealand youth employment identified some specific weaknesses:
· A group of mainly Māori and Pacific youth are at risk of poor employment outcomes as they are disengaged from work and education and training. Current policies often do not reach this group.

· Too few young people are entering trade training.
· The skills provided by tertiary institutions do not align with the needs of the labour market.
During the recession, New Zealand’s youth unemployment rate increased more quickly than in other OECD countries; by the end of 2009, it almost equalled the OECD average of just under 19%.
 In New Zealand, 50% of youth were employed in just five industries out of the 16 in the economy, and four of these, hospitality, retail, communication services and construction, “experienced disproportionate job losses over the course of the downturn”.
 Furthermore, within these industries, youth lost jobs at a greater rate than older workers.  As a result of a combination of high youth unemployment together with a relatively high proportion of youth in New Zealand’s labour force, we have the highest proportion of young people amongst our unemployed in the OECD, at 45% of our unemployed compared with the OECD average of 28%.

A study of the early working life of young workers in 11 countries, including the US, UK, and major European countries, found that the school-to-work transition has become more difficult, and part-time and casual work is becoming more common.
 The study also found that the quality of the first job had a bearing on future employment outcomes, with non-permanent, full-time work associated with higher unemployment later and lack of career progression.  A further conclusion was that social inequalities represented by people’s education levels and their first jobs have been increasing. For example, in New Zealand, most young people are more highly educated than in the past, but there has long been a group of young people with no qualifications, and this is likely to continue.  

New Zealand trends
Youth workforce declining but more diverse

Despite growth in the number of young people in the population and in the labour force since 2001 as a result of the early 1990s “baby blip”, the number of young people in the labour force remains below 1980s levels and the proportion of young people in the workforce is declining. In 2006, 17.5% of the New Zealand labour force was aged 15-24 with a projected decline to 16% in 2016, down to 15% in 2021, and remaining at around 15-16% through to 2061.

At the same time, our youth workforce is becoming more diverse, as the proportion of young workers who identify as Māori, Pacific and Asian increases. The Asian workforce is concentrated in the younger age groups due to our international student population, the youthful skew of immigrants and, increasingly, the children of 1980s and 1990s immigrants entering the labour force.
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Source: Data produced for EEO Trust by Statistics New Zealand, January 2009, using series 6M medium 

assumptions. 

The proportion of young workers who are of Māori or Pacific heritage is projected to increase from 23.5% in 2006 to 29% in 2026.
 But despite big increases in education levels amongst Māori and Pacific people, they still lag behind Europeans. The growing group of young Asians outperform all other groups in education.
 

In 2006, more than a third of young Māori and more than a quarter of young Pacific people had no educational qualifications. This represents a big improvement over the previous decade, particularly for young Pasifika, with a number of government strategies aimed at raising educational achievement in these groups. In comparison, only just over a fifth of all young people and less than one in ten young Asian people have no educational qualifications.

Disabled youth are twice as likely to have no qualification and are less likely to be employed than other young people.

Labour force participation and unemployment
Labour force participation rates include those who are unemployed and actively seeking and available for work as well as those who are employed. It is important to look at unemployment in this wider context. A decline in unemployment is not always overwhelmingly positive, as it may be accompanied by a decline in labour force participation, which in effect represents a withdrawal from the labour force. 
Those who are not in the labour force include retired people, students, full-time parents, and those not actively seeking work. For example, people who face repeated rejection when applying for jobs, or repeated redundancy, can become so discouraged they no longer actively look for work. This is of particular concern for young people with their whole working lives ahead of them. While some enter education or training, a substantial number become disengaged from both work and education. The number of young people in this group increased 42% from December 2007 to December 2009.
 
In the commentary below, trends for ages 15-19 and 20-24 are discussed separately as there are substantial differences in unemployment rates and labour force participation for the two age groups, and also in what is happening for different ethnic groups at each age.
We cover the period from December 2007, the end of the prosperous high-employment period leading up to the recession, through the initial sluggish stages of recovery to March 2010.

Regardless of economic conditions, unemployment is always higher for young people than for other age groups, but it is currently highest for 15-19 year olds at almost double the rate for 20-24 year olds. This does not mean that employment prospects necessarily improve with age. It is more likely that as half of 15-19 year olds are in full-time study or training, they enter the labour force at 20-24 more highly qualified, so more likely to be employed, lifting the overall employment rate of 20-24 year olds. 
15-19 year olds
As most people aged 15-19 tend to be completing secondary school qualifications and beginning tertiary study or training, those who are seeking work at this age are unlikely to have qualifications, skills or much work experience, contributing to high unemployment levels of 25%
 compared with 6% for the workforce overall.
 Of the 15-19 year olds who go into study or training, approximately half are also working.

Among this age group, Pacific and Asian youth are least likely to be in the labour force, but Pacific and Māori have the highest unemployment rate and showed a greater increase in unemployment during the recent recession than other ethnic groups, with Pacific rates much higher than for Māori.
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Source: Data produced for EEO Trust by Statistics New Zealand, January 2009. 

At the peak of the recession in September 2009, only a third of Pacific 15-19 year olds were in the labour force but almost half of these young Pacific people (46%) were unemployed. This compares with just over half (54%) of Europeans of this age being in the labour force and only one in five (22%) being unemployed. Māori were more likely than Pacific people, and almost as likely as Europeans, to be in the labour force (46%) but twice as likely as Europeans to be unemployed (39%). 
Labour force participation of Asian youth is lowest of all groups except in December of each year, consistent with their high participation in tertiary study. However, their unemployment levels were similar to Europeans at the beginning of the period, showed a greater increase during the recession, but were not as great as for Māori and Pacific peoples.
All ethnicities except Asian people experienced less unemployment in the March 2010 quarter, but this was accompanied by a decline in labour force participation for all groups except Māori. According to a Department of Labour update,
 much of this can be explained by a 15.5% increase in the number of people participating in formal study during the previous year. While Māori are less likely than other groups to leave the labour force for study or training
, a Government scheme to reduce youth unemployment during the recession, Community Max, attracted substantially more Māori than other groups
 which may explain their increased rate of labour force participation.
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20-24 year olds
Unemployment among 20-24 year olds is around half that of 15-19 year olds, at 11.5%. The pattern during the recession was similar to the younger group in that it doubled between December 2007 to December 2009, peaking at 12.2%, then dropping back slightly to 11.5% in March 2010. Employment differences related to ethnicity are less marked at 20-24 than in the younger age group, but Māori and Pacific groups still have the highest unemployment rates, with Asians also having a higher rate than Europeans.
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Predictably, labour force participation of 20-24 year olds was much higher than for 15-19 year olds and with less variation during the period studied. As with unemployment, there was also less variation between ethnic groups, except for Asians who had the lowest labour force participation rates at all times, and especially from March 2008 to September 2008.
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Not in employment, education or training (NEET)
The OECD uses NEET as a proxy measure for youth at risk of poor employment outcomes due to cumulative multiple disadvantages. The OECD average for youth in the NEET group was 11% in 2007.

Figures from the March 2010 quarter show that 10.9% of 15-19 year olds and 12.6% of 20-24 year olds were not working, studying, training or caring for children full-time. The total number of 15-24-year-olds disengaged from paid work and study and not involved in caregiving was 73,900 (11.7%).
 
Earlier analysis by ethnicity from the Department of Labour (April 2009
) found that Māori and Pacific youth were most likely to be disengaged from both paid work and education or training. While this data did not include information on those who were involved in caregiving,
 and both these groups have children at an earlier age than European New Zealanders, this does not fully explain the discrepancy and does not account for higher rates of disengagement amongst males than females. 
Young people not in employment, education or training, by ethnicity, Dec 2008

	
	Māori
	Pacific
	European
	Total


	15-19
	12%
	10.5%
	5.9%
	6.8%


	20-24
	14.1%
	13.5%
	6.5%
	7.7%


While only one in 10 of all New Zealanders aged from 15-24 have children, a quarter of Māori and one in five Pasifika in this age group have children.
 This needs to be taken into account when considering their needs at work and in education and training. It may be a further barrier on top of poorer outcomes in pre-tertiary education. At the time of the 2006 Census, 15,500 people aged 15-24 were receiving the Domestic Purposes Benefit.

Occupational trends 
We are seeing a growth in professional and managerial roles and in the sales and service sector, alongside declines in clerical work and manufacturing. Middle-level jobs such as bank tellers, secretaries and assembly-line workers are disappearing. A recent US study
 suggested that this polarised the labour market between high-skill jobs requiring lengthy training and experience, and lower-skill service sector jobs. For young people entering the labour market, this means fewer options between the low-skilled, dead-end, entry-level jobs and high-skill jobs requiring extensive tertiary training. 

Nearly one in four young people work in the retail sector, followed by hospitality, manufacturing, and property and business services at 10-12% each.
 At the time of the 2006 Census, Māori and Pacific youth were more likely than other young people to work in manufacturing, and were underrepresented in retail.
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Young people most commonly work as sales workers, labourers, and technicians or trades workers.  Māori and Pacific youth are overrepresented among labourers and underrepresented among sales workers and professionals. Although young Pasifika were underrepresented in trades and technical fields and as managers, Māori were closer to the national average.
 Thus Māori and Pacific youth are more likely to be working in areas that are declining and less likely to be working in growth areas, contributing to their higher unemployment rates.
As a result of the links between study and qualifications, and immigration, young Asians are more highly qualified than other young New Zealanders. However, many are working in jobs such as clerical work and retail that do not fully utilise their skills and qualifications. This may be a result of discrimination and/or having English as a second language.


Gender

Young men and women experience different employment opportunities and challenges. 
Young men are more likely to be unemployed and were more affected by the recession than young women. They are also more likely to be disengaged from both work and study.
 A study by James Newell attributes this to a combination of issues. Low-skill areas favoured by males with poorer educational qualifications, such as manufacturing and construction, are diminishing while similarly low-skill jobs in the service sector traditionally undertaken by women are increasing. Alongside this, girls are doing better in education at a time when we are moving to a high-skill knowledge economy.  James Newell concludes that we need to “rethink the sort of male vocational choices that are encouraged and how these are promoted through the education system”.
 
As well as these unskilled young men, young women who become sole parents at an early age find transitions difficult.
 Young women also remain underrepresented in trades training and face a gender income gap from early in their careers. 
For university graduates, the gender pay gap favours males by 6% after one year of employment and 17% after five years.
 While some of this is due to the different employment fields men and women tend to choose, males enjoyed bigger pay increases than women from every field of study over a five-year period. Suggested reasons for the discrepancy are a lack of career progression for young women and young males having better negotiating skills.
Young women are half as likely as young men to be managers and a quarter as likely to be technicians or trades workers. However, they are more likely to be in the professions, clerical, administrative and sales work, and community and personal service work.

The main occupations for young women are sales, community and personal services, and clerical and administrative. For young men, labouring, technicians and trades, and sales work predominate.

[image: image7.png]Young people by occupation, age 15-24, by gender

Managers

Professionals

Technicians & trades
Community & personal services
Clerical & administrative

Sales workers

Machinery operators & drivers

Labourers

10

15 20 25

percentage

30

mfemale

mmale





In terms of industry, young males are more likely to work in construction, manufacturing and agriculture/forestry/fishing, and young females in hospitality and health, community and personal services. Overall, retail is the most common industry in which young men and women work.
[image: image8.png]Young people by industry, age 15-24, by gender

Retail

Construction

Manufacturing

Property & business services
Agriculture, forestry & fishing
Accommodation, cafes & restaurants

mfemale

]
Personal & other services male

Health & community services

0 5 10 15 20 25 30 35

percentage





A Ministry of Women’s Affairs study into trades career decisions
 found that gender stereotyping continued to be a major influence on young people’s early career paths, steering young women away from trades training. Those who did go into traditionally male trades areas tended to come from families with a trades background or where deliberate efforts countered gender stereotyping. Schools, careers information and the media could also help challenge gender stereotypes, along with trades training and working conditions that challenge stereotyping and discrimination and “legitimate women’s place in the field”.
 At the same time, as Newell points out, young men need to be encouraged to consider growth areas such as the predominantly female service sector as jobs in traditionally masculine fields decline.
Part-time and temporary work

Fewer young people are working full-time than 20 years ago, as they are more likely to combine work with study.
 Those who work full-time may be less skilled and enjoy fewer career opportunities, but still need to be considered for development and training opportunities.

A study of pathways to employment for young New Zealanders found that temporary workers were mainly students aged 15-19, with men more likely than women to be doing temporary work.
  While the young people in this study generally felt positively about non-standard work, nearly half of those in permanent part-time work would prefer to work full-time, and two out of three temporary part-time workers would prefer full-time employment if the right job came along. 
This study also found that high mobility between jobs, lack of relevance of education to jobs, and lack of social capital (family, friends and other individuals in one’s community) were potential issues for a successful transition to paid work.
 A parallel study of young Māori
 found similar outcomes, but Māori were more likely to work in temporary jobs, be more mobile between jobs, and have less access to social capital to help them find jobs. 

A recent OECD report
 notes that temporary work for youth is not necessarily negative, as it can improve the chances of getting permanent work. However, for some, it is the start of a pattern of moving between temporary jobs and no work. Some who fail to find permanent work lack educational qualifications and are from disadvantaged backgrounds, but some young people with qualifications fail to find stable employment. This has been attributed to problems with labour market functioning.
Low literacy or numeracy skills

Groups who are more likely to have low literacy or numeracy skills include youth in general, and Māori, Pacific and Asian people.
 According to this study, poor English language skills probably account for the inclusion of Asian workers in this category. 
The employment context 
Attitudes

Attitudes of young people to work and careers

A recent New Zealand study
 found that most young people thought it was easy to get a job, but getting a good job was seen as more difficult. It was considered easier to get a job if you knew the right people. Other young people found it hard to get a job, especially those with lower qualifications or with children, or those from migrant groups who felt discriminated against by employers. The youth in this study felt that employers were looking for interpersonal/communication skills, qualifications and experience rather than competence. 

Most young people planned their career or working lives in some way. Families were a major influence on study and work choices, sometimes by helping them find work, but sometimes young people felt pushed by their families, with negative effects. Employers were also seen as a source of advice and acted as role models for some young workers. 

The young Māori in this study had lower qualifications, less access to formal career guidance, and were more likely to use informal networks to identify job opportunities. They were also likely to partner and have children younger than Pākehā. 
Almost half of the young people said their dream job was a continuation of what they were doing or related to personal interests, or perhaps owning a business. Very few linked dream jobs with wealth and leisure, but about 7% dreamed of being a celebrity. 

These young people said that barriers to employment achievement included personal factors such as confidence, external factors such as women’s family responsibilities, relationships with employers, and discrimination by employers (e.g. against migrants). 
Research on young New Zealanders’ perceptions of career success
 found that competence, work-life balance and advancement were the most highly-rated concepts of career success. Young men rated advancement more highly, while women rated balance and competence more highly. Those aged 15-26 rated advancement more highly, and those aged 27-34 rated competence and balance more highly.


Engaging young people
Young people in general are initially more strongly engaged with paid work than other age groups, but this soon declines; people in their 20s have the lowest levels of engagement of any age group.
  

Young people often feel alienated and that they do not fit into workplaces. They feel disengaged from traditional systems and structures, and often feel their ideas are undervalued or ignored.
 They need to feel that what they are doing is meaningful and be able to see how it connects to the bigger picture of the organisation and wider society.

Recognition of results validates young workers and builds self-efficacy, and it is important to discuss career paths and development opportunities with them.
 
Key influences on engagement for workers in general and young workers in particular include management and supervisory styles, opportunities for advancement, training and development, being aware of and accommodating the wider life needs of workers, and consistency between the job description, induction process and the reality of the job.
 

The old command-and-control style of management will not work with this generation; managers need to explain why something has to be done, rather than just ordering that it be done.
  Managers need to practise two-way communication and they also need to demonstrate their commitment to the organisation and be perceived as fair in their treatment of employees. 
As New Zealand research by Forsyth et al
 found, there were more differences within generations or age groups than between them. All workers would be more engaged if consulted, given feedback and opportunities to develop. However, Forsyth et al also found differences. For instance, they noted that the current younger generation was less emotionally stable, less agreeable, and more self-centred, with implications for teamwork, customer service, performance, and decision-making under pressure. 

They advise choosing “managers with the skills to tune into their people (and help existing managers learn these skills)” (p. 109). They also suggest creating social support networks to buffer emotional issues and embed employees into organisations. Other key elements for engaging young workers are to make training hands-on rather than classroom-based and, where possible, self-paced, and followed up with feedback and coaching. 
However, a UK study by Vodafone
 found a new style of working by Gen Y that included portfolio careers, career breaks, and switching industries – all of which deviate from the linear career path of previous generations of men. In this report, the lack of long-term direction associated with non-linear career paths was thought to explain reduced motivation and engagement amongst young workers. The authors concluded that employers’ focus on short-term, bottom-line goals had contributed to this move away from a linear career path. They said that employers had created a culture where “the psychological contract between employer and employee is loosened, the portfolio CV is prized, and long-term loyalty is devalued”.

Discrimination

Two recent New Zealand studies have identified “employer resistance” to hiring young people
 but there is little recent material on discrimination by age or ethnicity. One New Zealand study into age discrimination during recruitment found that older workers were discriminated against (age 55+), but not those in their 20s.
 The study did not include 15-19 year olds.

While other studies have found discrimination by ethnicity in the general workforce, in the youth workforce the poorer outcomes for Māori and Pacific are generally attributed to their poorer qualifications, although one study did find that even when age and qualifications were taken into account, unemployment levels were higher for Pacific than non-Pacific people.
 

Differential outcomes for Asian youth, who are generally more highly educated than Europeans, are sometimes attributed to language difficulties, as in the older workforce, but it is also likely that proven ethnic discrimination in the workforce as a whole
 also applies to the youth workforce. This was certainly the perception of young migrants who reported higher levels of discrimination on the basis of ethnic or cultural background (42%) than other young New Zealanders (16%).
 This holds true for those born here as well as more recent migrants. 
The Mayors Taskforce for Jobs review of the Modern Apprenticeships programme also concluded that “the culture of industry towards ‘workplace diversity’ needs to be challenged”,
 given the low representation of females and non-Pakeha. This study concludes that part of the problem in addressing disparities is that it is not recognised as a problem with the system but attributed to individual deficiencies.
 The review recommends additional support to educate employers and facilitate effective diversity policies. It also suggests that tertiary organisations be more responsive to the diverse needs of their local communities, citing the Ministry of Education’s Tertiary Education Strategy 2007-2012.  

New Zealand research
 has also found that many young women perceive discrimination in pay, career advancement and general treatment in the workplace, plus a lack of equal employment opportunities due to their family responsibilities. The men in this study were mostly unaware of these differences.

There are also indications that disabled youth experience discrimination. Although having qualifications improves the rate of employment for disabled youth, it is still only equal to that of non-disabled youth with no qualifications.
 
Policy
The 90-day probationary period policy for small businesses 
From March 2009, businesses with fewer than 20 employees could hire new staff on a trial basis for up to 90 days and dismiss them without risk of personal grievance if the relationship was not successful. A Department of Labour evaluation
 after 12 months found that 50% of eligible employers had used the process, with 22% of employees hired for a 90-day trial being subsequently dismissed. Performance and attitude were the main reasons given for the dismissals.

Forty per cent of employers said they would not have hired their last employee had they not had the 90-day trial provision, suggesting that 18% of employees may be getting a chance they might not have had prior to the legislation. But there is no robust data on whether employees are better or worse off under the scheme. The Department of Labour report notes that overseas research shows exemptions to employment protection legislation such as the 90-day trial period “increase both hiring and firing but have an unclear overall impact on unemployment”, but also that strict employment legislation reduces the employment of young people.
 
Youth minimum wage reform

Many employers cite the Youth Minimum Wage reform in 2001 as leading to increased unemployment of younger workers. An OECD report
 supports this belief, noting that half of OECD countries with a statutory minimum wage have a lower rate for young people to help them get a job. A Department of Labour study found that the increased youth minimum wage had had no adverse effects on youth employment up to 2004,
 although the authors caution that further research is needed through to 2010 to see its effect in less buoyant times.  

Looking to the future  
The peak in youth unemployment in the 1990s was largely resolved through subsequent economic growth. However, despite this growth and the introduction of policies and initiatives aimed at improving the skills of unemployed young people, youth unemployment remained higher than for other age groups. When the current recession arrived, youth were again hardest-hit.
Globalisation of the skilled labour force will see a continuation of the recent trend of some young Kiwis not returning from their OE to settle here as they did in the past.  As with other developed countries of the west and Japan, New Zealand’s economy will increasingly need to rely on skilled migrants from the new emerging economies. As we will be competing with countries with higher-wage economies, we need to develop all those in our current workforce, including women, older workers, the disabled and those skilled youth who wish to remain here, as well as young people who currently lack skills.

A two-year Human Rights Commission project, called the National Conversation about Work, led by EEO Commissioner Dr Judy McGregor, gathered the views of more than 3000 employers and employees in a wide variety of industry sectors throughout New Zealand. It concluded that youth employment should be a top priority for New Zealand and recommended a youth-to-work plan for every young New Zealander. 

“The high unemployment of young Māori and Pacific people and the current bias against hiring some young people are issues we all need to be concerned about,” said Dr McGregor. “Currently, we are failing too many young people who are not well-prepared for their first job. The National Conversation about Work showed there was a need for every young person, not just some, to have access to quality school-based careers advice, the ability to access apprenticeships or other launch pads in their regions. There were great examples of innovation for youth employment in the regions but these are not universally available and funding is often precarious.” 

Solutions for disengaged youth
A recent OECD report
 on the experience of youth transitions to paid work notes the long-term consequences of having a group of low-skilled youth losing contact with the labour market. The report says remedial measures should include coordinated action by educators, the welfare system and the labour market to address long-term underlying issues affecting school-to-work transitions. 
Successful transitions involve having upper secondary-school level qualifications, pursuing apprenticeships or other vocational training relevant to labour market needs, and a first job acting as a stepping stone to a career.
 The OECD report identified high minimum wages, employment protection legislation and discrimination against youth who are from the non-dominant ethnic group as barriers to youth employment. However, New Zealand research referred to above has not found lower employment followed the introduction of the lower minimum youth wage in New Zealand. Both this OECD report and an Australian government report
 into solutions to youth unemployment recommend some kind of government subsidy or financial incentive for employers who take on and train young people.

There is also little evidence in New Zealand or internationally of successful job-training programmes for disadvantaged youth, as poor skills is just one of the issues that needs to be addressed.
 An earlier New Zealand review
reached similar conclusions – that school-to-work transitions for young people are most effective when there is cooperation and integration between the sectors, together with government support. Initiatives such as apprenticeships and job-search assistance are effective in getting young people into work, but direct job-creation schemes are not. This review concludes that effective interventions to increase youth employment must increase their skills, qualifications and competencies, not just place them in jobs. Links with local employers were also important. See Appendix 1 for examples of existing programmes which provide education and training in tandem with work.
Addressing underlying issues for disengaged youth

As mentioned above, research suggests that disengagement cannot be addressed by training programmes without also identifying and addressing its underlying causes.
  A 2003 Ministry of Social Development review
 found that socioeconomic factors outside the workplace and school such as dysfunctional or disadvantaged families, as well as individual psychological and behavioural factors, are predictors of disengagement from education and employment, together with “less effective schools”.

The Youth Training Scheme run by the Tertiary Education Commission aims to provide job-related and generic skills as well as career planning to under 18-year-olds with poor education outcomes who are unemployed or at risk of unemployment. Providers are required to have at least 60% of their trainees move into further training, education or employment. Although there is a requirement to be responsive to the needs of young Māori and Pasifika, both groups had lower retention rates in subsequent employment or education/training than Pākehā.
Research is being undertaken by the EEO Trust in conjunction with the Ministry of Pacific Island Affairs to identify workplace factors which could improve engagement of young Pacific workers.  
A number of other initiatives are endeavouring to improve educational outcomes for Pacific people, such as The Village Trust
 youth mentoring scheme in West Auckland high schools. A number of other agencies such as the Pacific Economic Development Agency and the Pacific Business Trust fund Pacific training providers to lift literacy and numeracy skills to prepare Pacific youth for trades training. 
Job-seeking and career planning support

A number of agencies are working with school-leavers who are at risk of not making positive transitions, such as the Counties Manukau Youth Transition Service, set up in 2003. A more general approach is the Ministry of Education’s Creating Pathways and Building Lives
 career education initiative in schools, introduced in 2007-2008. A report into young Māori and Pacific apprentices
 also found anecdotal indications that they begin to think about career progression later than Pākehā youth. This is consistent with Massey University qualitative research
 which found that Māori were more likely than non-Māori to use informal networks to find first jobs, only moving to more formal methods later in their employment. They were also less likely to discuss careers with others.  
In 2010, the Government also launched a website
 to provide young people with information about their rights and responsibilities in the workplace and what to do if they have employment problems.

Workplace literacy programmes
Young people have been identified as a key target group in the New Zealand Skills Strategy which seeks to improve literacy, language and numeracy as well as industry-specific skills.
 Monitoring of progress on the literacy, language and numeracy action plan is not due until 2011.

The brain drain and competition for talent

At the other end of the spectrum are highly qualified and skilled young people who are in demand globally. A recent PricewaterhouseCoopers report
 concluded that young people increasingly view overseas assignments as necessary to access the best development opportunities. For them, development opportunities and corporate values are more important than money.  

This report also notes that in the future, the fastest-growing and largest cities will be in Asia and South America rather than the west, and organisations will therefore relocate there to take advantage of larger numbers of skilled people. The implication for New Zealand is our educated and skilled youth continuing to moving offshore, while fewer skilled young people look to move here as they will have more opportunities on their doorsteps.

Currently New Zealand is experiencing a net inflow of young people, with 4542 more permanent and long-term arrivals than departures in the year ending June 2009.
 Many of these young people come to study rather than work, but may later join the New Zealand workforce.

A second PricewaterhouseCoopers report
 cites evidence of challenges recruiting and integrating young employees and identifies gaps between what young professionals say they want and what employers think they want in areas such as flexibility and time out for community work. However, the report notes that these expectations might change as this generation moves into a different life phase, for example, when they have children. It points to the importance of segmenting rewards and incentives to match the needs of different age groups and life stages.
Diversity and inclusion in the youth workforce 
Evidence outlined earlier suggests young New Zealanders may experience workplace discrimination related to gender, ethnicity and disability.
Young disabled people

A recent discussion document
 recommends that school careers advice focuses more on disabled youth and provides work experience relevant to their aspirations. It suggests coordinated leadership from government agencies to ensure education providers work with employers and other relevant agencies to help young people with disabilities reach their employment goals. Once employed, there needs to be more focus on their career development.
Negative attitudes have been identified as a major barrier to disabled people getting and retaining jobs. The report recommends a general public awareness campaign to promote the inclusion of disabled people in all aspects of life, including employment.
The majority of disabled people do not require any modifications or support in the workplace. For those who do, modified hours is the most common requirement. 
Further research is needed into the barriers to better educational achievement for disabled youth, including a positive focus to identify what factors are involved for those who are successful.
Cultural diversity

Employers would benefit from being open to the cultural diversity of the youth labour force. For example, assumptions associated with Asian names may exclude the increasing proportion of Asian young people who were born and/or educated here. Employers may be unaware of the opportunities created by the links some young Asian people have with their homelands, which are the rising economic powers of the 21st century.

Gender equity and sexuality
Career counsellors can help extend young people’s thinking about what jobs would best suit them, regardless of their gender. Further work to advance pay equity is needed given the disparity in incomes of young men and women in the early years of employment, despite females’ higher achievements in education.

A recent Australian study
 into discrimination on the basis of sexuality found that young workers who primarily identified as lesbian, gay, bisexual or queer had experienced both inclusion and exclusion in the workplace on the basis of their sexuality, and believed that daily practices of inclusion were more important than wider workplace policies and procedures.
Including a youth perspective

Many guides to employing young people recommend adjusting traditional views of employment and management to recognise the perspective of young people in the 21st century. The following extract from a paper by Drake International on attracting, engaging and leading a new generation sums this up:
They are the emerging generation of the workforce and will be the main generation of workers for the next two generations. They have different priorities, are less likely to have children, and their formative years are driven by different growing-up experiences: the internet, texting, satellite television, globalism and environmentalism. It is important to remember that ‘people resemble their times more than their parents’. The key message from this for managers is that they need to adapt their management and recruitment strategies to better engage the new generations, rather than expecting them to conform to old styles. In order for organisations to survive and remain competitive in an environment where the workforce is ever changing and shrinking, they must adapt their people-management practices to meet the needs of an up-and-coming generation of workers. Understanding Generation Y is vital for managers and employers who wish to grow their businesses and ensure that their organisations have a future.
 

Conclusions and recommendations
At a time when youth make up a declining proportion of the workforce, high levels of youth unemployment are an international concern. Before the recession, New Zealand’s levels were lower than average, but they have now reached the OECD average. It is particularly worrying that a group of low-skilled young people, including a large proportion of Māori and Pacific people, are disengaged from both education and employment. However, following the high youth unemployment of the 1990s, numerous transition programmes and support services have been established for this at-risk group. In addition, prior to the recent recession, New Zealand had a very low rate of long-term unemployed, and the unemployment rate has always dropped as people move into their late 20s and 30s. 
At the other end of the spectrum, young New Zealanders who are well qualified will be in demand in a global skills market and employers will need to work at attracting and retaining them, including adjusting to their attitudes and experiences.

Another feature of the 21st century youth workforce will be its increasing diversity. This review has found suggestions and perceptions of discrimination in employment and training for young women, disabled and non-European youth, and recommendations for improved diversity awareness and training to address these concerns.

Researchers and commentators agree that employers, educators and government need to work together to improve employment outcomes for all young people. 




Appendix 1 

Projections of labour force aged 15-24, by ethnic group

	
	2006

%
	2011

%
	2016

%
	2021

%
	2026

%

	European & other (including New Zealander)
	66.5
	66
	65
	63.5
	61

	Māori
	16.5
	17
	17.5
	17.5
	18.5

	Pacific
	7
	8
	9
	9.5
	10.5

	Asian
	10
	8.5
	8.5
	9
	10


No educational qualification, by ethnicity, aged 15-24
	
	1996

%
	2006

%

	European
	21
	22

	Māori
	40
	35

	Pacific
	35
	27

	Asian
	19
	9

	Other
	30
	18

	Total
	24
	21


Source: Data provided to EEO Trust by Statistics New Zealand


Appendix 2
Examples of initiatives providing education and training alongside work

A number of programmes allow students to integrate education and training with practical work experience to improve the transition from school to work. New government policy initiatives include specialised trades academies, increased opportunities for school-based apprenticeships, and trades and technology-based learning.
  

Gateway

The Gateway programme
 integrates workplace learning with education and assessment for NCEA unit standards for year 11-13 students. 
The numbers participating in Gateway increased from 1000 in 2001 to 10,764 in 2009. Māori are well represented at 26%, with just over half European (56%), 10% Pasifika, 2% Asian and 5% from “Other” ethnicities. There is an equal gender split. Ages range from under 14 through to 19 and over, but most participants are aged 16-17. The Mayors Taskforce for Jobs review
 found that Gateway was a good pathway to apprenticeships.

Trades Academies

In August 2010, the Government announced plans for the establishment of 11 new trades academies in 2011 and 2012 to provide trades and technology programmes for 800 secondary school pupils. These were described by Education Minister Anne Tolley as “an innovative approach to keeping 16-17 year olds engaged in education as they develop their vocational skills and talents through trades and technology programmes”.
 The academies will partner schools, tertiary institutions, industry training organisations and employers to enable students to gain NCEA credits and tertiary qualifications as well as practical workplace skills.

Modern Apprenticeships 

The Modern Apprenticeships programme was introduced in 2000 to address the twin issues of an ageing or emigrating trades workforce producing a skills shortage, and increasing numbers of unskilled and unemployed youth. Barriers to young people accessing industry training were also identified, including “employer resistance” to hiring young people.

 A decade on, the programme has increased the number of young people in the trades, but has been less successful than hoped as the majority of people have not completed their training. Approximately 40% complete a programme and 30% gain a national qualification,
 although some of this may be due to changing employers rather than true non-completion. Problems include poor links between the workplace and the formal learning institutions despite Tertiary Education Commission-funded co-ordinators visiting apprentices every three months. 

A study in the joinery industry found that “support for distance learning seemed to be a relatively low priority in the workplace … Employers and supervisors need to be convinced of the value of investing time and energy into apprentice learning support”.
  This study concluded that workplace mentors needed support from formal learning institutions, and employers and supervisors needed more knowledge of the training process so they could help increase apprentices’ independence on the job. Apprentices needed the opportunity to practise skills learned on the course in the workplace. For this to happen, their employers or supervisors need to be aware of what they are learning and when.

Another problem with the apprenticeship programme is that women, Māori and Pacific people are underrepresented. Only 9% of modern apprentices in 2009 were female, 13.7% Māori and 2.6% Pasifika.
 Female apprentices exceed males in hairdressing, tourism, the equine industry and the public sector, but remain grossly underrepresented in traditionally male areas such as motor engineering (3%) and building and construction (less than 1%) which make up the majority of Modern Apprenticeships. Research
 indicates that a different approach to schools career advice is needed, along with a change in the way trades workers are portrayed in the media. Other sources suggest a lack of face-to-face support and the cost of undertaking an apprenticeship is off-putting for those from low income and Māori and Pacific families, and the cost of taking on an apprentice is off-putting for small employers.
 

The Mayors Taskforce review
 suggested that one way to increase diversity would be increasing the flexibility of apprenticeships – for example, raising the age of eligibility from 21 to 25. Experience suggests Māori and Pacific Island youth may take longer to envision a career path, but this is an area requiring further research. 

A recent OECD report
 says that apprentices who lost their job during the recent recession needed government support to continue their training, and employers needed to be encouraged to take on apprentices

Iwi-based support 

An example of an iwi-based initiative encouraging young people into work is at Kaikohe’s Northland College, where tutors and work brokers employed by the local iwi are based.
 Initially funded by the Tindall Trust, the programme now builds one house per year for Housing New Zealand and has thus become self-funding. In most years, four to five of the six graduates have gone into apprenticeships.

Industry training schemes

The proportion of people successfully completing national qualifications through industry training organisations is similar to apprenticeships at around 30%.
 Some non-completion was linked to employment changes: 17% of training was terminated as a result of losing a job and another 10% was due to changing a job.

A Department of Labour study into whether industry training schemes improve employment, earnings and job retention found that the chances of getting or retaining a job improved, but earnings only improved for those who completed the highest level of training, and this was less likely for females than males.
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