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Executive Summary 
34 participants in total took part in the ATW club. The outcomes for these 34 are as follows: 

 At the end of the participant’s last session: 

 15 were in employment (44%). 

 15 were actively seeking work (44%). 

 4 were not in employment and were not actively seeking work (12%). 

 

 At the follow up stage (at the end of service delivery): 

 20 were in employment (59%). 

 9 were actively seeking work (26%). 

 5 were not in employment and were not actively seeking work (15%). 

 

 Of the 5 that did not gain employment and were not actively seeking work. 

 1 is due to re-engage with education (Level 3 Childcare) and is not interested in securing 

employment in the meantime. 

 4 were not interested in employment or securing a job. 

 

 Approximately 70+ jobs were applied for through the ATW group. 

 

 All participants that took part in the ATW club developed a working, usable C.V. 

 

 Of the 34 participants that took part in ATW, 21 completed pre and post baselines on 7 areas of change: C.V. 

Construction Ability, Letter of Application/Cover Letter Construction Ability, Online Job Search Ability, 

Newspaper/Recruitment Agency Job Search Ability, Phone Performance with Employers, Interview 

Performance, and Presentation Ability. 

 Of these 21 there is an average improvement rate across the seven different areas of change of 79%. 

 Of these 21 an average of 90% showed improvements in presentation ability, cover letter/letter of 

application writing and C.V. construction. 

 Of these 21 an average of 73% showed improvement in phone performance, 

newspaper/recruitment agency job search ability, and online job search ability. 

 

 Potential employers indicated very positive feedback through engaging with the ATW club and demonstrated an 

enthusiasm and interest in the young people attending. They also noted that because recognised facilitators 

were advocating on behalf of the young people, they were more likely to employ from ATW. 

 

 Qualitative feedback from participants on employer visit days revealed a greater focus and dedication in a 

particular labour sector after having experienced a workplace. The aspirations to gain work generated through 

these experiences in a particular sector was beneficial in motivating the participants and in allowing employers 

to identify desired characteristics in potential employees. 

 

 Qualitative feedback from participant’s credit ATW as cultivating their desire to work and for nurturing a desire 

to aspire to something better. Responses showed participants were content before coming to ATW, it was only 

by attending that they became motivated to get a job. Many that had the drive to get a job felt that this 

dwindled over time, especially after unsuccessful attempts to secure employment. They felt that ATW was 

crucial in offering practical support as well as re-igniting the desire to gain employment. 

 

 Many of the participants fed back that they weren’t aware of anywhere that offered the support that ATW did 

and they valued the distinctive approach that it took. Many had used previous government employment 

support models before and had been unsuccessful leading to a negative outlook on such support interventions. 
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The NEET Issue 

The NEET issue has been identified as a major social problem. It results in young people facing a lifetime of 

limited opportunity, characterized by being out of work, experiencing poverty and ill-health, and passing 

severely reduced life chances from generation to generation (Northern Ireland Executive, 2012). 

In order to combat the problem of NEETs the Northern Ireland Government drew up a NEET strategy, 

Pathways to Success, which at the time of writing noted 46,000 young people aged 16-24 as being NEET 

(Between Oct-Dec 2011)(Northern Ireland Executive, 2012). Since then, the latest figures for NEET 

individuals, (Oct-Dec 2015) show that this number has been reduced to 29,000, indicating the 

implementation of the strategy has yielded positive impacts (Economic and Labour Market Statistics 

Branch, 2016). 

However, NEETS are still an issue. Northern Ireland currently has the highest NEET rate out of the four UK 

countries, with the percentage of all young people in NI classed as NEET as 13.8%, 14,000 of which are 

economically inactive (Economic and Labour Market Statistics Branch, 2016).  

The initial implementation period for the Pathways to Success strategy was between 2012-2016 and as this 

comes to a close its progress has been reviewed. Total costs have been calculated at £26,817,440 with a 

social return of £50, 174,329 with 53 of the 56 objectives being achieved or on the way to being achieved.  

The strategy consisted of 4 projects, YES, First Start, LEMIS, and CIF. Each project reported a positive cost 

to benefit ratio except CIF, which had a particular focus on those furthest from work, making up 

£6,490,149 of the total costs but returning only £4,079,417, the lowest of all the projects. The reason for 

this has been cited due to employment not being a primary objective of CIF support (Centre for Economic 

and Social Inclusion, 2015). 

The CIF programmes in general have been criticised in that relatively few of the them had a focus on 

employment progression or supporting participants into work. It has been surmised this was because it 

dealt with those with more complex issues but a stronger focus on employment support and employer 

engagement could have improved the chances of participants securing work (Centre for Economic and 

Social Inclusion, 2015). 

The development of the NEET Strategy was priority 2 in the Programme for Government 2011-2015. A new 

programme for government 2016-2021, following the next Assembly election, and the development of the 

new structures in government, will undoubtedly have an effect on the direction support for NEETs will 

take. However, as can be seen from the evaluation of the NEET strategy, of all the projects in the Pathways 

to Success strategy those that delivered the strongest value for money in cost-benefit terms were 

interventions that had a strong focus on progression to employment, and close links with employers 

(Centre for Economic and Social Inclusion, 2015). This needs to be a focus going forward for those deemed 

furthest from the labour market.  
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NEETS and the N.I. Economy 

The NEET issue is also a well-documented economic problem for Northern Ireland. There are major costs 

to the public purse of young people remaining persistently trapped in the NEET category over the course of 

their lives (Northern Ireland Executive, 2012). There is evidence to show that NEETs are more likely to 

claim benefits and attach themselves to the informal economy; and loss of earnings of individuals results in 

loss of tax revenues and increased welfare costs (OECD, 2013). 

Latest estimations on the cost to Northern Ireland’s economy from the NEET group, based on the direct 

cost of the JSA benefit and the productivity loss to the economy, come in at, a conservative estimate, of 

around £.4.5 million a week (The Prince's Trust, 2010). This is before the cost of economically inactive 

persons is even taken into account.  

With the economic cost of youth unemployment (intensified in the case of NEET’s) estimated at £250m per 

year for Northern Ireland, reducing those classified as NEET is a key priority for government (Northern 

Ireland Assembly Research and Information Service, 2011).  

A NEET individual also suffers a personal cost which goes beyond the obvious impact of zero earnings in 

the short term and can lead to long lasting negative effects such as higher unemployment or lower 

earnings later on in life which are termed a ‘scar’. Individuals can carry these scars for much of their later 

labour market experience (Gregg & Tominey, 2004).  

To put these scars into a wider economic context, research has shown that prolonged periods of inactivity 

and disengagement from the labour market can increase the risks of skills becoming obsolete and could 

distance individuals from the workplace even more. 

These social costs can then in turn result in further economic costs with UK taxpayers highlighted as 

spending almost £17 billion a year on dealing with the immediate consequences of social problems 

affecting children and young people (Economic and Social Research Council, 2015).  

If nothing is done to reduce the number or NEETs then future economic gains can be negatively affected. 

Foreign direct investment, for example, is an area that has been highlighted as being discouraged from a 

lack of skilled workers which could in turn lead to a migration of workers (PricewaterhouseCoopers , 2012) 

There is a strong link between educational underachievement, unemployment and crime. There is 

evidence that shows nearly two-thirds of young offenders were unemployed at the time of their arrest and 

further evidence outlining that 29% of men who had not been in employment, education or training at the 

age of 16-18 were involved in crime between the ages of 17-30 (The Prince's Trust, 2010). Previous 

statistics have shown that, in Northern Ireland it costs £200,000 per year for each young person in the 

Juvenile Justice Centre and up to £80,000 per young person, per year in Hydebank (NIACRO, 2008). By 

reducing the number of NEETs and therefore reducing the number of offenders the boost to the economy 

would be substantial. 
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NEETS and Mental Health 

It is important not to lose sight of the individuals themselves when considering the NEET issue. In a recent 

survey on NEET young people it was found that 37% rarely leave the house, 40% feel they are not part of 

society, 33% have suffered depression and 15% have a mental health condition (University and College 

Union, 2013). 

There are recognised health impacts that come with the label NEET. Evidence shows that unemployed 

young people display worse health behaviour, such as the use of alcohol and drugs and suffer social 

exclusion and alienation, financial deprivation, and criminality than employed individuals do (Waddell & 

Burton, 2006). 

It was noted that a young man who has been NEET for six months by the age of 21 is more than four times 

more likely to be out of work, three times more likely to have depression and mental health issues and five 

times more likely to have a criminal record (Northern Ireland Executive, 2012). 

Further to this, recent evidence shows that young people who are NEET and socially isolated are twice as 

likely as non-NEET young people living with older adults to experience mental health problems even when 

they have no social welfare legal problems and five times more likely when they do (Youth Access, 2015).  

In addition, transitioning points are known to be crucial in a young person’s life and it is recognised that 

the unsuccessful transition to education or employment for school leavers can cause adverse effects on 

their physical and mental health and social well-being (Waddell & Burton, 2006). Further, youths who face 

spells of unemployment and inactivity immediately after the end of their compulsory education have lower 

attachment to the labour market in the long term (Bell & Blanchflower, 2011) 

NEETs have also been linked with an increased likelihood of developing mental health problems such as 

depression, stress and decreased motivation and self-confidence, factors which, when combined, can 

increase the probability of remaining in the NEET category (The Prince's Trust, 2007). 

The effect of being NEET can also be life threatening. The Northern Ireland Suicide Prevention Strategy and 

Action Plan acknowledges that a reduction in the suicide rate depends on successful implementation of a 

wide range of cross departmental policies such as those addressing low educational attainment, 

deprivation, unemployment, and social exclusion (Pathways to Success, 2012). The variables identified 

here are similar to the characteristics shown by NEET individuals and by addressing them for NEETs could 

reduce the suicide rate in the long term.  

A recent study, found that NEET participants showed greater vulnerability for mental health issues, but 

reported higher levels of commitment to work and more job searching behaviours, as compared to non-

NEET youths in the sample (Goldman-Mellor, et al., 2016). It is often assumed NEET individuals are 

unwilling to work. However, evidence from this study shows that they are just as motivated as non-NEET 

individuals.
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Evaluation Questions 

This evaluation hopes to answer the following questions: 

1. What is the impact of ATW? 

2. Is this intervention needed in the new model of GRIT? 

3. Does it work? 

Job Clubs 

Job Clubs have been highlighted as being important inter related support mechanisms giving young people 

access to opportunities that might not be previously available to them. (Young People Analysis Division, 

2010).  

Most clubs will offer needs-led supports developing action plans for participants. Often clubs will provide 

activities such as help with application form completion, CV and interview preparation, and mock 

interviews. They have links to employers and facilitators with up to date knowledge of employers and 

vacancies currently available.  

Job clubs provide an opportunity for people to come together to get the practical support they need to get 

them back in to work. 

Current research found only 8% of further education leavers, feel very well prepared to enter the world of 

work (UK Commission for Employment and Skills, 2014) despite having an education which undoubtedly 

appears to have a positive effect on the conditional probability of finding employment (The Office for 

National Statistics, 2010).This is supported by evidence from a review of the New Deal for Young People 

programme which found that even those with qualifications often did not possess the basic skills and 

confidence to secure employment (Hasluck C, 2007). 

Lack of signposting has also been highlighted as a concern for education leavers. Specifically, for those not 

wanting to go on to higher education or not in a position to. The lack of information and advice given to 

young people at critical transition points is a concerning issue (PricewaterhouseCoopers , 2012). 

According to the Hansard briefing report between June 2008 and June 2012, over 36,000 people left the 

Steps to Work programme, and 22,250 immediately returned to benefits without taking up work or further 

training (Northern Ireland Assembly, 2013). Further to this in a more recent Hansard briefing report further 

displeasure was expressed around Steps to Success describing it as overriding the person and being ‘not a 

tailored programme; it is a box-ticking exercise to an extent so that the programmes can be 

satisfied’(Northern Ireland Assembly, 2015). 

Evidence would suggest that existing government provision is insufficient in supporting the need of the 

NEET population, especially those that are classed as core NEET, and further support is needed.  

Research shows nine in ten NEET’s aspire to be in work, education or training but a third feel they have ‘no 

chance’ of ever getting a job (University and College Union, 2013). 71% of NEETs say with the right support 

they could contribute to the country but need help boosting their confidence and better information and 

advice about their options (University and College Union, 2013). The desire to work is present in NEET 

young people and employers have a matching demand for young labour with 63% of recruiting employers 

taking on someone under 25 in Northern Ireland in the last 12 months (UK Commission for Employment 

and Skills, 2014). Job clubs are the bridge to match these young people with employers.  
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Rationale for a Job Club 

 

The rationale for including the ‘Aspire to work’ (ATW) club in the GRIT model is to provide extra support for 

clients that have been through the GRIT REY mentoring support in gaining the confidence to apply, attend 

interviews and to secure employment.  

The ATW club is not designed to replace the employment rates achieved through the mentoring support of 

GRIT REY but rather to be a further support tool to reduce the risk of the clients to be NEET once they have 

completed their engagement. Evidence shows that around 27% of NI recruiting employers had used 

Government schemes to recruit and they were much more likely to employ young people from the Jobs 

and Benefit office than the Jobcentre Plus shown by other nations (UK Commission for Employment and 

Skills, 2014). 

In delivering the GRIT REY model it was identified that there remained a key number of individuals that 

required more practical support in order to achieve successful re-engagement in the job market. 

Employers have identified poor attitude, personality and lack of motivation (punctuality, appearance, lack 

of manners) as factors of young people being poorly prepared for work (UK Commission for Employment 

and Skills, 2014). ATW is the support between the normal GRIT REY service provision, where soft skills that 

employers look for are developed, and the world of work where hard, practical skills are needed to find 

and apply for jobs. 

In an attempt to provide an example of the numbers of those going through GRIT REY that could use ATW, 

cohorts 1 – 12 were analysed. These cohorts were chosen as they had follow up data at 3 months available 

for participants. 

In total, over these cohorts, 97 participants were recorded as being engaged in some form of training by 

the end of the service. A further 22 were either re-engaged in education or volunteering. As already stated, 

it is predicted that a number of these, without further support, would fall back in to the NEET category 

when they come to the end of their respective placements rather than transitioning successfully into 

employment. Indeed, at a 3 month follow up there is a return to NEET rate of 9% for these 120 

Continued support is 
needed post service 
for clients in danger of 
returning to NEET at 
the end of their 
engagement with 
education or training

Planned to deliver 
the Aspire to Work 
Club as part of the 
GRIT REY service 
model

Aspire to Work to 
develop 
participant's 
aspirations and 
motivation to gain 
employment and 
provide the 
practical skills to 
achieve it 

Aspire to Work 
contributes to 
reducing the 
number of young 
people who are 
stuck in a cycle of 
remaining NEET
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participants. Beyond this time frame follow up data is not calculated so we cannot say for sure if this NEET 

rate increased or decreased. 

Despite the restrictions in predicting what may or may not happen further down the line there is existing 

data to show that, at the 3 month follow up, only 34 of the 110 participants that finished the service in 

training, education or volunteering placements had successfully gained employment. The remaining 76 

were still either in the same education, training or volunteering placement or had moved on to a different 

provider/outcome within this group.  

Given this data it could be said then that, at the upper estimate, there are 86 clients that could be viable 

candidates for the ATW intervention (up to cohort 12). This figure does not take into account the later 

cohorts 13-19 that still have ongoing clients and therefore demand for the intervention could actually be 

higher than predicted.
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Structure of the Aspire to Work Club 

The structure of the ATW club is designed to begin to develop a work attitude for the young person. 

Starting with being in at a certain time and presenting themselves appropriately right through to their 

conduct with employers. 

It was originally envisioned that each group would cover a total of four sessions and would consist of ten 

different clients and two facilitators. 

Mentors are to bring the clients to the club and offer support by visiting employers, getting the client job 

ready and by attending job fairs / job interviews with clients.  

The ATW structure has evolved over time and does not restrict itself to a rigid pattern. The flexible 

approach is designed to meet the needs of the client group that it is intended to support, as this has been 

identified as what works through implementation. The below table gives a rough outline of what is 

expected to be delivered in the sessions although, as already noted, this can change as some of the 

participants in the groups are returning after already going through the process and are now looking 

specific help in certain areas such as interview prep or how to answer a difficult question on an application 

form. 

The first session is an introductory session where the participants are engaged to find out where they are 

and where they would like to be. Their motivation to get a job is discovered and encouraged/supported as 

needed in relation to why securing employment is important.  

 

Pre-baselines are completed, as well as covering how and where the participants can find a job, as well as 

reviewing their C.V.’s and assistance with changing/constructing them as required for the job opportunities 

desired.  

Session 1 Session 2 Session 3 Session 4 
Activities 
 
General discussion around 
why a job is important, 
what participants think 
employers look for and 
what they want to achieve 
over the 4 weeks. 
 
Cover how/where to 
identify job opportunities. 
 
1-1 chat to find out 
participant’s area of 
interest and what 
experience they have. 
 
Review C.V.’S and 
update/construct as 
necessary. 
 
Complete Pre Baselines. 

Activities 
 
Discuss importance of 
application forms and how 
to create them.  
 
Begin to look online for job 
opportunities. 
 
Taking any local attendees 
into town so they can 
hand out CV’s/ ask for 
application forms. 
 
Cover the importance of 
selling yourself in an 
application and how to do 
it. 
 
Breaking down mental 
barriers – reinforcing that 
you are employable. 
 

Activities 
 
Group discussion around 
interview questions (how 
to answer difficult 
questions, what’s likely to 
be asked etc). 
 
Participants talk to each 
other about various 
interview experience they 
have had. 
 
Mock interviews with each 
other along with both 
facilitators. 

Activities 
 
Employer visit day.  
 
Researching the employer 
coming in/ that we are 
visiting. 
 
Employer visit either to 
the job club or their 
premises. 
 
Complete Post Baselines. 
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The second session focuses on application forms and how to complete them. Support is then provided in 

online job searching, what sites are best to use, how to navigate around them, how to apply through them 

etc. Further activities involve taking local attendees around town and developing their experience in 

identifying job opportunities, handing out C.V.’s, getting experience of direct employer contact etc.  

The third session then relates around employer interviews. The group as a whole tackle difficult interview 

questions and talk about the right way to approach them and then participants discuss amongst 

themselves previous personal interview experiences to support their learning. This session is finished with 

mock interview practice between the participants and the facilitators to help prepare the participants for 

the intimidating and daunting experience and to allow them to become more comfortable in an interview 

setting.  

The fourth and final session of a group is focused around employer visit days. This can be either where an 

employer visits the group or the group visits an employer on site. These days have proven to be invaluable 

to both employers and participants alike, especially when the group visits an employer, as it provides the 

chance for the young people to experience a work place environment, identify if it suits them, and deliver a 

good impression to the employer. In turn the employer is able to judge the participants on how motivated 

they are, their appearance, their interest in the area, all of which contribute to making a good impression if 

they apply for a position. Finally, the post baselines are completed.  

The ATW club has been designed in this manner to provide a complete experience for the participants and 

support them in every aspect to find and secure employment. It remains flexible for those that return to 

the group that may need further support in one area but as a process it would adhere to this type of 

format. 

As stated previously, from its implementation 

the ATW club has altered aspects of its delivery 

according to what works. Figure 1 outlines some 

of the main changes.  

 

 

 

 

 

 

 

 

 

 

 

 

Before 

(Original 
Vison)

•Big groups (10+)

•One session to be held every two weeks

•A set structure of what is to be covered 
each week

After 

(What was 
learned)

•5-8 participants is a better group size

•Sessions to be held once a week

•Flexible strcuture to the groups is 
necessary

•Group discussion in the sessions is vital

•Reminder messages about the sessions 
to be sent

•Employer visit days to the group are to 
be informal

Figure 1 – ATW Changes Through Learning 
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From delivering the group it was identified that having smaller group sizes produced much better 

outcomes. Sessions were more manageable and the participants were able to take more away by receiving 

greater in-depth personal support. 

Having the frequency of the sessions changed from one every two weeks to one each week was found to 

keep a greater sense of consistency for the group. 

The flexible approach of the sessions was chosen over a rigid structure to allow the group to focus on what 

the attendees deemed important or areas they struggled with. 

More and more group discussions were involved in the sessions as this was observed by the facilitators as a 

valuable form of support for the participants. This led to more frequent discussions amongst the groups 

around topics such as ‘interview do’s and don’ts’ leading to increased learning from each other.  

Reminder messages were scheduled to be sent before each of the ATW sessions in order to maximise 

attendance as some participants had fed back that they forgot when it was on. 

Finally, the employer visit days, where an employer visited the group, were found to work better when 

they were conducted more informally. Sessions were more professional when on a site visit but having an 

informal setting at the group allowed the participants to relax and be more comfortable. More formal 

employer visit days at the group were actually found to produce worse outcomes with more participants 

losing interest and failing to take part in the sessions. 
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What Makes Aspire to Work Different? 

There are a number of unique, key variables that make the ATW club different from other job clubs. 

 

ATW is Regional 

As the GRIT REY service is regional so too is the job club. Despite the location for the club being held in a 

main city centre location (Belfast), which has been praised by participants, ATW offers support to all those 

who have engaged in the GRIT REY model regardless of their location. It provides travel to those that can’t 

reach the club themselves and reimburses those that have used public transport.  

 

 

 

 

 

 

Focused on Core NEETS Aged 16-20  

The ATW club is open to all participants that have engaged with the GRIT REY model. It is designed to 

target any individual, in danger of finishing their engagement with GRIT and remaining NEET, or those that 

are nearing the end of their training placement and do not have post-employment secured and are in 

danger of becoming a recurrent NEET.  

Builds on the Skills and Relationships Developed Through GRIT REY 

ATW isn’t a stand-alone support. Similar to other job clubs it is focused on improving a number of skills 

that relate directly to searching for, applying and securing employment. However, participants in the group 

will have previously taken part in the GRIT REY model which will have begun to develop their soft 

employability skills such as motivation, confidence, and self-esteem. Vital skills increasingly in demand 

from employers. The ATW club then supplements this with the practical skills needed to find and secure 

employment to be able to utilise their skills. 

ATW is Complemented by the Mentoring Support 

Participants that take part in ATW are additionally supported by the mentoring support that is a key 

feature of the GRIT REY service. Before young people transition in to ATW personal mentors will work with 

the young person to make sure that they have a CV that is developed to a certain standard. Mentors will 

further be on hand to support the young people with job search/application processes and help see that 

they receive the relevant career advice. 

Offers Continued Support to Sustain Employment 

The ATW club is focused not only in re-engaging young people in employment but also in keeping them in 

employment. It is important that the support participants receive from the club does not end when they 

have managed to secure a job. To this end the ATW facilitators will continue to meet with employed 

participants and employers at regular intervals after they have re-engaged to ensure there are no issues 

and that employment can be maintained. In addition, facilitators make it clear to participants that if they 

are experiencing problems when re-engaged in employment they are to contact them for support and not 

act without thought and exhibit negative behaviour to employers. This is as experienced by one of the 

young people on ATW that gained employment but ended up walking out. They returned to ATW and the 

“They provide travel for 

those that can’t get to it” 

-ATW Participant that 

gained employment 

 

“My head had started to slip a wee 

bit and I needed something to do. 

I’m not used to working. Plan to 

stay here and get a trade in 3 years 

and then do some travelling and 

work abroad and then come back 

and do youth work.” 
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learning from their action was brought home in the effect this would have in securing future employment. 

Facilitators are continuously reinforcing structure to the young people who typically have little experience 

of it. This working practice adheres to the vision that community and voluntary sector organisations would 

continue to provide support to keep the young person in training or employment and help them deal with 

any issues which arise which could, potentially, make the individual drop out (Northern Ireland Executive, 

2012). 

Experienced Facilitators with Key Skill Sets 

ATW combines facilitators that have a blend of vital skills and experiences which are necessary to be able 

to secure employment for the Core NEET population. ATW utilises a facilitator with experience in 

employability and pre-established links with the world of work involving key relationships with employers 

to support participants into employment. Alongside which facilitates an experienced youth worker, present 

on the GRIT REY residential, that has the motivation and the drive to see the young people reach their 

aspirations and succeed where others do not. They have the ability to foster the important relationship of 

trust where they can continue to build this in a work environment and motivate the young people to 

engage and succeed.   

Flexibility in Service Delivery  

ATW listens to the participants and is continuously evolving through its development. It has great flexibility 

in changing the model to suit participant’s needs. From its inception the group has changed its approach 

more than once according to what works. It doesn’t adhere to a rigid structure but rather adopts its 

approach to what works best for the client population it is designed to serve. For example, this evolution 

over time developed from the initial stages of ATW where there were zero attendance rates, and the 

majority of time revolved around chasing participants, to participants now actively ringing the facilitators 

to see when the next session will take place.  

Develops the Aspiration to Work 

ATW is not just a tick box exercise to place young people in a situation where they have received ‘X’ 

amount of job interviews or have been placed in a job they did not want. ATW develops the aspiration in 

young people to actually enter the world of work and secure employment.  

It develops the confidence to engage with employers at all stages of the application process and fosters the 

attitude of wanting to become employed in a chosen field and make something better of their 

lives/situations. 
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Figure 2 - What Makes Aspire to Work Unique? 
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Aspire to Work Delivery 

Five ‘Aspire to work’ groups, consisting of four sessions each, were delivered from September 2015 – May 

2016 as part of the pilot intervention.  

In total 34 participants took part in the ATW club. 

Of these 23 can be categorised as ‘Involved’. Those 

who attended more than a single session in a group. 

The remaining 11 can be categorised as ‘Withdrawn’. 

Those who attended for only a single session in a 

group. 

It is important to mention the distinction in 

participants as existing evidence shows that to produce 

successful outcomes from any job club is dependent on 

regular attendance. 

For those categorised as ‘Withdrawn’ there were six 

main reasons identified by the evaluator as to why they 

did not regularly attend. These are shown in table 1 below: 

Table 1 - Withdrawn - Reasons 

1. Positive (Got a job, engaged in another 
Start360 service) 

2. Unreachable 
3. No reason given 
4. Did not like how the group was 

delivered 
5. Not interested 
6. Incarcerated 

 

There were 49 total recorded registrations across the five groups although some of these were the same 

participants returning from previous groups. Numbers of recorded registrations to each group are shown 

in table 2: 

 

Table 2 - No. of Clients in Each Group 

Group 
1 

Group 
2 

Group 
3 

Group 
4 

Group 
5 

7 13 10 11 8 

 

Although it was proposed each group would consist of ten participants after delivering a number of the 

sessions this was identified as being too many. Outcomes were vastly improved when the sessions were 

smaller, consisting of around five or six people, and despite the high numbers registered to groups two to 

four, actual attendance rates meant only five or six participants were usually present at any one session.  

By the end of group 5, as mentioned, a pattern was identified where participants in previous groups had 

continued to attend. This was for various reasons. One client had actually been a participant in four of the 

groups, had gained employment by group 3 and was brought back to share his experiences with the group 

ATW Participants can be categorised into 

two subgroups: 

 

Involved – Those who attended more 

than one session in a single group. 

Withdrawn – Those who attended just 

1 session in a group (even if they appeared 

across multiple groups but only ever stayed 

for one session). 
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as a form of peer engagement. Eight other clients had been participants in two of the groups. All eight 

were still unemployed when they returned again to benefit from the employability support offered by 

ATW. This highlights not only the motivation of the young people to secure employment but also the 

flexible approach as adopted by ATW to accommodate the participants.  

Across each group the numbers of clients attending sessions fluctuated for the different reasons stated. To 

analyse the delivery of the Aspire to Work Club attendance was monitored at each session and the reasons 

for non-attendance were recorded. 

In this next section the attendance and reasons for absence will be examined over the different groups. 

Only the attendance of those classed as ‘Involved’ will be reported on although the numbers of those 

withdrawing will also be showed. 

Embedding Groups 

As mentioned previously there were a number of groups that took place when ATW was starting out where 

no participants attended. These groups experienced embedding issues and robust reporting measures 

were not in place to capture the attendance data during this process of learning. As a result, data is shown 

here from the first group where agreed delivery structures and appropriate recording tools were in place 

to be able to report on it effectively. 

Group 1 Attendance 

There was a total of 7 registrations to the first group. None of these withdrew. Their attendance rates are 

shown in table 3. 

 

Table 3 - Group 1 Attendance Rates 

Session 1 Session 2 Session 3 Session 4 

57% 71% 57% 71% 

 

Group 1 - Reasons for Non-Attendance: 

Unreachable (n=5) 

 

Group 2 Attendance 

There was a total of 15 registrations to Group 2. 12 of these withdrew. Attendance at each session is 

shown in table 4.  

Table 4 - Group 2 Attendance Rates % 

Session 1 Session 2 Session 3 Session 4 

33% 67% 100% 100% 

 

Group 2 - Reasons for Non-Attendance: 

Withdrawn (n=12 (2 positive)), Not aware it was on (n=1), Forgot about x session (n=1), Sick (n=1).  
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Group 3 Attendance 

There were 11 registrations to Group 3. Five of these withdrew. The attendance at each session is shown in 

table 5. 

Table 5 - Group 3 Attendance Rates % 

Session 1 Session 2 Session 3 Session 4 

43% 71% 86% 29% 

 

Group 3 - Reasons for Non-Attendance: 

Withdrawn (n=5 (2 positive)), Could not get out of tech/education/placement (n=4), Not aware it was on (n=2), Unreachable 

(n=1) 

 

Group 4 Attendance 

A total of 11 registrations were made to Group 4. Four of these withdrew. Their attendance at each session 

is shown in table 6. 

Table 6 - Group 4 Attendance Rates % 

Session 1 Session 2 Session 3 Session 4 

0% 86% 43% 43% 

 

Group 4 - Reasons for Non-Attendance: 

Withdrawn (n=4 (3 positive)), Could not get out of tech/education/placement (n=4), Not aware it was on (n=2), Unreachable 

(n=2), No reason given (n=1) 

 

Group 5 Attendance 

A total of 8 registrations were made to Group 5. None of these withdrew. Their attendance at each session 

is shown in table 7. 

Table 7 - Group 5 Attendance Rates % 

Session 1 Session 2 Session 3 Session 4 

75% 50% 100% 100% 

 

Group 1 - Reasons for Non-Attendance: 

Unreachable (n=6),  

 

 

Overall Attendance 

Overall attendance patterns can be seen in figure 3. Group 1 had a steady attendance averaging above 50% 

for each session. Group 2 had the highest attendance of all the groups for the first session but saw the 

least total attendance across sessions 2 through to 4 than any other group. Group 3 had the biggest drop in 

attendance between the third session and the last. Group 4 saw the least attendance of all the groups for 

the first session but the highest for the second session. This dropped sharply for the remaining sessions 

however. Group 5 saw an average of over 50% for the first and second session and then rose to full 

attendance for the remaining sessions.  
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Figure 4 - Days lost by Reason 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4 displays the number of days lost over all 4 groups against their respective reason. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The most common reasons the ‘Involved’ participants missed days are participants being unreachable 

(n=14) or they were unable to be released from Government Employment Programmes (n=8). 

Following this, the next most common reason for absence is that they were unaware that it was on (n=5). 
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More Developed Referral Pathways to ATW

Greater Promotion Of ATW Club Through Social 
Media 

Develop Relationships With 

Education Services

Provide Incentives to Attend

Delivery – Key Learning 

Given the main reasons of absence that came to light through the evaluation a number of areas can be 

highlighted going forward as being key learning areas. These are easy to state but much harder to 

implement in practice. 

Figure 5 - Recommendations for Attendance 

 

 

 

 

 

 

 

 

 

 

More Developed Referral Pathways to ATW 

One of the clearest difficulties experienced by the facilitators, and by the researcher, was in being able to 

reach the participants. ATW is promoted solely through the GRIT REY mentors, through Facebook and 

through word of mouth by participants. Attendance at sessions is dependent on the participants turning up 

on the day and despite maybe being aware of ATW many do not have working mobile numbers, or change 

mobiles regularly, making confirming attendance a problem especially for such a hard to engage client 

group. To this end improving the referral pathway to ATW may prove to be a benefit in producing more 

regular attendance from participants.  It is possible that the transition to the group and it’s working 

structure is too much of a step for the vulnerable client group. For example, learning at the start showed 

that some groups were poorly attended as clients did not have the money to reach the group in the first 

place, despite being reimbursed if they attended. To correct this the referral pathway to the group has 

been improved by either providing this money up front to the participant or by providing transport such as 

taxi’s or being transported to and from ATW by their mentor. 

Promote the ATW Club 

The club also suffered low attendance rates due to participants not being aware the sessions were on. 

Again, a greater focus on promoting the group through social media might help to act as a reminder or 

bring it to the attention of participants. Greater detail can be listed through social media on the content of 

sessions, including dates and times that they are to be run, to give an idea of what the participants can 

expect from the club. Sound bites from successful participants could be used and distributed amongst the 

intended target population to highlight how the club can help from a viewpoint they can relate to. A 

potential text reminder alert could also be set up, although this may be affected by the previous issue that 

getting in touch via recorded contact numbers can be a problem. 

Develop Relationships with Education Services 

A number of days were missed by participants that were unable to be released from their respective 

education services. This leads to two possible areas of improvement. Firstly, a focus could be placed on 

developing the relationship between ATW and education services in order that the benefits of attendance 
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at ATW can be fully realised by these providers. Secondly, it may be possible the ATW club could be held 

more regularly to increase the number of sessions participants can attend. Both facilitator and successful 

client feedback highlight that the more sessions that the young people can attend the greater the chance 

of a positive outcome. 

Provide Incentives to Attend 

Although we cannot say why the participants that remained unreachable did not attend ATW sessions we 

can note that all did attend at least one session. In order to increase the attendance rate, it may be 

worthwhile to consider incentives. There is evidence of other job clubs providing incentives such as a free 

hour using an AstroTurf or a free beauty session in order to maintain a high attendance (Belfast Telegraph, 

2012). For any job club to be successful participants must attend the sessions to be able to benefit. 

However, although incentives may see attendance increase there is no guarantee this will be reflected in 

successful employment outcomes. Possibly one of the most important observations that have come up 

through the evaluation is that if the young person is not motivated to gain employment no amount of 

attendance at sessions will change this. In this regard ATW excels. Alongside improving practical skills 

needed to gain employment for participant’s ATW focuses on striking a balance between being strict with 

participants, introducing them to the realities of the world of work whilst nurturing the aspiration to work 

and instilling the confidence that this is a reality that participants can achieve.
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Aspire to Work Outcomes 

Employment Outcomes 

The ultimate outcome of the ATW club is for the participants to gain employment. Participant’s 

employment status was recorded at the end of the last session of each group and at the end of the service 

year of delivery to see if this had been achieved. 

A sub outcome was that participants would be motivated to look for and secure employment. If a 

participant had not gained employment their active pursuit of employment was recorded. This, along with 

securing employment are considered to be positive outcomes through ATW. 

 

In total 34 participants took part in the ATW club. 

At the end of participant’s last group session: 

o 15 were in employment. 

o 15 were actively seeking work. 

o 4 were unemployed and not actively seeking work. 

 

 

 

At the follow up stage at the end of the service delivery: 

o 20 were in employment. 

o 9 were actively seeking work. 

o 5 were unemployed and not actively seeking work. 

 

 

 

Employment is the main outcome from ATW although sub outcomes were also identified. Facilitators 

reported back that some 80+ jobs had been applied for through ATW and 100% of ATW participants had 

a CV 

ATW Employment Outcomes in Context 

Economic theory suggests that there will always be some measure of frictional unemployment in any 

economy, as it takes time for workers to search for and find appropriate jobs’ (The Office for National 

Statistics, 2010) To presume that these hardest to reach Core NEET’s would all gain employment at the end 

of just four sessions is obviously unrealistic. Not only does this assume that there will be available, 

appropriately matched vacancies in the job market for the participants and their respective 

skills/qualifications but also vacancies available in the field the participant is interested in (to ensure they 

remain in employment).  

The Department for Employment and Learning’s main return to work programme Steps to Success (S2S) 

has an average of 23% moving in to employment across its three contract areas (Department for 

Employment and Learning, 2016). When compared to the ATW results, and taking in mind the more 

44% Initial employment rate through ATW 

Club 

 

59% Long term employment rate through 

ATW Club 

 

88% Initial positive outcome rate through 

ATW Club 

 

85% Long term positive outcome rate 

through ATW Club 
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difficult Core NEET group that it caters to, having a long term employment rate of 59% to date is a huge 

achievement. 

The positive employment outcomes from ATW are all the more impressive when put in context with GRIT 

REY employment outcomes. GRIT REY has an employment rate of 21% (up to cohort 19) and deals with a 

vulnerable Core NEET group with multiple issues. ATW is designed to work with those that are at the very 

extremes of even this vulnerable group. Individuals who are so far removed from the labour market they 

not only don’t have the practical skills to enter work but have no desire to. For this client group to show a 

higher employment rate at this stage is worth highlighting.
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Baseline Outcomes  

Although gaining employment is the ultimate outcome of ATW, improving and supporting participant’s 

practical skills in being able to seek and apply for jobs independently is just as important. Developing skills 

such as these will ensure that the participants will remain well equipped to gain employment long after 

their engagement with the ATW club has ended. 

In order to measure the different skills ATW is designed to support pre and post baselines were developed. 

These consisted of 7 questions that attempted to monitor change over 7 areas.  

Table 8 - Seven Areas of Change on Baselines 

 

1. CV Construction Ability 
2. Letter of Application/ Cover Letter 

Construction Ability 
3. Online Job Search Ability 
4. Newspaper/Recruitment Agency Job 

Search Ability 
5. Phone Performance with Employers 
6. Interview Performance 
7. Presentation Ability 

 

The pre baselines were administered at the first session and the post baselines at the completion of the 

last session.  

The pre baselines use 7 quantitative data questions that are scored on a matrix from 1-10, and the post 

baselines allow for extra feedback to be given to each these questions to incorporate qualitative data.  

An analysis can be performed on the 13 completed pre and post baselines to see if ATW was successful in 

improving participant’s skills over the 7 areas. 

Area 1 – C.V. Construction ability. 

 

Table 9 - Overall Outcome Rates - C.V. Construction Ability 

Improved Maintained Deteriorated 

90% 5% 5% 

 

Across the four groups 90% showed an improvement in how able they felt to put together a relevant C.V. 

for the job they wanted. 5% showed no change in their ability and 5% felt less well able. Of those that felt 

less well able these participants did actually manage to secure employment through ATW and commented 

that they now had an up to date C.V. 

 

Area 2 – Letter of Application/Cover Letter Construction Ability  

 

Table 10 - Overall Outcome Rates - Letter of Application/Cover Letter Construction Ability 

Improved Maintained Deteriorated 

95% 5% 0% 
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The area that showed the greatest rate of improvement across all the seven areas of change was the ability 

to draw up a letter of application or a cover letter. This had an overall improvement rate of 95%. Only 5% 

demonstrated no change in this area. Of those that demonstrated no change they still made a positive 

comment on the post baselines that they had learned they needed to ‘add any recent accomplishments’.  

This in itself shows an increased learning/ability in this area.  

 

Area 3 – Online Job Search Ability 

 

Table 11 - Overall Outcome Rates - Online Job Search Ability 

Improved Maintained Deteriorated 

67% 29% 5% 

 

Greater than half of the participants (67%) across the four groups showed an improvement in their ability 

to search for jobs online at the end of ATW. 29% didn’t show any change and 5% showed a deterioration. 

Of those that deteriorated they commented that in the club they have ‘searched jobs online using many 

different websites’, again indicating a positive outcome despite the score change. Of those that showed no 

change one commented they are now ‘using it a lot’ in regards to online searches, another that they are 

‘using different websites’ and another is ‘using different job sites’. All positive feedback even though the 

scores show that they have maintained. 

 

Area 4 – Newspaper/Recruitment Agency Job Search Ability  

 

Table 12 - Overall Outcome Rates - Newspaper/Recruitment Agency Job Search Ability 

Improved Maintained Deteriorated 

76% 14% 10% 

 

Just over three quarters of the participants (76%) showed an improvement in their ability to search and 

apply using newspapers and recruitment agencies. 14% maintained and 10% deteriorated. Of those that 

deteriorated the qualitative data now showed that one has actually now registered with a recruitment 

agency. Of those that maintained they commented that they will begin to look more in newspapers and 

not just online.  

 

Area 5 – Phone Performance with Employers 

 

Table 13 - Overall Outcome Rates - Phone Performance with Employers 

Improved Maintained Deteriorated 

75% 20% 5% 

 

75% of participants showed an improvement in their ability to perform on the phone with employers. 20% 

showed no change and 5% deteriorated. Of those that deteriorated and maintained participants again 
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showed positive learning from ATW through the qualitative responses. They indicated that going forward 

they would make sure to plan and write the questions down they are due to ask on the phone indicating 

they have learned by attending the club to be more forward thinking and plan their approach to 

employers.  

Area 6 – Interview Performance 

 

Table 14 - Overall Outcome Rates - Interview Performance 

Improved Maintained Deteriorated 

65% 20% 15% 

 

The area of change that showed the least improvement was in ability to perform in interviews. This had an 

improvement rate of 65%. The rest of the participants either maintained (20%) or showed a deterioration 

(15%) in their post baselines. Those that deteriorated responded in the qualitative responses that they had 

never done an interview, and that they needed to practice more to improve. 

 

Area 7 – Presentation Ability 

 

Table 15 - Overall Outcome Rates - Presentation Ability 

Improved Maintained Deteriorated 

85% 15% 0% 

 

85% of the participants showed an improvement in how to present themselves to employers. The 

remaining participants showed no change although did comment that they were more aware to dress 

appropriately and look presentable. 

 

Baseline Outcomes 

Overall feedback from the baselines is very positive. There is an average improvement rate across the 

seven different areas of change of 79%. An analysis of the qualitative information also shows that despite 

whether the scores showed a deterioration or no change there was examples of positive learning and 

development shown by all the participants that completed pre and post baselines.  

Developing skills in the seven areas identified is crucial to help get the participants in to employment. The 

skills learned are important to the individual beyond the life of the ATW club as it allows them to apply 

them on their own. This was exhibited by one of the successful participants who managed to get a job 

through ATW but subsequently lost it. Despite this, they still managed to secure another job by using the 

skills that they had developed in the club.  

 

 

 

 

“Applied for a second job on 

my own and I was much 

more confident” 

-ATW Participant that gained 

employment 
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Evaluator’s Comment 

On all of the baselines where participants showed a deterioration between pre and post scores 

there were instances of positive learning fed back in the comments. This contradiction is a 

potential indicator of confusion in the questions themselves, although the post baselines were 

completed separately over time from the initial, so it could be argued variation in expected 

scores may simply have been due to first scores being forgotten.  

The ability to perform in interviews stood out as a key fear/ area of need identified for the 

vulnerable client group. This client group does not know how to behave/perform in an interview 

setting and to be able to succeed they require practice and one to one mentoring in this area 

that the ATW provides.  

90%

95%

67%

76%

75%

65%

85%

1. CV Construction Ability

2. Letter of Application/Cover Letter
Construction Ability

3. Online Job Search Ability

4. Newspaper/Recruitment Agency Job Search
Ability

5. Phone Performance with Employers

6. Interview Performance

7. Presentation Ability

Overall Improvement Rates (%) Across Key 
Areas

Figure 6 - Overall Improvement Rates (%) Across Key Areas 
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ATW Service User and Stakeholder Feedback 

To collect more qualitative data on the ATW club a mix of phone interviews, focus groups, and 

questionnaires were completed.  

Participants that secured employment were asked a structured set of qualitative questions around their 

experience with ATW and their employment outcomes, which allowed them to elaborate and the 

interviewer to ask further, leading, questions.  

A focus group was conducted with ATW participants, which followed a structured format, asking four 

questions looking at the outcomes of the participants and eight questions on their opinions/thoughts on 

the methodology of the club. 

Employers and prospective employers were asked to complete an 8 item qualitative data questionnaire 

eliciting responses on their experience with ATW.  

Telephone interviews and questionnaires were also conducted with participants that attended the group 

and are now actively looking for work but haven’t yet gained employment.  

 

Employed and Actively Looking Participants Feedback 

Feedback from those participants noted as being employed through the ATW club or now actively looking 

for work were collected through. telephone interviews and questionnaires.  

The interviews did follow a structured format although for the telephone interviews the conversation was 

free flowing and could lead to other areas naturally. This information is difficult to report on in a concise 

fashion but over the course of the interviews it became apparent to the researcher certain areas could be 

highlighted.  

Benefits of ATW 

Almost all of the participants interviewed agreed that the job club had helped them in some way.  

Most highlighted the help with C.V.s, the mock interviews and the visits to employers as key points that 

helped them.  

One participant who didn’t gain employment though the club and didn’t find it as helpful (opportunities 

being sourced for them weren’t as relevant) still found the help with C.V. construction beneficial and used 

it for a later job opportunity.  

One participant, that was offered a position with a company through the club but was unable to take it up 

as it involved relocating, commented how it had improved his confidence and attitude. They planned to 

continue to attend the club if given the chance to keep availing of the opportunities and skills delivered 

through ATW.  

Another participant got a job offer through the club but took up another they managed to source 

themselves (as it was closer). They were able to use the skills they learned through the club in putting 

their C.V. together in achieving future employment independently. 

In regards to the employer visit days one participant commented that they knew they wanted to work in 

that labour sector after experiencing the workplace. He reported greater focus and dedication after having 

the chance to experience the area of work they wanted to get into. 
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“You get the opportunity to 

speak to employers and to 

test it out for yourself so 

you know what way they 

will be operating and what 

kind of people are there” 

“Until I started going 

to the job club I never 

had a job” 

“I went to the club and I got help 

with my CV. Job searching and 

filling application forms.” 

“They helped you put 

together your C.V. I got an 

interview through the club” 

“They looked at 

what skills I have 

and what jobs 

would be good for 

me” 

“I couldn’t get 

a job without 

their help” 

“The help with the C.V. 

was good. Usually I get 

so stressed out doing it 

at home, was better to 

do it there as someone to 

help you do it” 

“I didn’t know 

how to go for 

interviews. They 

helped you with 

everything.” 
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Delivery of ATW 

Most of the participants commented on how the specific delivery of ATW was important in helping them 

achieve a positive outcome. 

More than one participant highlighted that it was important to them that at the beginning of the club they 

were asked what job they wanted to do and facilitators took the time to look at their skills and match 

them to a relevant opportunity. They found this key as placing them in a job they wanted to do would 

improve the chances of them staying there. 

Others also commented on the direct, work-like approach facilitators took with them. The attitude of ‘if it 

doesn’t get done now it won’t get done’ and the work like structure motivated participants to achieve 

employment. They preferred the fact that they were told straight from the get go how it was and feedback 

from participants were that they needed spoken to in a certain way. 

Client’s also praised the continued follow up after being placed in a job. One participant who gained 

employment through the ATW club (in the area of work they wanted) lost the same employment due to 

missing too many days. Despite this they praised the fact that facilitators were constantly in touch with 

them and followed up once they had lost their job. They realised where they had gone wrong due to the 

feedback and since have secured another job independently. To date no absences have been recorded.  

One of the participants fed back that having a criminal record made no difference to how they were 

treated and the support that they received from ATW. This was despite having experienced discrimination 

elsewhere. It was one of the key reasons that they attended. They explained that they wouldn’t want to go 

anywhere else as they have developed a relationship with the workers on the GRIT residential and were 

comfortable continuing developing their skills in a non-judgemental environment. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

“When you start the club they 

ask you what you want to do so 

you can get a job in it down the 

line. To make sure you are 

interested in it and want to go” 

“To be honest I wouldn’t have gone 

anywhere else. I knew staff from the 

residential and had a relationship with 

them. I’d prefer to be in company I 

know then company I don’t know.” 

“When you go to the club the majority of 

people have big criminal records, if you 

go anywhere else they treat you like a 

scumbag. At the Job Club they treat you 

like a normal person 

“They concentrate on 

getting things done. 

I’ve been on all sorts 

and they’re shit. This 

is the best so far” 

“Straight 

forward 

talking. They 

talk to you like 

a man and not 

part of a youth 

group” 

“He told me I can get you a job but 

you have to do it. You can’t mess 

about. That worked for me.  
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Attitude of Participants 

Another key theme that came out of the telephone interviews was the attitude of the participants. This 

seemed to be key to participant’s success.  

It was clear from talking to those that had been successful how their positive attitude and willingness to 

enter the world of work was a driving factor in achieving employment. A number of young people had this 

drive from the start, however others credit ATW as cultivating their desire to work and for nurturing their 

desire to aspire to something better. Many, when asked why they thought they had been successful over 

some of the other participants, answered that they felt their motivation and desire to get a job definitely 

contributed to their success.  

One participant noted that they have previously attended other similar job clubs in the past but at that 

time were not in a place in their lives to enter employment and as a result were not successful. Now that 

they have reached the point where they are willing to get a job they have managed to secure employment.  

One participant fed back that some participants that attend the group are comfortable with their situation 

and do not want to gain employment as they are happy with continuing as they are. This idea was echoed 

by another participant who fed back that he was content before he came to the ATW. It was only by 

attending that he became motivated to get a job.  

Another participant felt that others had been less successful as they had taken part in government 

programmes and these were less useful. The participant had previous experience of engaging with the Job 

Centre and Steps for Success for a year and they were unsuccessful at finding them a place. ATW was able 

to get them an interview within a month. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

“People were listening and 

messing about. I put my head 

down and other people didn’t. 

They should have gone every 

session like me” 

“Other people are 

lazy and didn’t 

bother” 

“Because of the 

government. They’re 

not good at nothing” 

“Not a lot of people 

that go there are ready 

to give their life up for 

a job” 

“Just not ready for it. 

I’ve been to others 

before. I couldn’t have 

sat there every day. You 

have to get to that 

point in your life.” 
“If you put effort 

in, you will get it” 

“Just point me in the 

right direction and I’ll 

do the rest.” 

“To be honest I was content 

until I started to go. When I 

started to go I got the 

attitude that I wanted to 

work.” 

 

“Wouldn’t have gone 

anywhere. Nowhere else I 

would really know” 
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Need of ATW and Reputation 

Each of the participants interviewed agreed that they thought ATW was a valuable and needed service and 

they would recommend it to others.  

One of the participants commented that they had heard positive things about the group via word of mouth 

and were encouraged in this way to take a look at what it offered. Another had heard about the club by 

taking a part in the GRIT REY service and was happy to engage with ATW as a form of further support.  

Many of the participants responded that they did not know of anywhere else that would offer the 

support ATW does. A number had heard and tried Steps to Success, Springboard and the Careers Service 

but all had been unsuccessful through these providers. Another participant commented that they did not 

have any services available in their area and they appreciated that ATW offered regional support. 

Another participant had fed back that they were glad the ATW club was available. They weren’t used to 

working and felt their focus was slipping since nearing the end of their engagement with GRIT REY. The 

ATW was able to give them added focus, structure and support. They are now in full time employment and 

have a plan in place for the next 3 years of what they want to do.  

One of the participants echoed similar statements from the others that they would have been unlikely to 

have gained employment without the assistance of the club not just because of the support around skills 

and interview techniques but because of the motivation to get employed.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

“I know a couple of people 

that have a good word to say 

about it so I went down to see 

if for myself” 

“It gives people 

an opportunity” 

“I would recommend it 

to anybody. I’ve been 

trying to get my girl to 

go” 

“This is the first one I’ve used. I’ve 

not heard of any others. I found 

out about this through the GRIT 

programme” 

 

“There’s none 

where I live” 
“It is a brilliant idea for people. I 

would recommend it for 

everybody. I got 100% help” 

“My head had started to 

slip a wee bit and I needed 

something to do. I’m not 

used to working” 

[On being asked if they would have 

got the job without ATW] 

“No because I wouldn’t be 

bothered” 

“You need spoken to in a certain 

way. Takes a certain person to do 

that kind of job” 
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Facilitators 

Another main theme that came up through the telephone interviews was how important the facilitators 

were and their relationship they had with both the participants and the links with employers.  

More than one participant fed back that they did not think they would have been successful if it wasn’t 

for the relationship that the facilitators had with employers. The existing links facilitators have with 

employers made it possible for the participants to get their foot in the door. 

One participant, who has a previous criminal record, explained that his employer had confided that it was 

unlikely that they would have given them the job if they applied on their own. Despite having the skills to 

apply the fact that they had a criminal past would have deterred them. It took the relationship between 

the facilitator and the employer where they could speak up on behalf of the participant and give a 

character reference that made the difference. This individual has now been employed for over 6 months 

and has been promoted since starting. The employer has only good things to say about them. 

Another participant fed back that the relationship they had with workers on the GRIT service carried on 

into the ATW club, which meant they were able to talk with them in a certain way, and on a certain level. 

Without this participant – facilitator relationship the participant fed back they did not think it likely they 

would have been encouraged to join the world of work. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

“Even told by my boss that if I 

had just rolled in it would have 

been unlikely I would have got 

the job. Only that Stephen was 

there and told him what a nice 

guy I was that I got it.” 

“I wouldn’t have 

got the opportunity 

if Stephen hadn’t of 

been there” 
“It was Cieran that got 

me a job really. He was 

really straight up. He 

told me I can get you a 

job but you have to do 

it.” 

“The things I didn’t 

like about that job I 

could say to 

Stephen I couldn’t 

say to my boss” 

“Sara was 

brilliant” 

“100%. Stephen 

gave me all he 

could” 
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Identified Areas of Improvement 

The majority of the feedback for the ATW club was positive. However, there were certain individuals that 

reported areas they think could be improved. 

Size of the groups were highlighted as an issue. One participant fed back that having too many people in 

one room meant it was no use to them. This issue of overcrowded groups had been picked up by 

facilitators quite early on in the life of ATW and it was apparent that smaller groups with almost 1 to 1 / 1 

to 2 support yielded much better results. 

More than one participant fed back that they felt the type of job opportunities offered to them in the 

group weren’t relevant. One participant responded that they felt the job club was a good idea but the 

priorities were wrong and the way it was structured meant that too much time was focused on labour jobs 

and more time needed to be dedicated to specific areas of work such as youth work, ICT, or media. One 

participant related this back to another experience that they had with Include Youth where more time was 

spent on career choice and specific areas of work. There seems to be an unclear distinction here between 

starting in employment and starting a career that participants are not aware of. An issue that potentially 

needs to be highlighted by ATW and facilitators going forward. Mentors too can play an important role 

here in linking in with ATW facilitators conducting more of the ground work and modifying expectations of 

young people in opportunities available. 

Another divisive issue that came up was the world of work like approach of the group. On the one hand 

very positive feedback was received that indicated without the structured work like approach, adopted to 

introduce the participants to real life employment settings and structures they would not have gained 

employment. This approach is used to give the young people experience of an intimidating and unfamiliar 

environment in preparation of securing a job. A number of participants however felt this same attitude 

turned them off and they felt this direct, tough approach of telling it like it is came across wrong. One 

participant that gained employment from the club acknowledged this might be the case and that although 

it worked for them this might not be the right attitude for everyone.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

“It has helped to 

focus us and get 

us employed” 

“Was boring and waste of time. 

Too many people in one room” 

“Include Youth – they created cover 

letters and mock application forms 

to practice and more time spent on 

career choice and specific job 

areas” 

“I’d rather look myself because 

that’s all you really do is sit online 

and job search when you could do 

it at home” 

“It’s a good idea but don’t 

think it has the right structure 

and priorities in specific 

careers like ICT, media etc.” 

” 

“Personally it wasn’t useful for 

me I was given opportunities 

that weren’t really for me. They 

could have focused on giving 

me youth work jobs” 
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Focus Group Feedback 

A focus group was also held with participants of the ATW club which asked questions on the outcomes and 

on the methodology. 

Similar themes came up as to those in the telephone interviews. All members of the group reported 

positive employment outcomes from taking part in the club. C.V. construction, meeting with employers 

and mock interview practice were all highlighted once again as key activities. All were glad they attended 

the group and all reported improved confidence and self-esteem in being able to ask for a job and to speak 

to employers and sell themselves. 

When discussing the methodology, the location and the smaller size of the groups (5 or 6 participants) and 

the length of sessions were deemed appropriate. More than one client fed back that holding the sessions 

once per week rather than once every other week is noted as being better. The facilitators and the content 

of the sessions were both highly praised and reimbursement of travel was noted as being very important 

and a key factor for attendance. In addition, the intense focus of the club was highlighted as providing a 

very different support to the mentoring and was useful. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

[when asked the most useful aspect 

of the club] 

“Confidence and Self Esteem to ask 

for a job – motivation to talk with 

employers and try to sell myself” 

“The length of sessions are 

appropriate and it works well 

having it every week, small 

groups are good too” 

“Great they understood my 

needs and helped to break 

down the barriers preventing 

me from getting employed” 

“Yes very important to be reimburse 

travel costs – as money is an issue for 

us but at least knowing that you can 

get it back is a plus. It’s more 

beneficial that the money is paid 

back that day” 

“It identifies that there is 

loads of job opportunities – 

more than I actually realised” 

“The club and workshops are 

good – it breaks down barriers, 

mental barriers and getting 

support to overcome these” 
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Stakeholder Feedback 

Stakeholders fed back that they believed ATW and other employability programmes were a useful and 

necessary idea. 

A number of stakeholders responded that they had very positive experiences with ATW and would hire 

participants from the club. They highlighted that the participant’s CV’s, appearance and impressions that 

they made as being very positive.  

The potential employers that responded to the questionnaire also each showed an enthusiasm and 

interest in the young people that attended ATW, indicating that the demand for employees is there. 

One potential employer clarified that having a recognised individual to guide the participants in to the 

world of work was important and the fact that the employers already had links with the facilitators of the 

club, who advocated on behalf of the young people, meant that they would be more likely to employ 

from the group. 

In addition, employers responded that they would be more encouraged to hire from the ATW club because 

they recognised and appreciated the fact that the follow up mentoring took place once the young people 

were in post.  

Employers who made visits to the ATW club to conduct talks commented on how impressed they were 

with the level of engagement of the young people and that there did not seem to be anything similar in 

operation that they knew of. Even though they had not hired from the club before they were happy to do 

so in the future and were that impressed with the young people they would offer work placement 

opportunities if the need arose. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

[When asked what do young people 

need] 

“A good mentor both in business and also 

through the programme” 

[Experience with ATW] 

“Excellent, very positive 

and interested in the 

young people” 

[Would you hire from ATW] 

“Yes. We met one young 

person and he was excellent in 

terms of interview skills and 

how he came across to us” 
[Would you hire from ATW] 

“The young person was very well prepared 

for interview. Good CV and they came across 

well and they were well dressed as well. No 

we couldn’t recommend any ways to 

improve what you do” 

“We think this is an excellent 

idea and a great way to help 

disadvantaged young people 

into employment” 


