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Employer engagement in British secondary education: wage
earning outcomes experienced by young adults

Anthony Mann* and Christian Percy

Education and Employers Taskforce, Research and Policy, London, UK

(Received 10 November 2011; final version received 17 January 2013)

Since 2004, the devolved education systems of England, Scotland and
Wales have introduced initiatives to increase contact between employers
and young people, particularly aged 14–19, as a supplementary, co-
curricular activity within mainstream education. The initiatives are moti-
vated partly to increase wage-earning potential but studies to date have
not explicitly tested this hypothesis. Robust evaluations from the USA
suggest a potential wage uplift of 6.5–25% but these evaluations do not
directly comment on the UK approach, as they focus on highly specia-
lised forms of education with closely integrated employer involvement. A
new 2011 survey associates wage returns and school-mediated employer
contacts for 169 full-time 19–24-year-old workers on annual salaries
within the UK environment – and suggests a link of 4.5% between each
additional school-mediated employer contact, such that four employer
contacts would produce results in line with the US studies. Contrasting
the US and UK studies suggests that any causal link from school-
mediated employer contact to wage outcomes is likely to be driven more
by increased social capital as witnessed in improved access to non-redun-
dant, trustworthy information and social network development than by the
development of either technical or ‘employability’ skills.

Keywords: employer engagement; wage premiums; labour market;
school-to-work transition

1. Employer engagement in British secondary education: history and
context

Over the last decade, employer engagement has become commonplace in
the educational experiences of British secondary school pupils. Since 2004,
in each of the devolved education systems of England, Scotland and Wales,
governments have legislated and devoted public funding to ensure that
young people have access to a wide range of opportunities to interact with
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employers within their educational experience. Interactions have taken a
range of forms, including short-work experience placements (typically
undertaken at age 15), workplace visits, careers advice, business mentoring
and enterprise education (Qualifications and Curriculum Authority [QCA]
2003; Scottish Executive 2004, 2007; Welsh Assembly Government 2004,
2008).

Each national programme, while distinct in elements, shared a number of
common characteristics:

• A policy assumption and desire that all secondary pupils learners
regardless of attainment levels and vocational aspirations should be
involved in some employer engagement activity, with strongest focus
on learners aged 14–19;

• A delivery approach whereby provision would be typically experienced
as co-curricular activity i.e. that employer interactions would be pri-
marily delivered within mainstream educational experiences (as a typi-
cally compulsory activity taking place during the school day), but
rarely integrated into defined programmes of study with curriculum-
related learning outcomes;

• Schools would enjoy discretion over the specific types and volume of
employer engagement undertaken – in England, for example, fulfil-
ment of the 2004 statutory requirement to work-related learning was
interpreted as delivering two or more of nine different, if overlapping,
elements of provision to enable pupils to learn through work, about
work and for work (QCA 2003, 2008);

• New requirements for systematic workplace involvement built on pre-
ceding policy and practice, in each national jurisdiction, encouraging
and enabling at least some pupils to have previously experienced
employer engagement within their education experiences. Conse-
quently, schools responded to new requirements from different starting
points.

Each national programme was further defined by a shared assumption that
increasing the involvement of employers within the educational experiences
of young people would serve to improve the labour market prospects of
pupils. Introduced in 2004, the Scottish Executive’s programme, Determined
to Succeed, called for a ‘major commitment’ from Scotland’s employers to
help young people get ready for work and go on ‘to be successful employ-
ees, employers and entrepreneurs’ (Scottish Executive 2007, 10). In Wales,
the introduction, in the same year, of a statutory requirement to work-related
education was designed to provide ‘opportunities for learners to improve
their knowledge and understanding of, and skills for, the world of work,
enterprise and entrepreneurship’ (Welsh Assembly Government 2004,
Section 1.4). In England, the Department for Children, Schools and Families
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(DCSF) saw a primary benefit of work-related learning at Key Stage four,
also introduced by statutory requirement in 2004, as helping young people
aged 14 to 16 ‘to develop their “employability skills” that make them
attractive to their future employers’ (DCSF 2008, 6).

Studies have shown that implementation of these policies has varied
across British schools with young people being exposed to a varying range
of employer engagement activities. The English QCA, for example,
surveyed 368 Year 11 pupils in 2009 and found that 83% had undertaken a
work experience placement of a week or more, 58% had taken part in a
workplace visit, 34% an enterprise activity and 46% listened to, or spoken
with, a ‘visitor from business’ (Ipsos MORI 2009). Surveying secondary
school teachers, YouGov found that over the previous two years, 88% of
state schools had provided work experience, 52% enterprise projects and
50% workplace visits (YouGov 2010, 66) Moreover, while survey data
suggest that young people who engaged in such activities with employers
largely found them to be of interest and value, this was not universally the
case (YouGov 2008). Such partiality in implementation across different
schools and regions and variation in experience, while a frustration to pol-
icy-makers, has the advantage of allowing analysis of the differential
impacts of varying intensities of pupil-experienced employer engagement.
As Prue Huddleston, Emeritus Professor at the University of Warwick,
states: ‘In the British tradition of employer engagement in education, there
is relatively little scope for pupil agency in determining whether or not they
engage in many activities. Typically, over the last decade, schools have
either required all young people in a year group or class to take part in
activities such as work experience, one-day enterprise competitions and
career fairs or chosen not to engage in them at all. Some pupils might show
agency in choosing to take part in longer duration enterprise competitions or
be selected themselves for business mentoring, but these commonly involve
fewer than 10% of pupils in any year group’.1

To date, however, there has been no systematic consideration of whether
these policy interventions have served to meet their objective in improving
the actual labour market prospects of participants as they come to the end of
their school-to-work transitions. While British, as European, literature has
failed to explore such outcomes, US literature does suggest that employer
engagement in high school learning experiences can be positively associated
with the higher earnings of young adults. Four studies in particular have
tracked young people, who previously participated in learning programmes
involving employer engagement, into the labour market and compared
earnings to control groups.

Evaluations undertaken by Boston-based social enterprise Jobs for the
Future (1998), the Applied Research Unit of Montgomery County Public
Schools (2001) and MacAullum et al. (2002) followed high school graduates
one to six years into the labour market. In each case, participants were
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brought into contact with employers, undertaking work experience and
significant classroom involvement, within largely academic learning
programmes focused on relevance to discrete vocational areas, such as IT,
healthcare or automotive industries, undertaken through the final years of
high school. Each review shows alumni of the programmes to be enjoying
higher levels of earning – across a range of 6.5–25% more than control
groups.2 While such results are striking, lack of transparency over methodol-
ogies used in creating control groups and low sample sizes suggest that
findings should be treated with some caution.

Much more persuasive is the 2008 evaluation, undertaken by research
agency MDRC, of the labour market outcomes of the alumni of the US
Career Academies, a learning programme combining academic and technical
curricula around a career theme delivered in partnership with local employ-
ers providing work-based learning opportunities (Kemple and Willner 2008).
As Orr et al. (2007) demonstrate, student participants in Career Academy
programmes are considerably more likely to have taken part in employer
engagement activities such as work experience and related work-based learn-
ing experiences than high school peers.3 The Kemple study followed 1764
young people randomly assigned into either a group which undertook the
Career Academies programme between ages of 15 and 18 or a control which
did not. Eight years after leaving high school, researchers explored the
labour market outcomes of 1428 of the original respondents (82% of inter-
vention and 80% of control groups) and found that while the two groups
attained and progressed to higher education in similar proportions, alumni of
the Career Academies programme enjoyed earnings 11% higher than their
peers. The earnings of the quartile of young people whose characteristics
suggested the highest risk of dropping out on enrolment in the programme
were 17% higher than the comparable control group (Kemple and Willner
2008, 11, 25).

While such studies demonstrate, with varying degrees of confidence,
evidence of wage premiums following educational programmes involving
significant employer engagement, integration within distinctive learning
programmes makes it challenging to assign a particular impact to the
involvement of employers themselves. The current study tests whether such
wage premiums can be observed in the British educational and economic
environment wherein participants would overwhelmingly experience
employer engagement not as an element within a distinctive learning
programme with interventions linked to desired learning outcomes, but as a
supplemental or co-curricular educational activity within a mainstream learn-
ing experience. Moreover, in considering potential impacts stemming from
contacts which are characteristically of very short duration, it considers
insights from an emerging literature which has drawn on aspects of social
capital theory to understand the value of weak relationships within social
interactions.
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The remainder of this paper is structured as follows. Section 2 describes
the construction of a survey and relevant questions that afforded insight into
this topic. Section 3 describes the selection of analytical methodology and
the transformations of data required. Section 4 presents the results, both of
the main regression analysis to identify a wage-return correlation and a sub-
sidiary analysis of the number of school/college-mediated employer contacts
against an individual’s confidence in their current career progression. Sec-
tions 5 and 6 contrast the results from this paper against the findings of UK
and international studies in an attempt to understand the phenomenon
observed, and discuss policy and research implications. The appendices pro-
vide summary-level information on the underlying data, including descrip-
tive tables of the survey respondents used in this analysis by education
level, type of school attended, gender, age and location.

2. Data

The study in question was undertaken by YouGov on behalf of the Educa-
tion and Employers Taskforce, a UK charity created in 2009.4 In February
2011, YouGov surveyed 985 young British adults, aged 19 to 24 and resi-
dent in England, Scotland or Wales to explore their current circumstances
and their experiences of school-mediated employer contacts.5

The purpose of this paper is to consider the possible wage premium asso-
ciated with different levels of employer contact, which requires the data-set
to be narrowed to a comparable group of respondents. For this reason, only
salaried individuals working full-time were subjected to detailed analysis.
This approach excludes those working part-time or on an hourly wage at the
time of the survey. As discussed later, a primary channel through which
employer contact is hypothesised to benefit individuals is through access to
information to support career choice and enhancing their networks relevant
to chosen careers. For individuals aged 19–24 who are working hourly or
part-time, there is an increased likelihood that they are not yet working in
their career of choice and are still in the midst of the transition from educa-
tion to sustained employment. Finally, individuals who did not recall how
many employer contacts their school(s) had mediated or did not provide
details to questions required for the analysis (e.g. ethnicity and qualifications
obtained) were also excluded from the study.

The remaining data-set consists of 169 respondents to be analysed. This
sample size is sufficient to allow for aggregate statistical analysis, but does
not enable comparisons across subgroups. Matching the reduced sample
scope, the conclusions of this paper are similarly restricted to young people
aged 19–24 who are in full-time, salaried employment. Nonetheless, it may
be relevant to future work to consider to what extent these 169 respondents
are representative of wider cohorts. For this reason, descriptive statistics are
presented for the 169 respondents under analysis and the full cohort of 985
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(see Appendix 1 for full details). Within the constraints of the sample size,
the analysed cohort is comparable to the full cohort with respect to location,
gender, type of school attended and number of employer contacts. The two
main differences between the cohorts result from the requirement that the
analysed cohort be wage earning, in that the analysed cohort is more likely
to be aged 22–24 than 19–21 and, related to this age difference, is also more
likely to have a level 4 + qualification.

The survey asked respondents about the employer engagement activities
they had undertaken while at school or college between the ages of 14 and
19. Although differences in categories rule out exact comparisons, participa-
tion levels were found to be generally in line with existing survey data
reported above suggesting considerable variation in experiences of employer
contact: 85% of respondents recalled undertaking a work experience place-
ment, 45% receiving careers advice from employers, 30% taking part in
enterprise activities involving employers and 19% experiencing business
mentoring in some form.

Q1: Some schools and colleges arrange for their students (aged between 14
and 19) to take part in activities which involve employers of local business
people providing things like work experience, mentoring, enterprise competi-
tions, careers advice, CV or interview workshops, workplace visits, taking part
in classroom discussions. Did you take part in such activities between those
ages? If so, on how many different occasions (more or less) did it happen?

Respondents were given a limited number of options which are set out with
response rates below (Table 1).

The survey also asked respondents to give details of their current
earnings. Q2 sought data on gross income currently earned:

Q2: What is your annual salary before income tax or any other deductions
you have to pay?

Respondents’ answers result in interval data, with respondents offered
twenty options in £1000 intervals between the sums of £10,000 and £30,000

Table 1. School/college-mediated employer contacts (respondent count).

No. of activities # %

Never 44 26%
Yes, just once 64 38%
Yes, twice 32 19%
Yes, three times 13 8%
Yes, four times or more 16 9%

Total 169 100%
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bookended between options for ‘less than £10,000 a year’ and ‘more than
£30,000 a year.’

These two questions enable statistical analysis of the correlation between
wage and employer contacts that this paper addresses, and background ques-
tions on geographic location, gender, educational experiences, highest attain-
ment levels and ethnicity enable appropriate controls to be additionally
included in the analysis.

A third question (Q3) gathered data on the perceptions of young adults
about the utility of the current activity, whether employment, study or other,
in securing ultimate occupational goals.

Q3: Thinking about the sort of job which you’d like to be doing in five to ten
years time, how useful do you think what you are doing now is as a way of
achieving this?

• Very useful
• Useful
• Not that useful
• Not at all useful

3. Analytical methodology

A primary question in assessing the relationship between employer contacts
and earnings is the possibility of hidden variable bias. For instance, if chil-
dren at independent schools are encouraged to have more contact with
employers and also go onto earn more later, this may have more to do with
a wealthier background and network of parental contacts, than it does
school-mediated employer engagement. Alternatively, academic high per-
formers may be more motivated, proactive individuals at school who take
full advantage of employer contact opportunities and, quite separately, go on
to earn more. Additionally, a range of other background variables available
in the survey influence earning power, such as age, gender, ethnicity and
location.

Regression analysis is chosen due to its ability to control for such back-
ground and potentially confounding variables. Since the dependent variable
is interval data, interval regression solved via maximum likelihood is the
preferred method of analysis. A linear regression was also conducted on the
same data-set, since linear regression does not rely on the distributional
assumptions of maximum likelihood analysis.6

A second question is the anticipated relationship between earnings and
the independent variables being analysed. The majority of categorical, back-
ground variables are analysed as dummy variables (gender, region, school
type, etc.). The reported age of respondents is treated as a continuous
variable, assuming that each extra year is expected to bring (ceteris paribus)
linearly higher earning power. The linearity assumption is imperfect over a
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wide age range, but holds with reasonable precision in the narrow age range
in this study, as indicated by the low standard errors for the age variable in
the analyses presented below.

The relationship between highest levels of qualification (defined on levels
0 to 57) is less straightforward. Typically, and in the absence of detail on which
courses were studied, lower levels of qualification are completed at a younger
age, meaning individuals may have had more years in which to build earning
power by the time of the survey, an observation which contrasts with the
longer term observation that those more highly qualified tend to earn more on
average, up to a certain level of qualification. To account for this uncertainty,
level of qualification is modelled as a dummy variable, with levels 0, 1 and 2
combined together due to sample size restrictions and the expectation that
most respondents with these levels of achievement are likely to have left
school at around the same time after the completion of their final year of com-
pulsory schooling. The conclusions with respect to employer contacts are
robust to the method chosen for modelling highest qualification.

Number of employer contacts is reported as discrete data by respondents
and analysed as a continuous variable for the regression. Logic suggests that
if employer contact is beneficial then more contact should convey further
benefits. Diminishing marginal returns might also be expected, although this
effect might not be expected with four contacts being the upper limit in the
reported data. With this data-set, the inclusion of a squared term for
employer contacts did not achieve significance at normal standards
(p-value > 0.25) and the squared term was excluded for final analyses. The
analysis was tested using number of employer contacts both as a dummy
variable and as a continuous variable. Due to small sample sizes, the
dummy variable analysis was ineffective, although the point estimates of
coefficients supported the approach of linear modelling as a proxy for inter-
preting the underlying relationship and motivate the choice of using four as
the value for the category ‘four or more’ employer contacts.8

Finally, there is a choice between seeking to predict absolute earnings or
logged earnings. Over the full earnings spectrum, logged earnings are gener-
ally preferred, since earnings typically have a highly skewed distribution,
with a few people earning very large sums of money. This approach is less
applicable in this instance, since the survey did not allow for the reporting
of salaries over £30,000 per year and because young people under the age
of 24 have had less scope to develop such divergent incomes as those across
the full earnings spectrum. The statistical motivation for logged earnings is
to improve statistical inference and model performance. In this instance, the
residuals from the linear regression for absolute earnings pass a
Shapiro-Wilk normality test and do not increase in size with the fitted
dependent variable; the performance of the two regressions, using logged
and absolute earnings, are similarly undifferentiated (by R-squared and
overall F-statistic). The final motivation to use logged earnings is where
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there is an a priori reason to believe that the target of study is related to the
dependent variable via a multiplicative relationship instead of an additive
one, such that additional employer contact drives a percentage rather than a
step change in earnings. Since no such reason is available in the literature,
this paper chooses the model which produces the more tightly defined esti-
mate with respect to standard error, indicating the functional form that holds
most consistently over the 169 respondents. The full results are thus
presented for the absolute earnings specification, with the coefficient of
interest also presented for the logged earnings specification.

Given the complexity of wage outcome drivers and the decision-making
processes of young people, the statistical output from this analysis should
not be considered mechanistic. Instead, it provides a sense of the average
empirical relationship over a large number of individuals’ employer contacts
and wage outcomes, controlling the sample to generate a comparison
between individuals of similar education level, location, ethnicity and social
background. As with all statistical methods of this type, it is not possible to
derive causation from correlation. It is possible for instance that underlying
personality types influence both wage outcomes and participation in or recall
of employer contacts. However, as described in the conclusion, the combina-
tion of this analysis with evidence from the USA and qualitative data and
theoretical frameworks affords some confidence that a direct causal element
accounts for a significant proportion of the observed wage premium. Further
insight into this question is gained from analysis of correlations
between numbers of school-mediated employer contacts and respondents’
medium-term confidence in successful career progression.

4. Results

4.1. Salary premiums

To allow for a maximum range of control over background circumstances,
all background variables are included in the analysis9 (Table 2).

The relationship between the number of recalled employer contacts aged
14–19 and reported annual wage is analysed above with controls for gender,
ethnicity, age at time of survey, location in the country, type of school
attended and highest level of qualification achieved. The output for the
variable of interest indicates that each extra employer contact is linked on
average with an extra £900, an analysis which is significant at the 5% level
or better.10 The p-value of 0.027 indicates only a 2.7% chance that we
would observe the data that we have, and yet there be no relationship
between earnings and school-age employer contacts.

Given that all such relationships are estimated with error, especially with
such imprecise phenomena as wage return drivers that vary widely by
individual, this analysis is better interpreted as being 70%11 confident that
the average correlation between each additional employer contact and
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earnings is between £500 and £1300.12 With median earnings of £19,500,
this reflects a typical 4.5% increase. Analysing causality cannot be done
directly on the statistical data-set, but is considered in Section 5 below by
contrasting these results against the wider literature. Remaining uncertainties
and possible confounding factors are discussed in the ‘Further Research’
section at the end.

The ordinary least squares linear regression supports the results of the
interval regression, with a p-value of 0.03 on a point estimate of £883 for
the employer contacts co-efficient, and performs well on standard diagnostic
tests. Specifically, a Breusch-Pagan fitted-variables heteroskedasticity test
passes at the 5% level. The RESET test passes at the 5% level (using

Table 2. Results of interval regression.

Dependent variable: reported salary in intervals [annual wage in GBP, before
deductions]

N= 169
Estimate Std error T-statistic P-value

(Intercept) �5603 10,047 �0.56 0.58
Age 914 398 2.30 0.02
White ethnicity dummy �964 2149 �0.45 0.65
Gender dummy 475 1004 0.47 0.64
Highest qualification (level 3 dummy) 4687 2641 1.77 0.08
Highest qualification (level 4 dummy) 7316 2761 2.65 0.01
Highest qualification (level 5 dummy) 7827 2958 2.65 0.01
Employer contacts 909 410 2.22 0.03
East of England dummy �1576 1375 �1.15 0.25
North East dummy �2898 1820 �1.59 0.11
North West dummy �117 2633 �0.04 0.96
East Midlands dummy �2880 2677 �1.08 0.28
West Midlands dummy �3695 1518 �2.43 0.02
Wales dummy �4012 2575 �1.56 0.12
Yorkshire & Humber dummy �4252 1769 �2.40 0.02
South East dummy �1288 1560 �0.83 0.41
South West dummy �1912 1469 �1.30 0.19
Scotland dummy �4302 2793 �1.54 0.12
Independent school (14–16) �2656 1465 �1.81 0.07
Other school (14–16) �1749 2811 �0.62 0.53
Selective state school (14–16) 208 1731 0.12 0.90
Left education at 16 dummy 6326 2913 2.17 0.03
Other school (16–19) 1940 3255 0.60 0.55
Independent school (16–19) 4287 2108 2.03 0.04
Selective state school (16–19) 749 2129 0.35 0.73
Further education college dummy 971 1563 0.62 0.54
Sixth form college dummya �277 1294 �0.21 0.83

Note: a{0, 1} dummy variables are used. The reference category is a female, non-white
student living in London who attended a non-selective state school from 14–16 and 16–19,
attaining a highest level of qualification below level 3.
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regressors as fitted terms). The analysis is reasonably robust to outliers, in
that no studentized residuals have a Bonferonni p-value below 0.05. The
residuals are also normally distributed by the Shapiro Wilk test at the 5%
level. The F-statistic p-value that the overall regression has no predictive
value is 0.01, with a residual standard error of 5701 and an R-squared of
0.26. The interval regression specification also performs well, with overall
statistical significance demonstrated via a Wald statistic of 98.8 (p-value
0.00). The overall performance diagnostics confirm the multitude of other,
unaddressed factors that contribute to earnings, but remain sufficient to sup-
port the analysis on correlation between employer contacts and earnings.

There are several ways in which this statistical analysis might be
extended. For instance, a Heckman selection analysis would enable
conclusions to be extended with greater confidence beyond the subsample
concerned, i.e. an analysis to account for what kinds of individuals are
selected into the wage-earning cohort. Preferred extensions would require a
larger sample size for comparison amongst sub-groups of interest or addi-
tional data points. For instance, questions that permit better traction on
issues such as underlying ability, social background, job motivations and
interests, and employment satisfaction would allow the analysis to explore
further questions lying behind wage outcomes. Nonetheless, for the purposes
of this study, the two regressions presented provide sufficient detail to
interpret the data against the US research and surrounding literature.

4.2. Confidence in successful career progression

Question 3 gathered perceptions on the utility of current activity – ‘what
you are doing now’ – to medium-term future career aspirations and
correlated results against Q1 which asked respondents to recall the volume
of employer engagement activities experienced as an adolescent. In so
doing, it addresses the long duration of youth transitions into the labour
market and provides an insight into potential relationships between teenage
workplace exposure and confidence in later decision-making concerning
study, training and work undertaken.

This section draws on responses from the 985 British respondents aged
19 to 24 who selected their current activity – ‘what you are doing now’ –
from six options (Table 3).

As presented in Figure 1 – the analysis identifies statistically significant
relationships between the volume of employer engagement undertaken in
the past and confidence that activities currently undertaken represented a
positive step towards ultimate career objectives. Whereas around one-third
of respondents recalling zero activities (34%) felt their current activity to be
‘very useful’, the proportion agreeing with the statement rises with the
number of activities recalled, to more than half (52%) for those recalling
four or more activities. The trend is also seen, if less starkly, in responses of
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respondents who felt their current activity ‘not at all useful’ with proportions
agreeing falling from 16% of those who recalled no activities to 7% of those
who recalled four or more.

5. Discussion

Over the last decade, employer engagement has become a familiar element
within the British educational experience. The majority of pupils, whether
state or independently educated, undertake work experience placements,

Table 3. Current status (respondent count).

Unweighted Weighteda

Current occupation # % #b %

Full-time employment 285 29% 285 29%
Part-time employment 77 8% 79 8%
Full-time study 537 55% 394 40%
Apprenticeship/work-based training 8 1% 9 1%
NEET 59 6% 200 20%
Other 19 2% 20 2%

Total 985 100% 987 100%

Notes: aSince this analysis is not restricted just to those in full-time employment, weighted
data are preferred to generate more representative results. YouGov provided weights such
that each respondent better reflected the overall demographic of the UK against their answers
to this question concerning current occupation. bRounded to nearest integer.

Figure 1. Relationship between teenage school-mediated employer engagement and
confidence in career progression as young adults (n= 883a).
Notes: Very dark: ‘Very useful’, Dark: ‘Useful’, Light: ‘Not that useful’, Very light:
‘Not at all useful’. aIndividuals who did not have a view on how beneficial their current
activity was are not included; neither are those who did not know how many employer
contacts they had experienced. Detailed results are displayed in Appendix 2.
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typically of two weeks duration at age 15, and significant proportions
engage with the economic community across a range of other school-medi-
ated activities such as workplace visits, careers advice, enterprise activities
and business mentoring.

While the policy rationale for such workplace exposure assumes
improved employment outcomes for participating young people, systematic
analysis of the labour market impact of such engagement in both academic
and public literature has been slight. Where undertaken, British studies have
focused largely on the process of employer engagement and explored impact
through the lens of changing pupil attitudes towards schooling and confi-
dence about future prospects. Despite some links to academic attainment,
these studies touch on labour market outcomes only in terms of perceived
improved preparation for the workplace, rather than tracking and assessing
actual progression (AIR UK 2008; Miller 1998; Green and Rogers 1997).

The findings from this study of young adults, aged 19–24, provide an
opportunity to supplement the current research base. Comparing the reported
salary levels of survey participants to recalled incidents of school-mediated
employer engagement between the ages of 14 and 19, a significant positive
relationship is identified regardless of highest level of qualification held,
whether an individual attended a non-selective state school, grammar or
independent school and age at time of survey. Moreover, as noted above,
the historic delivery of employer engagement in British educational settings
has left relatively little scope for results masking teenage personality traits.
The analysis indicates that each extra employer contact is linked on average
with an extra £900 per year or 4.5% of median annual earnings reported
across all respondents. Those young adults earning a full-time annual salary
who experienced four or more employer contacts whilst in education could
expect to earn, on average in their early 20s, 18% or £3600 more per year
than their peers, qualified to similar levels, who undertook no activities dur-
ing their schooling. The observed relationship is statistically significant by
usual measures within the social sciences. The p-value of 0.027 indicates
only a 2.7% chance that we would observe the data that we have, and yet
there be no relationship between earnings and school-age employer contacts.
In other words, it is highly likely that some positive relationship does exist.
It is also possible to interpret this p-value as indicating a confidence interval
around the best estimate average correlation of £900 referred to above. Such
an approach implies a 70% confidence that the size of the average correla-
tion between each additional employer contact and earnings lies somewhere
between £500 and £1300 per year, most likely to be around £900. Consider-
ing the variation and complexity of mediating factors and mechanisms in
determining wage returns at the individual level, this level of statistical
significance at an average level is striking. The findings are consistent, both
in significance and in range, with US longitudinal studies which have
identified adult wage premiums accruing to alumni of high school learning
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programmes involving extensive employer engagement against control
groups.

US studies do offer some potential, if slender, explanations for the effects
observed. James Kemple, in his landmark analysis of the US Career Acade-
mies programme, argues that the higher adult earnings of the programme’s
alumni stemmed from greater levels of school-age ‘career awareness and
development activities’ (Kemple and Willner 2008, 40). To MacAllum and
colleagues, the heightened earnings of alumni of the Michigan employer
engagement programme reviewed came from ‘enhanced career preparation’
which allowed graduates to ‘make immediate tangible steps towards careers
goals’ as they exited high school (MacAullum et al. 2002, 11, 13). Analysts
identifying wage premiums experienced by participants within the Boston-
based Jobs for the Future programme focused more narrowly on skills
development enabled by the learning programme related to competency
development around technology use, ability to understand and work within
complex systems and heightened communication skills (Jobs for the Future
1998, 2).

While critical consideration of causal factors in these studies is limited,
discussions do collectively speak to a fundamental question: can wage
premiums be best explained by the comparative skills development of
programme participants (and so heightened human capital accumulation
prior to labour market entry) or by enhanced ability to understand and navi-
gate the transition from education into work through greater relative social
and cultural capital accumulation?

Differences between the US and British experiences of employer engage-
ment provide a means to disentangle the two overlapping potential causal
factors. In contrast to US programmes where employer engagement is expe-
rienced within coherent learning programmes which are both intense
(absorbing a day or more of weekly curriculum time) and extensive (operat-
ing over a whole academic year or longer), the typical British experience
over the last decade has been of short duration, episodic and unintegrated
into any programme of study with defined learning outcomes. Consequently,
opportunity for British pupils to develop, and credentialise, technical skills
relevant to the workplace through employer engagement activities has been
comparatively, and typically, very low.

Skills acquisition may, however, speak to more than technical skill
development. Over recent years, important actors within the British public
discourse have suggested that a primary value of employer engagement in
education has been to enable pupils to develop ‘employability skills’
(Confederation of British Industry [CBI] 2007; UK Commission for
Employment and Skills [UKCES] 2009). Defined by the UKCES as ‘the
skills that must be present to enable an individual to use the more specific
knowledge and technical skills that their particular workplaces requires’13

(UKCES 2009, 10), employer engagement in general, and work experience
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in particular, have been seen as effective means to prepare young people for
the world of work whilst still in the education system (CBI 2007, 11–20;
UKCES 2009, 35–56).

There is reason to doubt, however, whether wage premiums observed
from greater incidence of school-mediated employer contacts can be primar-
ily attributed to heightened employability skills. Firstly, many of the most
common employer engagement activities (workplace visits, careers talks and
classroom presentations) are of both very short duration and provide very
limited opportunity for pupils to actively develop and practice such skills.
Secondly, the activity considered to be most effective means of developing
such skills, work experience, is the most universally experienced engage-
ment activity, undertaken by the great majority of pupils. Consequently,
while some consideration should be made to variation in the quality of
placements experienced, participation in and of itself is a poor means of
differentiating pupils.

For only a small minority of young adults, moreover, does school-
mediated work experience represents their sole workplace exposure prior to
full entry into the labour market. Historically, most young Britons have
entered the adult labour market with some prior experience of paid employ-
ment, thereby learning at first hand, and having the opportunity to practice,
the personal and cultural attributes valued by employers. Two studies which
compared the perceived comparative value of school-mediated short-duration
work experience placements to part-time teenage employment found, more-
over, that young people see the two types of labour as providing broadly
similar opportunities to develop employability skills (Fullarton 1999; Howie-
son, McKechnie, and Semple 2010). As approximately half of teenagers
aged 14–16, and three-quarters of those aged 16–19 (Dustmann, Rajah, and
Smith 1997; Dustmann and van Soest 2007; Hobbs and McKechnie 1998;
Hodgson and Spours 2001; McVicar and McKee 2002), have historically
combined education with some part-time employment, the commonplace
character of such direct workplace experience makes it a poor candidate for
explaining the range of outcomes identified in the current study.

What does differ about work experience, however, is where it is under-
taken.14 Whereas upwards of half of teenage Britons who combine study
with part-time working have been typically employed in the retail or hospi-
tality sectors, analysis shows that only one in five of work experience place-
ments to be in these sectors (Francis et al. 2005, 28; Howieson, McKechnie,
and Semple 2010, 6). Surveys of young people show that the majority find
work experience placements in sectors of occupational interest (Mann 2012,
32). Consequently, while young people are unlikely to gain significant addi-
tional technical or employability skills through school-mediated employer
engagement, there is evidence to suggest that such activities provide mean-
ingful opportunity for pupils to gain insights of value into careers of interest.
Through school-mediated activities, young people have the chance to come
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into contact with professionals working in vocational areas of interest and
so potentially access useful information about whether and how they might
pursue a career in that sector. In this way, it becomes easier to understand
how long-term benefits might flow from short duration interventions such as
attendance at careers’ fairs or workplace visits.

The above observation suggests that it is social capital theory which pro-
vides a more persuasive interpretative framework for understanding the phe-
nomena observed. Although retaining a coherent emphasis on the influence
of the quantity and quality of human contacts on the behaviour and attitudes
of individuals, social capital theory has developed to encompass a broad
range of phenomena (Field 2003; Halpern 2005). With specific regard to
young people, early social capital theorists such as James Coleman and
Pierre Bourdieu tended to view children and teenagers as relatively passive
absorbers of the social norms and attitudes surrounding them, whether these
be the culturally distinguishing attitudes and norms of American Catholic
communities or the distinctive familiarity with high culture characteristic of
French elites. Developments in social capital theory, moving from analysis
of ‘bonded social capital’ observed in such close knit, mutually supportive
communities towards ‘bridging social capital’ as a means by which individ-
ual attitudes and ultimately life chances are shaped by the character of per-
sonal contacts of limited depth (as in Robert Putnam’s memorable
description of American bowling leagues), comes closer to describing the
type of typically shallow relationship which is observed in young people’s
participation within short duration employer engagement activities common
in British educational provision (Field 2003, 13–29; Leonard 2005).

Sociologist Mark Granovetter’s empirical research into the dynamic char-
acter of social capital provides a more nuanced and helpful conception of
the power of social networks to provide tangible value to an individual.
Conceptualised as ‘the power of weak ties’, Granovetter has evidenced the
way in which adult workers with broader, shallow networks – people who
know a lot of people a little – are able to use contacts to gain access to
reliable and relevant information about job vacancies, increasing their likeli-
hood of securing preferred positions (Granovetter 1995). A number of
researchers have taken Granovetter’s insight and applied it effectively to the
experiences of young people. Analysing longitudinal data, Lance Erickson
and Steve McDonald, for example, have found significant links between
volume and character of non-parental adult social ties (including, but not
exclusively employers) enjoyed by US teenagers and ultimate employment
success as young adults (McDonald et al. 2007).

A series of studies have described, moreover, teenage social capital
accumulation to be a process which is dynamic and susceptible to change
through such interventions as school-mediated employer engagement.
Leonard (2005) has illustrated the means by which young people in Ireland
in search of part-time employment demonstrate resourceful and active
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approaches to developing networks with adults outside of the family, accu-
mulating and using social capital to access paid work. Leonard argues that
the young people in her studies show agency in their use of social capital,
working networks strategically to secure objectives. The ethnographic work
of Raffo and colleagues (2003, 2006) on pupils at risk of disengagement
from education offers a first-hand observation of the processes by which
young people gain information and insights of value to their own naviga-
tions through the school-to-work transition. Drawing on a close study of
Manchester pupils aged 14–16 in extended school-mediated work experience
placements, Raffo and Reeves (2000) argue:

What we have evidenced is that, based on the process of developing social
capital through trustworthy reciprocal social relations within individualized
networks, young people are provided with an opportunity to gain information,
observe, ape and then confirm decisions and actions with significant others
and peers. Thus, everyday implicit, informal and individual practical knowl-
edge and understanding is created through interaction, dialogue, action and
reflection on action within individualized and situated social contexts.

… there is also evidence in our research of individual young people having
their social relations enriched by outside, yet authentic and culturally appropri-
ate, significant others. In these situations, individual strategic decisions about
life choices are being affected by external agencies and actors – external in
that they are potentially beyond the structuring influence of locality and class.
This results in these individualized systems of social capital for individuals
becoming more open and fluid, with outside, symbolically rich, resources
impacting more freely on their lives. (151, 153)

In such a way, school-mediated employer engagement provides an important
opportunity for individual young people to access sources of trusted infor-
mation beyond the socially constructed constraints of family networks.
Research has shown consistently that young people are particularly attentive
to working professionals with whom they come into contact within educa-
tional settings and value their interactions with them (Lord and Jones 2006,
3–4). This study suggests that they take away from those interactions
insights of value to their future career progression.

Perhaps the greatest value, US and UK longitudinal analyses suggest, lies
essentially in shaping the articulation of achievable career goals. Analysis of
the British Cohort Study by Yates et al. has shown statistically significant
correlations between career uncertainty (affecting 7% of cohort) or unrealism
(defined as holding career aspirations that exceeded expectations of highest
qualification attainment – affecting 40% of the cohort) at 16 and later out-
comes. Yates et al. (2011) argue that, with statistical controls in place, those
young people lacking realistic career aspirations are two to three times more
likely to become NEET after the age of 16 than their peers. Staff et al.
(2010), using US data-sets, track the 10% of US 16-year olds uncertain
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about occupational aspirations and find them, with controls in place, to be
earning significantly lower wages at age 26.

The high levels of unrealism identified by Yates and colleagues within
historic longitudinal data are identified too by recent large scale qualitative
studies demonstrating widespread ignorance of local labour market opportu-
nities and effective career progression strategies amongst British teenagers
(Norris 2011; St. Clair, Kintrea, and Houston 2011). Such findings cast light
on data-set out in Figure 1 which shows a significant correlation between
volume of employer contacts undertaken while in school and perceptions of
confidence in the early labour market progression articulated by young
adults. Combined with evidence of wage premiums linked to greater num-
bers of school-age employer contacts, Figure 1 provides further evidence to
suggest that the great value that young people gain from school-age
employer engagement is in their heightened ability to gain access to reliable,
relevant information which enhances their own ability to identify achievable,
desirable career aspirations and navigate well towards them.

The research presented in this paper suggests that the impacts observed
by Raffo and Reeves are neither limited to young people at risk of disen-
gagement from education, nor exclusively to the specific activity of a work
experience placement. Rather, this paper is able to identify a significant,
beneficial correlation from employer contacts even when averaged over a
wide range of individuals’ different geographies, educational backgrounds,
qualification levels, age and gender. Through episodic school-age workplace
exposure, young people are arguably gaining a cumulative growth in knowl-
edge relevant to effective career planning that allows them to identify better
matches between their own interests, abilities and likely qualifications and
available labour market opportunities. Such insight might, for example, be
observed in greater familiarity with occupational cultures and languages,
improved choices in study or part-time employment options and develop-
ment of social networks allowing more extensive practical experience,
whether through later volunteering, internships or part-time employment.

As with most analyses of wage effects, the question remains whether the
observed empirical effect is the result of a positional advantage or a genuine
increase in economic productivity. Although hard to address, the question is
essential for considering the policy value (in financial terms) of scaling-up
interventions to address larger populations. In this instance, since the pri-
mary impact of employer engagement within the recent UK context appears
to be founded in provision of better information, career decision-making and
skills fit, accelerating individuals into occupations that better fit their skill-
sets and preferences, the authors contend that there is value in pursuing an
hypothesis that it is very likely a significant portion of the wage gain reflects
effects that drive through to benefit the economy as a whole, rather than
merely reflecting positional advantage or the reallocation of resources within
an economy of notionally fixed size.15
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6. Conclusions and further research

In 2004, the devolved education systems of England, Scotland and Wales
introduced policy initiatives aimed at increasing the contact between
employers and young people within educational settings as supplementary,
co-curricular activities. While a clear policy rationale for such initiatives
was to improve the employment outcomes of pupils as they entered the
world of work, to date no studies have explicitly tested whether the ambi-
tion was achieved.

High-quality US reviews have demonstrated positive correlations between
mainstream educational experiences rich in employer contacts and the subse-
quent earnings of young people as they entered the labour market, suggest-
ing potential wage uplifts of 6.5–25%. These American evaluations,
however, do not directly comment on the UK approach, focusing as they do
on US learning programmes with discrete learning outcomes delivered over
extended periods of time (a minimum of a day a week over a school year).

This paper has drawn on the first UK assessment testing for positive
links between school-mediated employer contacts and adult earnings. Draw-
ing on a new 2011 survey, it associates wage returns and school-mediated
employer contacts for 169 full-time 19–24 year-old workers on annual sala-
ries within the UK environment – and suggests, having controlled for high-
est level of attainment, school type attended and other available personal
characteristics, a link of 4.5% (or £900) between salaried earnings and each
additional school-mediated employer contact, such that four employer con-
tacts would produce results in line with the US studies.

Contrasting the US and UK studies suggests that any causal link from
school-mediated employer contact to wage outcomes is likely to be driven
more by increased social capital as witnessed in improved access to non-
redundant, trustworthy information and social network development than by
the development of either technical or ‘employability’ skills.

The data presented in this paper present a strong case for larger scale
research to further test results with a larger sample size in order to understand
more precisely which types of young people most benefit from employer
engagement in their labour market outcomes, how qualitative experiences of
employer engagement influence outcomes and the full extent of potential
benefits. Analysis presented suggests that while wage premiums are not dri-
ven by qualification levels, it is amongst the more highly qualified members
of the sample that they are more typically found (see Appendix 1). A larger
study might profitably seek to follow young people leaving education with
differing qualification levels and tracking the relationship between school-
mediated workplace exposure and smoothness of school to work transitions.

In considering labour market entrants at age 18–19, a primary question
for consideration is the extent to which wider educational experiences
influence outcomes. At ages 16–19, within the English education system
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while many young people undertake academic programmes of study (‘A’
levels), many also undertake more vocational related programmes of study,
notably BTECs. The analysis presented here suggests that wage premiums
prevail on average regardless highest qualification level achieved, but this
does not preclude that they may vary by the direct workplace relevance of
classroom study and if so whether study choices are influenced by prior
workplace exposure. Such analysis should extend to consideration of
individual agency in determining outcomes. Whereas young British pupils
will commonly have little choice over whether they will undertake work
experience, class visits to workplaces or one-day enterprise competitions,
agency is found in participation in optional related extracurricular activity,
commonly involving employee volunteers, such as long duration enterprise
competitions (e.g. Young Enterprise company programme) or STEM clubs.
Moreover, if agency is rarely a factor in the requirement to undertaken work
experience, agency is often found in where placements are undertaken as
some 50% of English placements are self-sourced by pupils with support of
their families (Francis et al. 2005, 28) and the quality and limitations of
such choices too may shape outcomes. Consequently, further analysis by
subgroup as defined by socially influential characteristics such as socio-
economic status and ethnicity, would test hypotheses that young people from
disadvantaged backgrounds with limited access to relevant social networks
would have most to gain from school-mediated employer engagements.

Finally, a longer, more granulated study would allow deeper consider-
ation of the economic and life-course influence of school-mediated work-
place exposure. Do wage returns continue beyond age 24 and beyond four
activities? What role can be identified in the interplay between attitudinal
factors, such as views of work and school, and the relationship between vol-
ume of employer contacts and labour market outcomes? To what extent does
the differing availability and industry-focus of school-mediated employer
activities and local employment patterns influence this relationship at the
sub-regional level? The current study would suggest that young people with
high levels of school-mediated employer contacts could be expected to make
more informed decisions, than peers without access to such resource, about
choices in continuing study and gaining workplace experience more
profitably accumulating human capital relevant to ultimate employment.
Consequently, can such educational approaches serve to address the system-
atic disadvantages felt by many young adults experienced in competing for
available jobs in the labour market?

The International Labour Organisation (ILO) has argued: ‘Young people
have long been disadvantaged when it comes to finding work …: they have
less work experience; they have less knowledge about how and where to
look for work; and, they have fewer contacts upon which to call’ (ILO
2010, 2). The analysis presented here suggests that employer engagement
within educational experiences represents an effective means of addressing
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the comparative weaknesses young people face as they enter the labour mar-
ket and so further study should be of interest to policy makers as well as to
labour market economists and sociologists of education.
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Notes
1. Interview by authors with Professor Huddleston, former Director of the Centre

for Education and Industry, University of Warwick, December 2012.
2. The different studies introduce a range of control variables in testing for wage

premiums: Montgomery Schools – Background characteristics, post secondary
college and work activities, months worked; MacAullum et al. – Duration of
employment, hourly wages; and Kemple – student demographic and family
characteristics, educational attainment, including gender, ethnicity, socio-eco-
nomic status, middle school attendance rates, geographic location of academy,
graduation cohort, duration of employment, hours worked per week, weeks
worked per month and hourly wage. The methodology applied by Jobs for the
Future is not sufficiently transparent to determine variables applied.

3. Orr et al. (190–191) surveyed comparable groups of senior year high school
students enrolled on Career Academies programmes and those not enrolled.
Investigating participation levels across 37 potential high school college and
career planning activities, the study found statistically significant variation
(p< 0.01) across eight areas primarily within the field of career-related work-
based learning experiences, including three activities wherein employer contacts
would be confidently expected (Job shadowing which was undertaken by 43%
of the Career Academies group against 15% of control), work-site visits (43%
v. 16%), employer talks at school (68% v. 38%); four which might include
employer contacts, school-based business or enterprise (59% v. 31%), work-
readiness classes (55% v. 19%), practice interviews (35% v. 14%); and one
which would not be expected to include any such contact, talked with teachers
about careers (78% v. 56%).

4. See: http://www.educationandemployers.org.
5. The survey was conducted using an online interview administered to the mem-

bers of the YouGov panel of 280,000 + individuals. An email was sent to panel
lists selected at random from the base sample according to the sample defini-
tion, inviting them to take part in the survey and providing a link to the ques-
tionnaire.

6. The linear regression uses point estimates of earning power from the middle of
each range, and takes a 10% deviation either side of the end points.

7. See the Appendix 1 for summary information on which qualifications equate to
which levels or http://www.direct.gov.uk/en/educationandlearning/qualifications-
explained/dg_10039017 (link confirmed 30 May 2012) for full details.

8. Maintaining the structure of the standard linear model presented later, coeffi-
cient estimates for the annual wage increase associated with one employer con-
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tact relative to zero were (to the nearest £100) £900 vs £2,200 for two and
£3,900 for four. Small sample size (13) caused a problem with three employer
contacts, where the p-value was 0.52, along with the outlier coefficient size of
£1,300.

9. An alternative more parsimonious model was explored by removing all vari-
ables for which the t-statistic was below 1.75. This approach, however, reduced
model performance, increased the severity of outliers and produced poor perfor-
mance on diagnostic tests. Although small samples in some dummies (such as
certain school types) inflate standard errors for those variables, the variance
inflation factors are below 6.5 for all included variables and below 3.5 for vari-
ables other than the qualification-level dummies. The analysis seeks to test a
single relationship of interest and so there is no value in this paper in refining
the model by excluding variables to the detriment of its overall performance.

10. The results from the equivalent log earnings specification for the standard linear
model indicate a 3.5% increase in earnings for each additional employer contact
with a standard error of 0.02. As described earlier, this is a less statistically sig-
nificant result than under absolute earnings, but remains supportive of the over-
all hypothesis of the paper, being significant at the 10% level, with a p-value of
6.4%. For the interval regression model, the result is 3.4% with a standard error
of 0.02.

11. This detail reflects one standard error either side of a point estimate of c. £900,
equating to around 68.2% given the normal distribution of the residuals in the
analysis. Given a level of accuracy appropriate to the analysis, figures are
rounded.

12. This is a reasonably wide range and reflects the standard errors in the regression
analysis. Where we hypothesised a direct, causal relationship, this wide range
would be explained either by random sample variation or by uncertainty about
whether the hypothesis is true. In this instance, where the link between
employer engagement and wage outcome is not expected to be consistent across
individuals or exactly linear, the breadth of uncertainty also reflects variation in
the quality of employer contacts and how they affected individual respondents.
It is possible therefore that a high impact employer contact at the right time
might be associated with a wage increase of £1,300 or considerably higher.

13. The Commission considered employability skills to consist of three functional
skills (effective use of numbers, language and IT) and four personal skills (self-
management, thinking and solving problems, working together and communi-
cating, and understanding the business) based upon the foundation of ‘a positive
approach’ (UKCES 2009, 10).

14. Fullarton’s rare Australian longitudinal survey (Fullarton 1999, 10) involving
some 13,000 young people sought, in part, to understand the perceived compar-
ative benefits ascribed to short UK-style work experience placements and part-
time paid employment. Rating the value of the experiences on a scale of 1
(nothing) to 4 (quite a bit), respondents rated work experience considerably
more valuable than part-time paid work (+0.79) in terms of ‘the career you
would like after school’ and recorded little variation (range: 0.04–0.12) in per-
ceptions across a range of employability outcomes (‘what work is really like’;
‘getting along with other people’; ‘following instructions’; ‘thinking for your-
self’; ‘being confident’; ‘particular skills needed in that job’; ‘work condi-
tions’).

15. Since Spence’s influential work on the potential value of education to private
individuals and to employers as a pure-signalling mechanism rather than a
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mechanism for enhanced productivity through skills development (Spence
1973), public policy academics have debated the extent to which public policy
relevant wage premiums reflect signalling effects, or perhaps even positional
advantages among equally skilled and productive candidates, and which would
not significantly enhance the overall size of the economy and thus whose appar-
ent economic benefits should not be expected to scale directly up to the overall
economy if rolled out (see e.g. Chevalier et al. 2004).
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Appendix 1: Description of the survey respondents for selected variables

Frequency tables are available from the authors on request for the other variables
used in this paper.

Age # [out of full 985] # [out of 169 analysed]

19 164 5
20 164 3
21 163 12
22 163 36
23 165 53
24 166 60

Gender # [out of full 985] # [out of 169 analysed]

Female 498 92
Male 487 77

Employer contacts # [out of full 985] # [out of 169 analysed]

Don’t know 76
None 265 44
One 341 64
Two 152 32
Three 68 13
Four or more 83 16

Highest reported qualification at the time of
survey

# [out of full
985]

# [out of 169
analysed]

Level 1 20 2
Level 2 68 12
Level 3 531 39
Level 4 260 89
Level 5 72 27
No qualifications 3
Other/prefer not to say 31

Definitions used from the survey answers:
Level 1 corresponds to NVQ at Level 1, BTEC introductory Diploma or GCSEs

at grades D–G.
Level 2 corresponds to 5 or more GCSEs A⁄–C, BTEC First Diploma, Stan-

dards (Scotland) or OCR National/NVQ at Level 2.
Level 3 corresponds to 2 or more ‘A’ levels/International Baccalaureat/BTEC

Diploma, NVQ at Level 3/OCR National/BTEC national or Highers (Scotland).
Level 4 corresponds to an undergraduate degree or a foundation degree.
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Level 5 corresponds to any post-graduate qualification.

# [out of full
985]

# [out of 169
analysed]

Type of school attended at 14–16
A combination of different school types

14 2

A non-selective state comprehensive or academy 598 102
An independent school 129 20
Grammar/state selective school 210 41
Home educated 3 1
Other 27 3
Type of school attended at 16–19
A further education college 178 32
A non-selective state comprehensive or academy
including sixth form

242 36

A sixth form college 258 41
An independent school including sixth form 98 15
Did not go to a school or college between 16 and
19

31 11

Grammar/state selective school including sixth
form

157 29

Other 20 5
Special school 1

Location of respondent # [out of full 985] # [out of 169 analysed]

East Midlands 64 9
East of England 118 26
London 142 30
North East 34 4
North West 98 12
Scotland 76 5
South East 141 26
South West 78 16
Wales 46 5
West Midlands 88 18
Yorkshire and the Humber 100 18
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Appendix 2

Correlation between number of employer engagement activities undertaken whilst
in education (aged 14–19) and perceptions as a young adult (aged 19–24) of useful-
ness of current activity to future career aspirations.

Taskforce/YouGov survey Some schools and colleges
arrange for their students

(aged between 14 and 19) to
take part in activities which
involve employers or local
business people providing
things like work experience,

mentoring, enterprise
competitions, careers advice,
CV or interview practice. On
how many different occasions

do you remember such
employer involvement in your

education?

Fieldwork: February 2011 (Great Britain)

Weighted data 0 1 2 3
4 or
more

Thinking about the sort of job you
would like to be doing in 5 to
10 years time, how useful do you
think what you are doing now is as a
way of achieving this?a

Very
Useful

34% 37% 41% 42% 52%

Useful 30% 31% 37% 24% 30%
Not that
Useful

15% 13% 10% 11% 7%

Not at
all
Useful

16% 16% 12% 15% 7%

Respondent count (excluding respondents
recording ‘Don’t Know’)

266 345 145 59 68

Notes: Measure of correlation: Kendall’s Tau C indicates significance at the 1% level or better.
aPercentages do not sum to 100 because the respondents who chose ‘Don’t know’ when asked
about their current activity are not included.
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