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EXE(VTIVE SUMMARY




What are the behaviour and

system changes

KEY:
@ oVR Fo(USING QUESTIONS
® T

@ ovTloMeS

ol/R APPROA(H AND §(oPE

@ A focus on South

@ A multi-agency team with a time limit of 4

months. We are testing a new approach, time
and effort is split across project outcomes and
capability outcomes.

Cultural guidance from a diverse cultural
advisory panel to ensure that the team was
grounded in appropriate knowledge and
practice to ensure that the way we engaged
with community members was sensitive,
appropriate and that they were able to interpret

@ Engagement involvement from different parts

of the broader system (eg young people,
employers, policymakers, education and
employment system, whanau and families,
providers etc) with initial emphasis on
employers, young people and their families,
extended to other influencers such as
training and education system influencers and
policymakers as time permitted.

The challenge crossed over a number of
different complex systems (eg education
system, job markets, youth systems); however,
the project wasn’t able to examine all aspects




EXE(VTIVE SUMMARY

The Attitude Gap Challenge is a multi-agency co-design challenge led
by the Auckland Co-design Lab (the Lab) in collaboration with overall
Lab sponsor, Auckland Council’s Southern Initiative. It was sponsored
by the Ministry of Business, Innovation and Employment (MBIE) and the
Ministry of Social Development (MSD).

The challenge centres on understanding the reasons behind the lack
of connection between local employers and young people in South
Auckland.

South Auckland has a broad and growing economy, rich cultural
diversity and a young population. However South Auckland young
people’s high unemployment rate isn’t explained by lack of educational
attainment alone. This situation is both socially and economically costly
to the region, with looming labour shortages and negative social and
financial impacts for families.

Anecdotally, employers say they struggle to find local candidates with
the ‘right attitude’. On the other hand, young people report that the
experience of applying for jobs and encountering workplace culture is
like entering a foreign country, with unfamiliar and invisible practices,
language and rules.

The overarching finding of this project is that the challenge that
employers and young people face in South Auckland is much broader
than attitude, and is in fact a complex clash of norms and expectations,
which could be overcome through greater preparedness and proximity
between different groups involved.

The challenge found that:

® The gap is self- perpetuating ie bad experiences equal more
disengagement for both employers and young people.

® Current systems (especially in the recruitment phase) make it
even harder for young people, and create frustrations and burdens
for employers.

@® Businesses and employers are sometimes aware of but don’t know
how to build on the cultural strengths and diversity of
young people.

® Many employers view workplace culture as the norm, with little
insight into how its unspoken rules can work to disengage.
young people or what support is required.



® Formany people in South Auckland not only is whanau their
number one priority they often have greater obligations and
requirements to support their families, and young people
can struggle to balance their family loyalties and obligations
with the world of work.

® Conflicting communication norms serve to intensify initial
connection issues and can impede ongoing employment
progression once in the workplace, despite the fact
that employers and employees broadly share similar
goals and values.

® Thereis a need to build better connections, between all parties—
from earlier in a young person’s life.

® Thereis alack of responsibility, accountability, and coordination
amongst the multiple players in the education to employment
ourney and all have a part to play in building a robust roadmap.

® Bringing the different parties together and building understanding
of and empathy for one another’s point of view helps to collapse
the gap.

This report investigates how the gap is formed, and manifests itself in
four critical phases of the employment journey:

1. Getting Prepared: learning about the world of work

2. Getting In: the invisible nature of the recruitment process

3. Staying In: balancing home and work life

4. Progressing: the cycle of motivation, risk and reward

The recruitment process, and the invisible, ineffective and demotivating
way that young people are assessed, is the critical point of failure for
many potential employers and employees. This phase also holds the
biggest opportunity for whanau, community, educational providers and
employers to create new ways to create mutual understanding and
successful connections.



This report sets out themes mined from international research and
insights gleaned from conversations with key players in the local
ecosystem including employers, young people, government agencies
and NGOs. The local findings echo international trends, but apply them
to the unique cultural setting in South Auckland. Although locally based,
the findings will resonate for communities across New Zealand. The
report then provides glimpses of potential ways to work together to
bridge the gap in future.

This report contains visual representations of the insights, impacts and
potential future state. These have been prepared as resources and
conversation starters. The Lab and its sponsors welcomes requests for
digital files.



SNAPSHOT of YoUNG PeEoPLE (16-24) AND THE WoRLD of WoRK IN SoU/TH AV(KLAND

48,640 Young People in South Auckland

18% Asian
3% Other

Makes up 22%
of Auckland’s
young people

40% Pasifika 19% Maori
20% NZ European

Source: Census (2013)

HIGHEST QUALIFIGATION (oF THOSE A4ED 15 YEARS AND oVER)

No qualification 16% of the rest

Level 1-3 of NZ have
qualifications
Level 4-6 Level 7+

Level 7+

Source: Census (2013)

(Job Seeker, Support Living Payment,
Sole Parent, Emergency Benefit &
Emergency Allowance)

W YouNG PechLE oN A BENEFT

5,988 16-24 year olds receive a benefit

Youth receiving a benefit spend
on average 19 years on the

benefit, with a life

time cost of $239,000 * (Source:
MSD Actuarial valuation 2013)

1865 have stayed on a benefit for
approx 2-4 years

Source: MSD (2016)

® Employment will increase by 183,900 in 2024 «..cc s o019

A~
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FUTURE PROJE(TIONS

Source: MBIE (2015)

Employed part-time

Not in Labour Force

o

Unemployed

Source: HLFS December (2015)

Key terms::
Unemployed: People who are without
ajob and are available for work

Not in labour force: anyone who is
neither employed or unemployed. This
includes people who have personal or
family responsibilities such as childcare
etc, attend education institutions, are
unable to work due to physical or mental
disabilities, and are not seeking work.

NEET: These are young people who are
unemployed (part of the labour force) and
not engaged in education, or training,

and those not in the labour force, and

not engaged in education or training due to
multiple reasons

EMPLOYMENT STATUS
(oF THOSE AGED 19 YRS AND OVER)

8.4%

\

' Employed full-time

14.6%
NEET

Young people from South Auckland

In Auckland the
total NEET rate

is 8.7% who are employed are commonly
and in NZ its in these main industries:
11.3%

18% Retail

@

‘/ 12% Accommodation &
Food Services

v 1% Manufacturing

\/ 8%  Transport, Postal &

Warehousing

Source: Census 2013

==©= 17,760 Businesses located in South Auckland

Rental/Hiring & Real Estate services

Top 4 Construction
Industries '
based in South etail
Auckland

Transport, Postal
& Warehousing

Source: Census (2013)

5 yearS alone. Source: Auckland Maori & Pacific Trades Training Infrastructure

Consortia (2014)

® Strongest growth are projected to be in these industries :
Retail, Accommodation & Food Services, Construction & Manufacturing

® By 2040 over 1/3 of Auckland’s employment
growth is projected to be in South Auckland
(including Howick and Franklin) souce e oo

® There's an estimated shortfall of 6,000 labourers in Auckland in the next

South Auckland covers Mangere-Otahuhu, Otara-Papatoetoe, and Manurewa and Papakura



DIS(oVERIES AND

INSIGHTS




There are obviously a broad range of employers and young people in
South Auckland. The challenge focused on finding areas and activities
that hold the most promise of change and impact to increase youth
employment.

As part of the synthesis of findings, ‘personas’ based on the
interviewees and their stories were created to bring to life the
experiences, the mindsets, the beliefs and the journeys of people who
represented the risk points —and therefore the highest opportunity for
impact through change.

The personas represent young people who are capable of work and
who are motivated, at least initially, but who slip through the gap or are
caught out by factors within it. The potential for a negative experience is
high and can push them quickly towards disengagement and away from
a pathway towards career success.

Our employer personas represent those in South Auckland who have
roles applicable for young people and who are already providing (some)
pathways for young people, and who show a willingness or interest in
investing in young people. However, many are frustrated and do not
think their investment is worth it. A negative experience with young
people for these employers can quickly dampen their enthusiasm to
support youth into work.

The personas demonstrate how the gap is experienced, risks of
further disengagement and disconnection, and opportunities to build
connection.
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LEVI'S €(ofYSTEM

17 YEARS olb
QUALIFICATIONS: LEVEL 2 N(EA
EXPOSURE oF WoRK: HAS SOME THROVA4H GATEWAY
(VRRENT STATUS: STILL AT §(Hool, YEAR 13



LEVI: YoUNG PER§ON

“Work is important as it’'s how you play your part in helping
to provide for the family.”

‘AlGA:

Levi lives with his parents and four younger siblings.
They are very close to family both here and in Samoa.
They all have wider roles within the church and this is

a really important part of their lives. Levi has significant
responsibilities as the eldest son. His mum cares for the
kids and his dad is a general labourer.

LEVI'S JoURNEY So FAR

He went through Gateway (school to work connector
agency) and got some work experience at a large retailer
—this provided him with valuable work experience, but not
necessarily in something he wanted to do in the future.

He is motivated to do something that fits with his personal
and cultural values.

He hopes that his future workplace will acknowledge

his cultural values and identity, but he’s heard a lot of
negative experiences including racism and other forms
of discrimination from friends and family members. He
wonders if he will need to change his name to something
more palangi when he applies for a job.

He believes that some employers can try and exploit
young people and take advantage of them, and feels a bit
suspicious about employers’ attitudes to young people.

RIGHT Now

Levi is very unsure, but hopeful about his future. He feels a
huge amount of pressure and expectation on his shoulders
from all directions. He doesn’t feel at all ready to rush into a
job or a career without first knowing what he wants to be or
what he is good at. He is not sure if his parents can afford
for him to go into higher education, and definitely doesn’t
want to take on any debt. Church and family obligations
are demanding, at times Levi needs to push to keep his
education at the top of the list with his mum. He feels torn
between what his parents want for him and needing to be
independent.

MoTIVATIoN § ATTITUDE

|
High

High

oPPORTUNITIES

With support, Levi can
translate his church and
community contribution and
performance responsibilities
into valuable soft skills that
show he is committed and
responsible.

Levi has some experience
that he can refer to with future
employers

The school has a careers
counsellor available for an
hour a week to help, but Levi
will have to work out how to
access and make time.

RISKS

Even with the valuable
Gateway experience Levi
has very low exposure to the
options of work, or business
norms and practices.

Levi and his parents have
no understanding of the
recruitment process, what
to expect when he starts
applying for real work or
where to put his effort most
effectively.

The norms and ways to show
respect that he has learnt at
home, school and church
may not be the same as is
valued or expected by future
employers.

Choosing a pathway of further
education is big investment for
Levi and his ‘aiga. What if he
fails or starts down a pathway
of something he doesn’t like
or struggles with?



RERVITMENT
AGEN(IES
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ANARY'S €(ofYSTEM

22 YEARS olb
QUALIFICATIONS: LEVEL 2 N(EA
EXPOSURE oF WoRK: A FEW TEMP JoBS
(VRRENT STATUS: UNEMPLOYED, SEEKING WORK




ANARU: YoUNG PER§oN

“l watched my mum struggle when we were younger, she
pushed us kids to do better than she did - ‘If you want
something you have to go get it”

WHANAV:

Anaru has three older brothers and two sisters. Anaru and
his family are very connected to their marae and wider
whanau. There are nine people at home including his
matua. Some family members look after the older family
members. His two brothers are working in Australia, and
one is at home and isn’t working. His sister recently started
work after having looked after their Auntie. There was often
not too much to go around when he was younger and he
would like to be able to help his parents more.

ANARV'S JoURNEY So FAR

The first time someone talked to him about what he wanted
to do in terms of work he was 16 and at school. He worked
at several temp jobs since leaving school a few years ago.
He wanted to do IT but fell into labouring work through a
family connection and hasn’t been able to move out of that.
He doesn’t enjoy the monotony and routine of work and
doesn’t see a long-term future. It seemed like he didn’t
gain any reward for turning up and doing the work and he
wasn’t valued as an employee. He found that there was
little respect culturally and reckoned probably his boss was
taking advantage of him. He just stopped turning up to his
last job because he felt he wasn’t being valued.

He has taken two Level 3 courses with providers but only
finished one. There was an interview recently but it required
a drug test. His aunty offered to pay for the drug test, but
he wasn’t sure he would pass it.

RIGHT Now

Anaru is on a downward spiral, he is frustrated and
negative about work and feeling a bit hopeless. He was
motivated when he left school, but now feels pretty
bitter and unhappy about the lack of opportunities and
experiences to date trying to find meaningful work.

He has very little money, and it’s hard to afford to keep
credit on his phone let alone afford new clothes for an

interview and he can’t travel easily with no car and no

licence.

MoTIVATIoN % ATTTTUDE
|
Low High
Low High
oPPoRTUNITIES
AN Anaru does have some work

experience and qualifications,
and with the right guidance
there are services that can
help him connect back into his
original interest of IT and help
build back his confidence

With the right support Anaru
can tailor his CV to show his
experience and potential for
work

He has a supportive whanau
who are keen to support him
and would like to help him get
back on track, but currently
don’t know the best way to
do that.

RISKS

Anaru had a conviction for
driving without a licence,
this and casual drug use will
create a significant barrier
for getting through any
application process

He is now lacking confidence
and unmotivated, and

unlikely to present well to
employers. Even though he
has aspirations and some
qualifications he may drop out
through the process

Anaru doesn’t understand
the application process and
why he isn’t getting more

N opportunities.
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LELANI'S €(oSYSTEM

22 YEARS olb
QUALIFICATIONS IN(LUDE: DE4REE FROM TERTIARY PROVIDER
EXPOSURE oF WoRK: WORKED IN A NUMBER oF PLACES,
FINDING HER 4ROVND IN (VRRENT RoLE
(VRRENT STATUS: IN woRK, (USToMER SERVI(E

Auckland Co-Design Lab Is'



“Me and my brothers will take on the support of our
brothers and sisters and extended family back in Tonga
when we are older.”

Lelani and her family are really active in their Tongan
community. Both of her parents are really supportive of
her and her brothers and sisters. She watched her mum
and dad really struggle when they were younger, needing
support from others to get food on the table sometimes.
Dad always pushed her and she felt pressure to live up to
that, but it was also really motivating.

Lelani’s dad didn’t approve of her career choices, and
earlier on she studied things that he wanted her to study.
She tried a few different courses and her dad got really
frustrated about her changing her mind a lot. One of
Lelani’s first employers was really hardline about “homelife”
not coming into “worklife”. After trying a few things Lelani’s
mum encouraged her into her current role which she had
to do specific training for. When she first started it was
really scary. She was really anxious and thought about
leaving after the first month because she wasn’t sure she
fitted in. Then she was assigned a mentor who helped to
guide her, although the mentor was a lot older and palangi,
Lelani found it a bit hard to relate to her. She finds that

the way people are at work is really different to home and
church, and has found that she needs to speak up in the
workplace. She recently spoke with her new manager
about needing time off for an upcoming family event where
she has responsibilities. She felt really nervous about

the conversation, and about being seen to challenge her
elders. Her manager appreciated that she had given lots
of notice and they worked out a plan to balance work and
family commitments.

Recently her manager discussed with the team talking about
what they wanted from their roles. It sounded like there
could be real opportunities for progression. Lelani is feeling
pretty positive, her dad is really proud of her and she is on
track. She is wondering about how she would be able to
take on more responsibility at work whilst home and family
responsibilities are also growing.

MoTIVATION § ATTITUDE
|
Low High
Low High
oPPORTUNITIES

) 4

Lelani has found a workplace
and manager who she is able
to start building a trusting
relationship with. This will help
with working through how to
manage her home and work
obligations in the future.

Lelani’'s workplace recognises
that young people need to be
supported into thinking about
progression and are providing
some support for this.

Lelani is motivated and
wants to be independent

and be able to help support
her family. They support her
both in work and in her family
responsibilities.

RISKS

Lelani needs to keep building
her relationship and trust with
her employer so that when
issues crop up she has the
confidence and ability to work
through them.

Lelani may not be aware of
the things that she needs
to do to progress, or that
her employers will still be
assessing her on a range of
implicit measures she isn’t
aware of so may not know
if she is “performing well
enough”.

Her situation is largely
successful due the skills of
her manager. A change in
management could disrupt
this.

16



ANIKA'S €(oSYSTEM

20 YEARS olb
QUALIFICATIONS: | YEAR (VSTOMER SERVI(E
(ERTIFICATE FRoM Lo(AL TERTIARY PROVIDER
EXPOSURE oF WoRK: HELPED HER AUNTIE AT THE MARKETS
(VRRENT STATUS: UNEMPLOYED oN THE BENEFIT

Auckland Co-Design Lab I:,»




“l look up to my Dad-he’s a hard working man.”

Anika lives at home her mum and sisters. Her parents
are separated, her dad is her role model. Last year he
was made redundant after 12 years, but has recently got
another job. Her mum is supportive too but isn’t able to
give much help. Mum doesn’t work, and neither do her
sisters. Anika doesn’t want to be on the benefit. Anika’s
not interested in getting a massive student loan— she has
watched her mum and her older brother get into trouble
with debt and she doesn’t want any of that. She’s seen
some friends go to university and sign up for a course just
to get the $1000 course materials. They never finished
the course and are now stuck with big loans and no
qualifications. She spends lots of time with cousins and

helps her sister look after their koro and nana.

Anika’s introduction to the world of work was helping her
aunty at the markets when she was younger. She was
always interested in travel, and was able to get supported
into a funded programme at polytech from school. During
the course she was offered a cadetship but it felt like too
much to take on whilst also juggling study and everything
else with home life.

She got good marks in her programme and after
completing the first year she decided to take a gap year.
She expected to be able to pick up some work over that
time in customer service, but she has been applying for
what feels like “dozens and dozens of jobs” each month
for nearly the whole year now, and still nothing. She has
had one or two interviews but no job opportunities and lots
and lots of rejections. She thinks this is because she hasn’t
got enough experience. It’s not possible for her to know
because there is no feedback from employers.

There isn’t anyone to help her with this and Anika finds the
online application forms particularly annoying. She thinks
“How can they possibly judge you without even talking to

you. It is so impersonall”

Anika is on a downward spiral down. Despite having a
good experience getting funded into a tertiary programme
she hasn’t been able to get any work at all. A gap year has
turned into a year on the benefit looking for work. She is
disappointed, hoha and confused about why she keeps
getting “culled”.

MoTIVATION § ATTITUDE
I
Low High
Low High
oPPORTUNITIES
N

Anika has qualifications,

and also experience from
working with her Aunty when
she was younger. With the
right support though she can
translate these skills more
effectively in her CV.

Anika has got aspirations for
a career and travel, and is
motivated to get further than
her Mum did, with the right
support she can build on
these aspirations.

RISKS

Anika is being encouraged

to do lots of job applications
by WINZ, but she is not
customising them in any way
and not presenting herself

in a way that employers

can see her strengths, this
cycle of rejection lowers her
confidence, capability and
aspirations— in turn employers
see her as less motivated and
less employable.

With others at home not
working, Anika has little family
with positive experiences

or knowledge of work, and
few financial resources.
Employers may assess this
as arisk as it may affect her
dependability and reliability.

Anika assumes the application
process really starts at the
interview stage when you

get to meet in person. Anika
has no understanding of the
assessment happening in the
application process, or how
she is being assessed and is
missing opportunities to show
her potential.

18



EMPLOYER'S
PLep4E

BUSINESS
oRGANISATION

Lo(AL PRIMARY
f SECONDARY

EMPLOYERS
f MANVFACTURERS
ASSo(IATIoN

JILLY'S €(ofYSTEM

47 YEARS oL, PAKEHA, HR MANAGER
§E(ToR: MANVFACTURING AND LoGISTI(S
DRIVERS: BRAN(H PROFIT, SHAREHOLDER RETURN,
INTERNATIONAL EXPANSION




JILLY: EMPLOYER

“This company is a family, we promote from within and we
expect everyone to start on the shop floor and ‘muck in’ ... we
find young people are quick to lose motivation and they miss out

on growth opportunities.”

(VLTURE % DIVERSITY

Cultural diversity is part of being a business in South Auckland
but it can be hard to explain especially to some of the older
management. Young people need a lot of support to learn the
ropes in the workplace as it’s unlike anything they are used to at
home or school. Jilly gets this perhaps more than some of the
managers do. Jilly knows it’s basically the quality and knowledge
of managers that can make the difference in working well with

young people and helping them transition into the workplace.

JILLY'S Fo(VS

Jilly’s role is led by the senior management directive to recruit
capable candidates for branch managers to select and develop
for longer-terms roles in the business. The employee is a cost
to the individual branch so they must integrate quickly into the
workplace culture, be productive asap and have the ability to

learn, grow and contribute.

APPROA(H To RE(RVITMENT AND PROGRESSION

Attitude is everything, but hiring young people is a painful
process. She’s not sure how to approach local schools but
wonders if she should. Many of the applications are low quality
and don’t tell you enough about their potential and out of school
credentials.

They have strict intake criteria and prefer that applicants come
pre-screened and with relevant skills—that is normally from the
ITO rather than out of school. Temp agencies are an option
for ‘try before you buy’ and it’s worth paying the extra to get

RIGHT Now

Getting the right young people is a big job. Qualifications are
important but it's mostly about young people who are a culture
and future fit.

Jilly knows that young people bring the talent needed and this
is important for future growth. They are also a risk because
they require so much more support and it’s harder to assess
them without the experience behind them. Health and safety

is a core value for the business and it’s very expensive to put
young people through all the training. They have zero tolerance
for drugs. They get overwhelmed by opportunities to meet with

schools and agencies. It’s not worth their investment.

MoTIVATIoN % ATTITUDE

Low High
Not important Important
oRGANISATIONAL FIT
I
Not important Important
PER(EPTION OoF (oMMUNITY
Low High
oPPORTUNITIES

AN To invest in regular
management training of
best practice for employee
development.

To have a senior management
champion of new talent
integration.

To have internal career days
and job swop opportunities
for youth to see pathways.

To create formal and informal
opportunities for young
people and managers to set
goals.

To enable a culture of
communication and cultural
flexibility to integrate home
and work culture.

RISKS

Industry Training
Organisation recruits have
high expectations about
progression and salary.

Managers hold ‘old school’
approaches to inducting and
training young people.

Young people lose motivation
and exit when they are finally
becoming productive.

Young people have too many
whanau obligations - it’s never

\/ ending.
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INTERNATIONAL
G2

ASIA PACIFIC

Lo(AL SUPPLY

RECRUITMENT
AGEN(Y

LEONE’S E(oSYSTEM

36 YEARS oLb, MAoRI, HR MANA4ER
§ECTOR: RETAIL FoUNDED IN THE UK
DRIVERS: SALES VOLUMES, EFFICENCY AND Low (oSTS
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LEONE: EMPLOYER

“We don’t have a diversity strategy but our workforce reflects our
community...we've got to explain to our managers why this is

important.”

(VLTURE % DIVERSITY

Leone’s employer has values that are set internationally but
also values that are specific to Auckland. The culture enables
everyone to reward each other when they display the values
and for those rewards to accumulate into tangible items or
experiences.

Even though young people achieve these rewards they often

LEONE’S Fo(US

Leone employs lots of young people on casual contracts and
often shift work of varying hours. Young people either succeed
and are promoted or leave after a short time-there is high churn.
International business strategy forms the overarching employee
approach and framework. However Leone is personally invested
in providing support for young people in her community and

the work environment. She feels rewarded to see young people
succeed and ensures that all the available training programmes

APPROA(H To RE(RVITMENT AND PROGRESSION

Recruitment for roles is via SEEK and Trade Me and candidates
are asked to complete the application form on the website.
Leone reviews the application forms first and then looks through
the CVs. Group interviews are scheduled and candidates take a
drug test for health and safety reasons.

Small rewards and acknowledgements are great motivators for
the team and they promote from within.

Leone’s team managers therefore have a good understanding
of how to motivate and reward young people —there is quite a
connection.

RIGHT Now

Leone’s role is to recruit suitable team members for the store
managers to select from. It’s non-stop and she gets at least 50
applications a week — even when she is not advertising.

[t's overwhelming and especially frustrating when she can’t get
hold of the candidates because they won’t answer their phone or
are aggressive.

She goes out of her way to provide feedback to candidates who
really make an effort but most CVs are generic.

MoTIVATIoN % ATTITUDE

Low High
Not important Important
ORAANISATIONAL FIT
|
Not important Important
PER(EPTION of (oMMUNITY
Low High
oPPORTUNITIES
/N Torecruit and train youth in

the quiet times.

To give managers more
training support and ensure
they understand that is a key
investment for success.

To provide more visibility
to young people on what’s
expected of them.

To give insight and
expectation around cultural

RISKS

We hire lots of young people
for the busy times — there is
a lot of pressure to get it right
and fill positions fast.

Managers are so busy, when
time is short the training and
understanding suffers.

For those that don’t work

out, we reduce the number of
hours allocated.
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| want to be independent and self-
sufficient whilst also being able to
support my whanau where required.

| want to feel respected and valued

by employers as someone who makes
a contribution.

Key Influences that shape my
perceptions, expectations and
behaviours:

* Whanau/family

+ Community network
* Friends

+ School

+ Media

Two WoRLDS

THERE ARE SHARED 40ALS BETWEEN YoUNG PEOPLE AND EMPLOYERS (To BE VALUED, RESPECTED AND To MAKE A (oNTRIBUTION)
BUT THESE ARE EXPRESSED DIFFERENTLY AND oF TEN NoT RE(04NISED BY THE STHER PARTY .
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N EXPE(TATION AND NoRMS GAP k&~

Motivations and drivers are different, norms are different, values bases is (in some ways) different — so | judge you differently
eg | need a job — money, or for family). How motivation is built, expressed and measured is a key aspect of our findings.

YoUN4 PERSON

sy

quality applications, or they will continue to use measures that may have inherent bias in them.

o~ /] Young people can’t shine under the current methods. Employers need more ways to filter low
=
JoB

N HIGH (ULTURAL DIVERSITY &

e
©@

o
A NEw RELATIONSHIP

High anxiety and low trust
“ARE EMPLOYER EXPE(TATIONS REALISTI(?"

New relationship between young people and employer is not well formed. Unlike other relationships,
expectations from employers can specifically conflict with those taught at home and school.

(3]
THIS GAP (AN BE SELF-REINFoR(ING

| have a negative experience, and this confirms my assumptions, reinforcing my lack of trust.

Whanau is at the centre for most families in South Auckland. This
provides rich source of identity and strength for young people. The

é® @\9 motivations and drivers for work are different, employers may not fully

comprehend or respect these differences.
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X INFRASTRU(TURE fc RESOUR(ES 4AP \&

Those that are less resourced and have low

exposure to the world of work, and have less access

to education, can further increase the gap.

@
N ACUNTABILITY 4AP ¥

Young people need new skills.

SO

There are lots of people operating in this space -
but there is also a loop of unaccountability - no one
owns this space. Everyone thinks something ought
to be done - but no one owns it.

+ Businesses take different positions on this.

« Parents get it but are not sure what to do.

+ Schools try but are doing it 'on the side'.

World of work is changing, both young people
and employers need to keep evolving.

,  —> OPPORTUNITY : (HANGING WoRLD oF wWoRk <——

Employers need to change to understand
the new norms of young people.

R

\ .@

18,000 BUSINESSES
193,000 NEW JoBS BY 2024

EMPLOYER

We want young people to show
respect, value their role here and

to make a contribution to the business
that goes beyond the pay packet.

Key Influences that shape my
perceptions, expectations and
behaviours:

Norms and culture -

Health and safety -

Business model, short or longer «
term investment

Current make-up of staff and «
management

Board/broader governance «

Legislation and compliance drivers -

HIRIN
. 4




We found that the attitude ‘gap’ experienced by employers and young people is fuelled by an
environment where employers and young people effectively live in two different worlds. While employers
share similar long-term goals - success, prosperity, making a contribution and being and creating value
these are often expressed and understood in very different terms.

THE Two WoRLDS

YoUNG PEOPLE AND THE WoRLD oF WoRK

WHAT (REATES THE 4AP?

WHAT REINFOR(ES THE 4AP?

WHo HELPS Bva Ti HE BRJD457

S

BAD ATTITUDE SUSPIClovs

SHARED 40ALS GAP

What shapes my view of the world/

“I want to be independent
and self-sufficient whilst
also being able to support
my whanau where required.
| want to feel respected and
valued by employers as
someone who makes a
contribution.”

Key Influences that shape my
perceptions, expectations and
behaviours:

» Whanau/family

+ Community network
* Friends

+ School

* Media

@@a@

®@P«

my language?

LANGUAGE

“We want young people to
show respect, value their

D'FFEKENT NOKMS role here and to make a

contribution to the business
that goes beyond the pay

EXPE(.TA—HONS & packet.”

Key Influences that shape my
perceptions, expectations and
behaviours:

Norms and culture -

Health and safety -

Business model, short or longer «
term investment

Current make up of staff and «
management

Board / broader governance *
Legislation and compliance drivers *

GQUARANTEE

YoUTH
JUSTICE

So(IAL ' REER
SERVI(ES ALCERS

lfUlDAN(E

YoUTH
SERVICES

PLOYEK
\
POl TEGHNIG
VNIVERSITIES

WANAGA
WINZ/LSV
mDE ME (ADETSHIP

SPORTS/ARTS
(ULTURE LEGAL
PROFESSIONAL
SERVICES

If either party has a “bad experience” or experience
behaviour that they don’t understand (of you as an
employer or young person) it demotivates or frustrates
them - reinforcing their perception of the other parties,
lack of interest or understanding.

We know young people need support to close the gap. We can’t
expect young people to know what they don’t know and go this
journey alone. But who builds the bridge and helps them across?

There are shared goals (to be valued, respected and to

make a contribution) but these are expressed differently

and often not recognised by the other party. Language drivers
and measures of success are wholly different and largely foreign
to each other.




EXAMINING THE "ATTITUDE GAP”

There are many key points of tension along the “employment journey” where young people

and employers are disconnected and may ‘drop out’ — creating further problems in the future.

AN EMPLOYMENT JoURNEY IN SoUTH AV(KLAND

0
GETTING PREPARED FoR WoRK

Learning about
the world of work

Exposure, expectations and resources here
set the conditions for what comes after.

G )

YoUNG PERSON Y EMPLOYER

® [HE

Looking for a job, C
not a career

==

Without a qualification

e

Work is a career,
not just a job

Q-0

With low or no qualifications,
transitions to employment soft skills and work experience

can be harder as demonstrating become important. But young
skills is harder people are unlikely to have the

CJ 3
No reference for
the world of work,

no prior exposure
to industry

Not familiar with the culture
of young people, or their family
structures & commitments

skills to translate their soft skills.

)
GETTING INTo WoRK

Invisible
Assessment

Repeated rejection demotivates young people
and their confidence and application quality
further declines.

&
STAYING IN WoRK

Integrating home
and work life

A bad start creates a negative impression
of work and demotivates for the future — decreasing
likelihood of progression.

“‘o..\; N =

Doesn'’t receive feedback

from online job applications, Disappointed by lack of overt
no chance to learn and grow ® enthusiasm, misinterprets

from job hunting experience. the cues as lack of interest

o
Finds interview Inundated by CVs, look
situation intimidating. for skills & experience

Doesn’t answer calls Gets frustrated by lack
from unknown of communication
numbers etiquette

Not all young people, their whanau, schools
or communities have the knowledge networks
or resources to adequately prepare for the world of work.

Employers may have empathy for building young
people’s aspirations and skills, but for most the return
on investment isn’t clear enough or easy enough to
enable their early investment.

Many young people think getting into work is a simple process
of presenting skills. They do not understand how they are
assessed or what employers expect and take a quantity over
quality approach to applications.

Employers need a good fit’ which is hard to assess for.
Current processes are frustrating and expensive for both and
structured in a way than man not encourage candidates.

4« N ,'"
= :.‘
JoB eeed

Workplace culture Looks for staff who fit a
and norms a steep ‘type’ making increased
learning curve diversity difficult

‘Aiga/Whanau Employee culture is

commitments can a mystery, doesn’t
affect work know of family
N commitments

Doesn't feel safe
revealing family situation
to employer, in case it
jeopardises the job

Makes generalised,
negative assumptions
about young people

X

O
PROGRESSING AT WoRK

The cycle of motivation,
risk and reward

If young people don’t feel valued they get
demotivated and leave (potentially on bad terms)
with negative perceptions of work.

>

s | G

Needs overt signs

TO0 do: of passion and
= ambition to support
= advancement

Meets job require-
ments, but doesn’t /\
understand unspoken
rules for career
advancement

Successfully navigating diverse cultural, generational and
workplace norms and expectations when young people start
work takes time, trust and confidence by young people and
employers. In the meantime young people fall out and
employers disengage.

Career motivation is key to progression but how to show
it and how it’'s communicated can be another gap. Young
people expect employers to help and employers expect

young people to show it. Young people may also be
legitimately motivated by things other than career or need
to have their aspirations developed. Investing is a risk for
both young people and employers.




GETTING PREPARED FoR WoRK

Learning about the world of work

Exposure, expectations and resources here set the conditions for what comes after.

==

QUALIFI(ATIONS (X

Qualifications are a proxy to both technical skills and
soft skills eg Do they have the level of commitment?
However acquiring qualifications can be expensive and
daunting and requires a big time commitment in early

years. /

&
— 7
\

b YemR &

A Gap year to take time out can turn into
a NEET vyear for those with fewer resources
thereby creating greater risk in the long term.

There is a low differentiation between ‘good’ and ‘bad’
debt by young people. There is a common attitude that
all debt is bad, including that acquired through acquiring

educational qualifications.

e

Learning about and connections to the world of work, including from early in young people’s

life, is important for knowing how to successfully navigate into the world of work. Young people’s
awareness and exposure to the world of work shapes their understanding of the potential
opportunities that are available to them, what they like and are good at, and the aspirations they
build around work and employment. It is also critical to building a familiarity and understanding
of the norms, expectations and practices that come with employment.

WOoRK EXPERIEN(E
X

Work experience is important to prepare
young people for what work will be like,
and what to expect and to give employers
confidence about their skills.

Vi /l,

@D~O!

R TRANSFERABLE SKILLS
§ SOFT SKILLS

What skills you need changed — soft skills are as
important as technical. Translating what skills you
have from home and community life is hard but needed
to ‘get in’. Young people need help translating what
they do at home and through wider activities
(eg church) to how they can use at work.

C~%

/
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YoUNG PERSoN

o

&

Barriers and
limitations

INFLVEN(ERS % oPPORTUNITIES

Being exposed through family/waanau, community, church and
sport to environments that are a proxy to work is a key opportunity
for work-readiness. However there is low access to these opportunities.

® NETWORKS = (oNNE(TORS

requires greater resilience.

“"WHAT | HAVE DETERMINES WHAT | (AN Do.”

Networks and connections play a key role in gaining
awareness of opportunities and a fast-track way to
‘getting in’. Without these the process is harder and




Learning about and connections to the world of work, including from early in young people’s

life, is important for knowing how to successfully navigate into the world of work. Young people’s
awareness and exposure to the world of work shapes their understanding of the potential
opportunities that are available to them, what they like and are good at, and the aspirations they
build around work and employment. It is also critical to building a familiarity and understanding
of the norms, expectations and practices that come with employment.

&

Barriers and
limitations

GETTING PREPARED FoR WoRK

Learning about the world of work

Exposure, expectations and resources here set the conditions for what comes after.

Not having good visibility or awareness doesn’t mean
people can’t succeed, but it makes it much harder.

w
- I

BUILDING VISIBILITY AND AWARENESS

WoRLD oF WoRK
oF WHAT'S PoSSIBLE e

“@ oooo

WHAT oPTioNS ARE AVAILABLE?
HoW Do | 4ET HERE?
WHAT Do | EXPE(T?

Knowing about what is possible is not necessarily enough.
Young people respond to role models and seeing other people
like themselves, this builds confidence.

X E~1
INFLVENCERS § oPPORTUNITIES

Starting with no knowledge is a set-back. Being exposed through
family/whanau, community, church and sport to environments that
are a proxy to work is a key opportunity for work-readiness.

If a young person’s family and community networks have lower .
experiences may be negative. ‘-@.:."* .
b Se y Kh
Young people’s friends and community networks \\% K
South Auckland for young people as a way to work out what they 0
can see this year out as ‘time-wasting’ and an indication of a lack
.

qualifications and resources, they are less likely to be able to + c
0. .'o
are also a channel and influence into the world of ® K
want to do next. Some will work part-time, which may not lead to o
of motivation or the right attitude. Young people in South Auckland .-'
gap year that increase their employability. Leect’

A | e 000
AMILY/WHANAU aa aa
X
connect young people to the world of work. And their own @ ....'
work.
Taking a year away from studies or work seems common in o
the right full-time role on return (as often casual roles). Employers o
often don’t have the resources or the connections to take a .o

?

~ MAKING Goob, AND
‘.. INFORMED (HoI(ES

i B

S(Hool§

WoRK EXPERIEN(E ®

==
Low QUALIFI(ATIoNS ()

Qualifications are a proxy for soft and technical skills and commitment.
Without a qualification it is harder for young people to demonstrate their skills.

exposed to different options, the greater o
to what career options need to be :'

KNoWING WHAT |
WANNA bo # oF TEN THE IMPLICATIONS oF BEING LoWER RESOUR(ED
® zns:lies they have of making suitable
&’. - .
iy l TRANSFERABLE SKILLS
23333588800, 00 & SOFT SK'LLS ®

/ ARE LowER QUALIFICATIONS AND FEWER (Hol(ES
QUALIFICATIONS oo -'

cesscscssssscsccccccetl
...oloo-!'

It’s hard to break the cycle of “no

Schools are another obvious key influencing
environment for young people. However most
schools have few connections and the work they do is
‘on the side’ and not incentivised.

What you have determines

what you can do

important as technical. Translating what skills you
have from home, community life is hard but needed
to ‘get in’. Young people need help translating what
they do at home and through wider activities
(eg church) to how they can use at work.

experience — no job”. Work experience
is important to prepare young people for
what work will be like, and what to expect
and to give employers confidence about
their skills.

Young people in South Auckland are likely to have lower qualifications.




The current state of recruitment has a cyclic effect of demotivating

young people and frustrating employers who need to manage growing

numbers of unsuitable applications. Young people are currently wasting Opportunities
QEI.ITNQ 'N: time and money being unsuccessful. Young people feel rejected and .

dejected, while employers feel their time is wasted. ® Barriers
The invisible nature of the recruitment process Employers are potentially missing out on great hires because the

process makes it hard for young people to successfully navigate
these screening processes.

&

WHAT YoUN4 PeoPLE SeE N\

Young people think the process
is a straight-forward presentation

LooKING FoR A JoB

of skills, they don't realise that (SEEK/TRADE ME/FAMLLY AND FRIENDS)
this is only a s.mall part of ®No FEEDBAK? g™
recruitment. APPLYING oNLINE v 2
o
v MAKING AN APPOINTMENT INTERVIEW
----- HOME LIFE AS ASSESSMENT
/ \ Seen as an important proxy for- turning up, reliability, and ability to have clean uniform
N\ | UPPoRTIVE oF YoU/NG PEOPLE . e Lo NN\
Q) SUPPORTIVE oF YoUN4 Peoble e i ) N R TT
Employers wants to see young people succeed as
they know that young people need | WANT THEM Applications from young people are so generic that
a lot of support to learn the ropes in the To MAKE [T1 employers can't tell anything really interesting about the

workplace as it’s unlike anything they are

used at home or school. But employers know it’s
WH AT EMPLOYEKS SEE not all up to them, and they need

support from management to help young

person that suggests they’re motivated to work, or
particularly interested in the job they’re applying for.

people succeed in the company. )VM'N‘I EVEKY E)((H AN&E
Emponers gets frustrated that Every interaction with a young person, whether by
[ — email, phone or text message is a chance for employers to
young people do not present HARD To MEASVRE AB'LTY analyse whether this person might be suitable for
. . q NTY the job. Are thi ti lying? Are th lite and
their skills (partlcularly soft UN(ERTN /NSK ................. e:trﬁsiasrt?c? ©Y prOmPTIR Tepying T Are ey potie n
skills) and experience in Empoyersrecevesomany (NN = 00 .
: applications for each job, itcanbe ¢ o N7 e
ways that make SeIeCtmg overwhelming and the screening process USES 'NmN(TAND QVT
candidates €asy. e e, Al el e Sl Because young people don’t necessarily have extensive
good candidates don't get through. Employers might T A e Sttt ol e e
Employers receive high volumes use an agency to screen out any applications SOFT SKILLS .. P try to decide evh)éther to pursue hirin% someone.
i L that are incomplete or lack relevant TS NoT ALL oNLINE | [RRRE
of low quality applications and experience. . N WHY DoN'TTHEY ‘4T . T
the screeningoutofyoung | T N~y e
people who may be a good PRO(ESS MAKES SENSE " HIRING THROVGH MULTIPLE
match for the job. Employers realise just how PATHWAYS[ NOT)VST ONL,NE
confusing it is for young people to try to
navigate the recruitment process. They can’t Employers use own networks, local job
It also means employers have to understand why they don’t complete the boards, and even walkins to try to find the
rely on gauaing their phone application forms properly, and present R right people. Young people relying on just
y gaug g P themselves more confidently in person. Do THEY HAVE SPoRTS "%%0005,,, the internet job boards might be missing
manner, ability to follow oRHOBBIES? out on chances to get hired.
instructions during the o A
application process etc. STRICT oN HEALTH § SAFETY ' e e WHAT EXPOSURE To

Employers have a zero tolerance policy
for drugs. Young people don't realise how

....... Do THEY DEMONSTRATE WOoRK Do THEY HAVE?
important this is to their successful EVERYTHING (OVNTS """

[ )
recruitment. SOFT SK'LLS 7 If a young person can express some exposure to
r . ) work, even just helping out Mum or Dad in their job
in;ﬁ:ugaﬂzrfg?tﬁzneﬁzyﬁ !:bzﬂt their activities TV RN'N‘f UP Employers knows that young people in South Auckland are for a day’s experience, or being a youth leader at
outside of school or work — this might prove Do they know how they will get to work on likely to have the transferable soft skills useful in work. But  church — this would suggest to an employer that they
v to an employer that they are motivated and responsible. time-especially outside of public transport often finds it hard to get young people to demonstrate these. may have some skills and motivation.
hours?

GETTING IN To WoRK : THE I(EBERG, WHAT THEY (AN'T See



Thoughts

Young people think getting a job is a simple process of presenting skills,
they don't understand how they are assessed or what employers expect

and take a quantity over quality approach. Employers need a good ‘fit’,
which is hard to assess for. Current processes are frustrating and expensive
for both, and structured in ways that may not bring forward good candidates.

Insights

GETTING IN: B
® Barriers/ drop-off points

Pain points across recruitment process

EMPLOYER

—

YoUNG PERSoN YoUNG PERSoN
SEARCHING % APPLYING > PHONE S(REENING ? INTERVIEWING > DRUG TESTING e (RIMINAL (HE(KS
? > > > > > > >

EMPLOYER

form, all the info is on

networks as there’s more fit".

interviewed over

haven’t done any

in an interview —
what can | say that’s

struggle to
answer basic

a sample — and
often they just

) | don’t answer phone Why don’t they answer An interview in a Using assess- Why do Being drug free
I need a job. I need more staff. calls if | don’t know my phone calls? It's group is less ment centres for they need to is an important
who it is. rude and a waste of intimidating. group interviews do a drug or health and safety
my time. seems to put criminal test? requirement.
. . young people
| use the internet | use lots of ways to find Y at ease.
and apply for lots people, the internet, my “I don't like strangers hl ‘:’td”" k”‘z‘;"
of jobs, as | don'’t networks, or walk-ups. calling my cell — they @ 'Z ‘;’t 0 ‘:’;pe 7
know what | want could be a bully or a ut turned up.
to do debt collector. If it's e y
| important they will “They seem to be i Z’ some I otes we “ .
call back.” always on the phone " ,f’ roul;’:: e oo o bemg @ / A S
I just fill out the Most CVs are just generic and not answering Ul L] = 1/ Gl targeted? .
” ” tell how they will
CV template from and don’t show any — do they care?” work out more.”
the internet. motivation. ’
“They seem
I don’t know why ‘We get piles of applications, It's hard and They don’t seem ) : sz
there’s an application 50 we like to use our intimidating to be @ motivated to me, and dontfeel confident Young people e Lol

@ O 6 06O ©®O

my CV. phone. research. relevant? questions, and don't turn up”.
So many applicants haven’t prepared AN
just repeat the same well.
information it makes it ‘They struggle to make “| didn’t know
hard to differentiate them. conversation — we're what to prepare.”
mainly looking for %
e "y “Why did they
4 p motivation and fit.
1 don’t have anything to put w«.ant to know how e 0
on a CV, | don't have work BT AT ) will I get to work?” ) © o’t e”t 7‘;,‘? ©
experience. Why do | need say to them — I really “Why didn’t | get ; h’ el et e em‘,j
to write a CV when it's an wanted the job so any feedback G S G .
entry level job? What are thought | would from them?” answers.
they screening on? It's show [ can follow
really expensive to print out “Do they even want to work orders.”
lots of copies of my CV. | here? It doesn’t say anything “If they are like that on
need to access the internet in their application about the ph}:me i il “Will they be reliable,

fitin, do they have
transport, a good
personality?

at the library. Do employers
even read these?”

who they are and their
personality”.

@

they be like with my
customers?”

@

For young people this Employers need a good fit’,
is a simple process of which is hard to assess for.
presenting skills, they don’t Current processes are
understand how they are frustrating and expensive
assessed or what employers for both, and structured in

expect and take a quantity ways that may not bring
over quality approach. forward good candidates.

Not all of young people’s Employers may have empathy
whanau, schools or communities for building young people’s
have the knowledge networks or aspirations and skills, but for
resources to adequately prepare most the return on investment

young people. isn’t clear enough or easy

enough to enable their early
investment.

Young people are surprised to

find out they have to pass a drug
test to get a job. At this stage,
most don’t show up as they know
they won't pass a test right now
and many find this intimidating

and a barrier as they don’t expect if

Young people are respectful and
polite during the interview. However
many young people don’t make eye
contact, which often results in
employers assuming that young
people aren't interested in the job.

Most CVs are generic and don’t
tell the employer enough about
themselves. Young people don’t
seem to articulate their ‘soft skills’.

Employer calls young persons
phone to discuss their job
application, but they don’t
answer or return the call.

Generally applications will often
get filtered out.



Each workplace has its own set of cultural norms and
expectations. Young people also bring a range of different
and complex norms into the workplace. These different sets
of norms and expectations can often lead to conflict or
misunderstandings. This is particularly true for South
Auckland where there are high levels of cultural diversity.

STAYING IN:

Integrating homelife and worklife

©,

YoUN4 PERSoN

MY PRIORITIES:
FAMILY IS EVERYTHING
WIDER FAMILY % (OMMUNITY
SELF/DoING WELL
WoRK

It's hard doing repetitive work all the time,
| get bored.

Due to family commitments or not ‘fitting
in’I'm going to just not go to work.

I have lots of other commitments,

It's really hard starting, it's intimidating. it's hard to juggle them all

“IWANT A JoB, NoT A (AREER”

“It's weird around
here - people seem
friendly, but it's weird
talking to people my

parents” age.”

“Work is really
different from home
and school.”

“I don't know what |
should do, my boss
doesn’t seem
interested and I'm
not learning much
anyway.”

“The work is hard
and repetitive, but
they make it fun so
is it worth it?”

“I didn't realise |
couldn’t take a day
off to look after my

brothers & sisters —
and | can't tell my
boss I am, so I'll call
in sick.”

“What's the point of
turning up if | don't fit
in or my manager

doesn’t like me?”

@ INDU(CTION

>
DISENGAGEMENT

>

(ALLING IN SICK

>

§ToP TURNING VP

&

o

EMPLOYER

MY PRIORITIES:
(VLTURAL FIT
PRODUCTIVITY
PROFIT

GROWTH

“TIME I§ MoNEY”

>

“We use induction to
focus on health and
safety — we have

“Why don't they
make eye contact?”

already screened for

>

>

“If they're not

culture fit.”

“It's not our job to “We find ways to mix
motivate them — things - like
we're not their celebrating birthdays

parents or and awards - they
teachers.” make a difference.”

“Don’t they
understand work

should be their priority.

motivated to even
show up there’s not
much we can do, we
don't have time to
find out what's

“When we get the
induction right,
young people

develop
understanding and
relationships that gets
them through.”

| don’t understand how different work is from
where they have come from- eg school.

| don't see a lot of motivation, and they don’t

seem to value work life.

| don’t know why they keep calling in sick,

wrong.”

it doesn’t seem genuine.

“Sometimes they just
don’t come in - we
can’t contact them,

it's frustrating and
expensive and
makes us less likely

to hire other young
people.” @

©

Why do they just stop turning up?

STAYING IN woRK



S
EMPLOYER’S
VIEW

Career motivation is key to progression but how to show it and how it’s
communicated can be another gap. Young people expect employers to

PKOG RESS'N‘, AT WOKK help and employers expect young people to show it. Young people may

also be legitimately motivated by things other than career or need to

The cycle of motivation, risk and reward have their aspirations developed. Investing is a risk for both young

people and employers.

mw FoR PROGRESSION

— MANY YoUNG PEOPLE DON'T SEEM To

WANT A (AREER
' MAKE DE(,S'ONS “It's not useful for young people to think they are
BASED ON L,KELY KE“/KN a future Ieade)r/— they will get too cocky.'y
oN INVESTMENT

| Look AT THoSE MAKING

EXTRA (QMM”—MENT AS THE “Training is a big‘ cost to us so we
| MEASURE PERFORMAN(E oNES To PROGRESS R T Qf
g BY How HUN{,RY THEY ARE “If they don’t seem motivated there’s a ®
g = THKOV"H ,NmA-nVE good )c/hanzledllil'von’;c?e't r'etu:n on any
é AND KELA-HONSH,PS additional training.
L:: “Will they go the extra mile? Are they ?
- hungry to progress or are they just
= here to do the job allocated?”
MEASURING PERFORMAN(E > VIEWING % VALVING (oNTRIBUTION ——> MAKING INVESTMENT DE(ISIoNS ——>  PRO4RESSING AND A(ESSING oPPORTUNITIES
N
=
= | TRY REALLY HARD, | DON'T SEEM To 4ET | SEEM To 4ET PASSED | DON'T KNow WHAT

| YouNg
grens
VIEw

BUT bo THEY NoTi(€? REWARDED FoR SHowING VP oVER FoR TRAINING I§ PoSSIBLE § No oNE
“I'm doing everything I'm told to do - “'m doing my job but not getting any & PKOQRESSION . WH Y7 TELLS ME

and haven't had any negative feedback acknowledgement — I'm not sure it’s

“How would | know what training | “I don't know why | don’t get
-so | guess I'm doing well.” worth continuing to try hard.” & y .

need, or how to get it?” other opportunities, maybe they
just don't like me.”

PROARESSING




(HANGE ENABLERS
AND A(TioN

oPPORTUNITIES




In the final phase the design team ran workshops with a wide range of stakeholders to co-design a vision for how ‘things could be different’.

Using the 18 prioritised insights and the different phases of the employment journey as a springboard, and looking through the eyes of both
o o employers and young people, they imagined how things could be improved for each if different enablers were in place.

Building on the capability

and capacity of whanau/ Enabling stronger connections Innovate the recruitment Building cultural knowledge Co-designing progression
family and community and partnerships between process and better leverage as a business strength together

networks to support schools, whanau, community digital capabilities (also impacts on Progressing)

and prepare young and employers

people for the world of work
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Create an evidence-base that _ o
Supporting experiential

Better prepare young people Building young people’s Supporting coaches, mentors i employers and young CRBTEEIEE NG [2nGiE learning and de-risk
for the recruitment process ‘work resilience’ and and positive modelling for S PADEIICI IS EIe) AmGICE s ol o - ion f
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MoRE INFORMATION

To find out more about the Attitude Gap Challenge please contact the
Auckland Co-design Lab.

email: aucklandcodesignlab@aklc.govt.nz

web: www.aucklandco-lab.nz






