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1 Project summary  

1.1 Square Mile Jobs is a European Social Fund (ESF) and City of London 

Corporation funded project which aims to help unemployed London 

residents to find jobs in the City. It is targeted at people aged 18 to 65 from 

the 'fringe' boroughs (Camden, Islington, Hackney, Tower Hamlets, Lambeth 

and Southwark), and offers one-to-one advice about working in the City, 

information about what employers want from candidates, work tasters, 

events with employers and access to sustainable jobs with peer mentoring.  

1.2 The project is funded by the City of London Corporation and the London 

Councils' ESF and is delivered solely by Prospect Services (‘Prospects’). It 

runs from June 2013 to June 2015, lasting two years. The project works 

with both employers in the City to match their job vacancies to prospective 

candidates from the project, and residents to develop their employability 

skills, introduce them to the City and prepare them for the expectations of 

employers.  Typical vacancies that Prospects have tried to fill have been 

entry level jobs in sectors such as law, financial services, recruitment and 

management consultancy.  

1.3 The Prospects Group is a dynamic and enterprising organisation that 

provides a wide range of education, employment and skills services in the 

UK and internationally. Behind what they do is the drive to improve the life 

chances, skills and aspirations of the people they support. 

1.4 Each year they work with more than 500,000 young people and adults 

through their extensive range of services, which includes careers advice, 

information on job and work experience vacancies and information on 

postgraduate study. The Prospects Group has an annual turnover in excess 

of £80million and it employs more than 1400 skilled and professional staff.1 

1.5 The Square Mile Jobs project addresses the ESF priorities for several 

reasons. Firstly, it promotes social inclusion by supporting individuals from 

London’s fringe boroughs, who may be from disadvantaged groups, to 

provide them with the same opportunities as others to get jobs in the City of 

London. The project also helps to get people into jobs through training 

and support and is therefore able to address the issue of youth 

                                        

1 http://Prospects.co.uk/AboutUs.aspx  

http://prospects.co.uk/AboutUs.aspx
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unemployment, which is a top priority for ESF funding in all European 

Union countries.   

1.6 Furthermore, Square Mile Jobs has particular relevance with the ESF focus 

on assisting those who may find it more difficult to get a job than others, for 

reasons including that their skills are outdated or because they have no 

qualifications. The project provides a personal approach that is adapted to 

the jobseekers needs, to help them overcome these barriers. It also helps to 

open up career opportunities by working to overcome traditional prejudices 

about who is eligible to work in the City of London. These benefits of the 

project were recognised by an employer who explained that:  

“A generation of people don't feel like they have a role in one of the 

biggest job providers in the country...it just creates tension and 

frustration if you've got a whole group within a generation who are 

interested in a sector but have no route to access that sector... when 

they can benefit from the wealth the finance industry generates, it's 

better for everybody...it helps break down barriers, it helps people feel 

like they are part of something...helps the industry have a right to be 

here as they provide jobs across the board...to people who are not just 

from a privileged background - it's a win-win on all sides if you can get 

that channel working well..." (Employer) 

Policy intention and objectives  

1.7 The main policy intention behind the project is to allow the six fringe 

boroughs to share the wealth and be able to benefit from the opportunities 

available at the City. This is done by supporting people on JSA and 

economically inactive people looking for work in the six fringe boroughs to 

access jobs in the City. The initial targets were to engage 100 participants 

each year, of which 30 would go into jobs and 20 of those would be in 

sustainable jobs. These targets were not met during the first year of the 

project so they were re-forecasted for the second year to 100 participants 

engaged, with 36 getting into jobs and 13 of those jobs being sustainable.  

Outputs and outcomes 

1.8 Regarding job outputs, around 20% of participants secured employment 

within the City whilst being supported through the project. More broadly, 

when looking at job outcome secured in the City and elsewhere, 65.4% 

were reported as being in work.  
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1.9 Additionally, support received by participants ranged between two and six 

hours; median support time was reported as 6 hours and the mean was 5.2 

hours. However, it should be noted that overall reported support times may 

be suppressed as funding arrangements are limited to a maximum of 6 

hours of support per participant. Also, as part of the support package 70 

(55.1%) participants were confirmed as attending an ‘employer day’ with a 

City firm.  

1.10 Regarding soft outcomes, most of the participants interviewed reported 

having increased their confidence thanks to the project. Some also 

mentioned having better interviewing and application skills and feeling more 

relaxed at interviews and most agreed that they had received very useful 

help with their CVs.  

1.11 Another soft outcome that is difficult to quantify but that was however 

brought up by participants during one to one in-depth interviews was that 

the support received from Prospects enabled them to become clearer on the 

career path that they needed to follow in order to reach their career 

objectives.  

Key lessons learnt  

1.12 The research conducted by Inclusion found several interesting insights on 

what works best to support participants find jobs in the City.  

1.13 Regarding what was holding participants back from finding a job in the City 

the three main barriers that were brought up most frequently among 

participants were:  

 Lack of exposure to the City was a clear barrier preventing participants 

from gaining corporate work. 

 Participants with a lower level of qualifications found it harder to find 

interviews and to enter into employment.  

 Lack of confidence and of interviewing skills was also a big barrier for 

participants.  

1.14 When it came to the support received by Prospects the fieldwork revealed: 

 The importance of one to one and tailored support from the engagement 

officer to the participant.  



Square Mile Jobs Project Evaluation 

8 

 

 Prospects helped participants see the “broader picture” of their career 

objectives and the path they had to follow to reach them.  

 The usefulness of providing participants with interviewing techniques and 

mock interviews.  

 The motivation and willingness to help form Prospects staff was spoken 

highly of by participants and employers. 

1.15 Regarding what could be improved of the support received participants 

brought up the following issues:  

 Participants would have liked to receive more job vacancies.  

 Unemployed participants felt that they would have benefitted more from 

a more structured programme.  
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2 Introduction 

Overview of project’s objectives 

2.1 The main objectives of the project were to help people who were either on 

Jobseekers Allowance (JSA) or economically inactive but looking for work in 

the six fringe boroughs, to access jobs in the City of London. It was 

therefore intended that these traditionally disadvantaged boroughs (Tower 

Hamlets, Hackney, Camden, Islington and Southwark) would benefit from 

the wealth and opportunities generated by the City that they surround. It 

has been the first project of its kind to target corporate jobs in the City. 

2.2 Specifically, the Project Specification document stated that the project 

should aim to address the following gaps: 

 The lack of ‘City’ focus with regard to much of the general employment 
support in the City fringes – generic support seldom caters directly to the 
specific needs of many City-type businesses even for entry level or 
outsourced support roles;  

 The limited involvement of City-type businesses in shaping job search, 
employment support provision and Information Advice and Guidance 
provision in the City’s neighbouring boroughs; 

 Challenges that job brokerages face in screening and vetting candidates 
for vacancies in City-type firms; 

 The lack of soft skills preparation of candidates for roles in City-type 
businesses, such as time keeping, communication and body language 
skills, presentation skills, and so forth; 

 Lack of awareness locally of the wide range of roles available within City-
type businesses and ways of accessing these (e.g.  temping agencies, 
networking, and other avenues beyond advertisements or through local 
job brokerage/employment support agencies); 

 Inaccurate preconceptions of City businesses by City fringe residents; and 

 Inaccurate preconceptions of City fringe residents by City businesses. 

Funding model 

2.3 Funding for the project is provided through a payment by results model, by 

which funding is dependent on the amount of hours of support Prospects 
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spent with each participant, and if the participants had managed to get a job 

in the City. The progress of participants was therefore logged to determine 

the payments that Prospects could claim from London Councils (who then 

paid them using ESF money). 

Target groups  

2.4 The Project Specification document established that 35% of participants 

engaged would be unemployed (claiming Job Seekers Allowance) and the 

remaining 65% would be economically inactive. 

2.5 The Project Specification outlined that the primary target group for this 

project would be participants of working age (18-65) who seek employment 

opportunities arising specifically within City-type businesses.  Participants 

would be workless individuals currently living in the City and its neighbouring 

boroughs – Tower Hamlets, Hackney, Camden, Islington, Southwark, and 

Lambeth. It also mentioned that the successful delivery organisation should 

note that direct participants must not include groups mandated on to the 

Work Programme.   

2.6 Indeed, the research undertaken shows that the project targets the six 

fringe boroughs of the City: Camden, Islington, Hackney, Tower Hamlets, 

Lambeth and Southwark. The boroughs that have engaged the most 

participants have been Tower Hamlets (where 31 per cent of participants 

were from), Southwark (where 25 per cent of participants were from) and 

Hackney (where 16 per cent were from).  

2.7 The initial target groups were clients from the fringe boroughs aged 18-65 

who were either economically inactive or claiming Job Seekers’ Allowance. 

However, due to the difficulty Prospects faced with getting sufficient 

participants referred onto the project, this translated into anyone residing in 

the fringe boroughs who was looking for corporate work in the City. 

2.8 Despite the age range of 18-65, it is worth noting that the majority of clients 

that Prospects engaged and supported were young people predominantly 

around the age of 24. Staff at Prospects explained that the majority of 

referrals were graduates, as this group found it harder to get corporate jobs 

in the City. However, they also assisted several non-graduates. 

2.9 This young person focus was reflected in the interviews with the employers, 

who spoke of the impact the project can have on young people and who 
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made comparisons between different types of employment support for 

young people. 

Target employers  

2.10 The Project Specification guidelines established that Prospects’ activity 

should include active engagement of City-type businesses based in the 

City of London to support the development and delivery of employment 

support activity in the City fringes.  

2.11 Indeed, the research conducted by Inclusion showed that the employers 

Prospects worked with in order to place their clients were in the City, which 

generally tended to be corporate firms in sectors such as finance, law and 

recruitment.  

2.12 Acknowledging that getting a job in the City was often about “who you 

know” the staff member responsible for employer engagement used their 

informal networks and took a proactive approach to identify employers, such 

as approaching people outside the workplace who they thought could help. 

Prospects staff often targeted Chief Executive Officers or individuals in 

senior positions, in attempt to build their network and to influence 

organisational decisions from above, rather getting clients to go through the 

traditional Human Resources route, which was often long-winded. 

2.13 Prospects also undertook a lot of cold calling, responding to job adverts, and 

developed relationships within the City Corporation. However, they explained 

that City employers are the most difficult to engage and please. Moreover, 

they found that found that there can be stigma within such organisations 

around clients who are referred by Jobcentres and that some employers are 

unwilling to change their views, so this was a difficult barrier to overcome. 

2.14 The appropriateness of each employer was decided on a discretionary basis 

from the research of potential employers undertaken by Prospects’ staff and 

from speaking to employers.  
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3 The evaluation  

3.1 The aim of the evaluation is to assess the degree to which the Square Mile Jobs 

(SMJ) project met its objectives in helping unemployed London residents from 

the ‘fringe’ boroughs (Camden, Islington, Hackney, Tower Hamlets, Lambeth 

and Southwark) find jobs in the City.  The evaluation also sought to understand 

the programme’s effectiveness in working with City employers to match their 

job vacancies to prospective candidates from the project.  Qualitative and 

quantitative analyses were conducted to inform the assessment of the Square 

Mile Jobs programme’s economy, efficiency, and effectiveness. 

Methodology  

Scoping phase 

3.2 The initial scoping stage took place in May 2015. The purpose was to 

understand in greater depth the policy intent behind Square Mile Jobs, the 

objectives for the evaluation, and early insights into how the policy intent is 

being translated into project operations. 

3.3 The scoping stage looked in particular at how the service was being delivered 

and explored how it was designed to support people into work. It allowed the 

evaluators to familiarise themselves with the project. This involved background 

research, a desk based review of policy and project documentation, and two 

scoping interviews with staff from Prospects, the delivery organisation.  

3.4 It provided an understanding of what the project was intended to achieve, with 

whom and how. This information provided the basis with which to understand 

what the key success measures are, and helped identify any flawed 

assumptions and identifying deviations in how delivery was originally envisaged 

and any unintended consequences. 

In-depth research 

3.5 The in-depth part of research took place in May-June 2015. This included 

qualitative research with participants (face to face interviews as well as two 

focus groups), employers (telephone interviews), and stakeholders (telephone 

interviews), as follows: 

3.6 Research with participants: 

file://london
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 9 one-to-one face interviews with participants in the project. The objective 

was to explore their barriers to work, their perceptions of the City, their 

support needs, as well as their experiences of the project, the progress they 

have achieved, and any their changes in needs or perceptions. 

 One focus group with participants which explored their views of the key 

strengths of the project and how it could be improved in the future. It 

identified the barriers that were preventing participants from securing a job 

and explored ways in which the support received could have been more 

effective.   

3.7 Interviews with employers: 

 6 in-depth telephone interviews with employers. The purpose of these 

interviews was to explore the employers’ experiences of working with the 

project, views of the job candidates, and how the project could be improved. 

3.8 Interviews with stakeholders: 

 3 in-depth telephone interviews with stakeholders. The purpose of these 

interviews was to collect the views and insights from local stakeholders 

involved in the project (like Council employment services).  

3.9 Data analysis:  

 Client demographic and outcome data was provided by Square Mile Jobs. The 

analysis included a summary of the group characteristics and outcomes, and 

relative performance for different groups.   

 This section presents analysis of the management information collected by 

Prospects during the period 01/01/2013 to 09/06/2015. The data related 

consisted of 127, with each record representing an individual.  
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Referrals from 
JCP and partner 
organisations

One to one 
meeting 
between 

Prospects and 
clients

Further one to 
one meetings 
and tailored 

support 

Participants 
attend events 
and employer 

days  

Job interviews 
with employers 

If 
successful

Positive job 
outcome

If 
unsuccessful

Further one 
to one 

support

Participants’ journey on the programme 

4 Project delivery and 

implementation 

Delivery model 

4.1 Participants are referred onto the programme from Jobcentre Plus and other 

partner organisations that Prospects has liaised with in order to increase the 

number of referrals. Once a participant has been referred onto the programme, 

they have a one to one meeting with one of Prospects’ consultants in order for 

them to find out what type of job the participant had, their education and 

employment history, and what is holding them back from finding a job. From 

there onwards, Prospects’ staff would help that particular participant by 

providing them with advice on CV and cover letter writing, interview 

techniques, and general application process skills. Additionally, they would 

invite participants to attend presentations given by employers on City jobs, and 

employer days that Prospects organised, in which participants were able to visit 

a City employer during a whole day, ask questions and get first hand 

information on how they work.  

4.2 Additionally, Prospects tried to liaise with as many employers as possible 

through their existing networks of employers and through “cold-calling” 

techniques, in order to inform them about the Square Mile Jobs project and 

find out if they had any suitable vacancies for their participants. This way they 

Figure 1: Participants' journey on the project 
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were able to present participants with job vacancies and help them prepare for 

the interviews, tailor their cover letters to that specific job vacancy, and learn 

about the potential employer.  

Project targets  

Initial objectives:  

4.3 As previously mentioned, the Project Specification outlined that the primary 

target group for this project would be participants of working age (18-65) who 

seek employment opportunities arising specifically within City-type businesses.  

Participants would be workless individuals currently living in the City and its 

neighbouring boroughs – Tower Hamlets, Hackney, Camden, Islington, 

Southwark, and Lambeth. It also mentioned that the successful delivery 

organisation should note that direct participants must not include groups 

mandated on to the Work Programme. 35% of participants engaged would be 

unemployed (claiming Job Seekers Allowance) and the remaining 65% would 

be economically inactive.  

4.4 The initial targets were to engage 100 participants each year, of which 30 

would go into jobs and 20 of those would be in sustainable jobs. These targets 

were not met during the first year of the project so they were re-forecasted for 

the second year to 100 participants engaged, with 36 getting into jobs and 13 

of those jobs being sustainable 

What the evaluation found: 

4.5 Table 1 below outlines the initial targets that were set for Prospects to meet 

over the first two years, and the adjusted targets, made following the under-

performance in the first year.  
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Table 1: Project Targets 
 

4.6 As well as changing the targets due to the fact that the project did not perform 

as expected during the first year, the project was also given to another 

department inside Prospects’ organisation.  

4.7 During the second year the reassigned Prospects team managed to meet the 

majority of the new targets set. Therefore, the project’s delivery model 

changed to one that was evidently more effective in achieving results.  

4.8 Additionally, the new Prospects’ staff asked to change the targets for the 

number of participants who had to be economically inactive in order to be able 

to engage more participants in the project. In practice, Prospects’ staff were 

finding it hard to engage the number of participants required to be 

economically inactive, so they ended up engaging more than 35% of 

participants on JSA and less than 65% of economically inactive participants. 

Specifically, 53.5% were in receipt of Jobseekers Allowance, while 32.3% were 

described as economically inactive (no data was provided for the remaining 

14.2% of participants).  

Financial summary 

4.9 Table 2 below presents the financial summary of the project’s annual 

expenditure, the total revenue received, the amount that was spend and if 

there was any underspend. During the first year the project spent the entire 

grant received. However, during the second financial year it underspent by just 

over £30k and during the last months of the project there was also an 

underspent (just under £6k during the first two months of the fiscal year).  

 

Output/ Result Original 

Target

Final 

target

Number of participants enrolled 200 100

Number of participants who received 

6 or more hours of support 100 100

Number of participants who went 

into employment
30 36

Number of sustained job outcomes 20 14

Number of participants who enrolled 

in further training or education 20 11
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Table 2: Annual Project Expenditure 

 

Value for money  

4.10 The model under which Square Mile Jobs is funded is through a payment-by-

results scheme. The delivery organisation (Prospects) is paid for every positive 

outcome they achieve and for sustaining it over 26 weeks. The payments for 

each individual output are as follows:  

 For each participant receiving 6 or more hours of support  - £600.00 

 For further Jobsearch and Training - £600.00 

 For each participant entering employment  - £899 

 For each sustained employment (26 weeks)  - £1,350 

4.11 The original budget was £173,600 but the current actual stands at £158,294.2 

 

Table 3: Meeting the targets 

 

                                        

2 As confirmed by Prospects on the 9th of June 2015.  

Financial 

year

Payment 

received

Grant 

expended
Underspend

April 2013-

March 2014
£43,994 £43,994 £0

April 2014-

March 2015
£71,489 £41,102 £30,387

April 2015 - 

May 2015
£11,148 £5,481 £5,667

Annual Project Expenditure 

Output/ 

Result

Original 

Profile
Final Profile Actuals

% variance 

to original 

profile

% variance 

to final 

profile 

Enrolled 200 100 122 61% 122%

6+ hours 100 100 88 88% 88%

Employment 30 36 24 80% 67%

Sustained 

Employment
20 14 14 70% 100%

Training 20 11 11 55% 100%
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4.12 As previously explained, the targets were changed after the delivery was 

unsuccessful during the first year. Therefore, taking into account the final 

targets from Table 3 that the targets for enrolling participants were surpassed, 

the target for providing 6 hours or more of support is close to be met (currently 

stands at 88%), the target for getting participants into employment is not yet 

met (stands at 67%) and the targets for sustained employment and for 

participants going into training have both just been met.  

4.13 Overall, Prospects have come close to meeting most targets or exceeded some 

of them and have come quite close of reaching the available budget.  See 

Annex I for more detail. 

Risk management 

4.14 Prospects ensured that any possible risks that could arise during their delivery 

of the project were minimised. They have a detailed Business Continuity Plan, 

which outlines plans for responding to issues or unexpected events so that they 

limit potential damage and maintain service delivery. This plan also protects 

Prospects employees and infrastructure by the identification of risk, allowing 

preventive actions to be put into place. 

4.15 The Plan identifies possible occurrences that could relate to a wide range of 

events from physical building damage to injury or death of a client and also 

takes into account that an occurrence could cause reputational risk and result 

in media attention. Regardless of the nature of the occurrence, the key 

elements that collectively make up business continuity response plans are: 

 Incident Response: The initial response to a disruption, which involves the 

protection of people and property from immediate harm. 

 Continuity Response: Processes, controls and resources that are 

implemented immediately following an interruption to ensure that the 

company continues to deliver its critical business services. 

 Recovery Response: Processes, resources and capabilities are re-

established to return to normal operations. This may include 

organisational improvement activity. 

4.16 The objectives of the Business Continuity Plan outlined by Prospects are to: 

identify and assess risks to the business; assess for and limit reputational risk 

and negative media attention; detail the agreed response; identify key 

contacts; ensure the safety of employees and any other persons on site; 
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protect infrastructure and assets; minimise the impact on partners and learn 

from events. 

4.17 With regards staffing and specifically to the Square Mile Jobs project, if there 

were any staffing issues the wider Prospects business group would utilised and 

staff seconded from other parts of the business.  

4.18 As no issues requiring the plan have arisen Inclusion have been unable to 

evaluate its effectiveness. Nonetheless it is apparent that clear processes would 

at least to an extent, help to minimise risk incurred.  

How the policy intent has been translated into 

practice  

4.19 The overall aim is of Square Mile Jobs is to increase the number of residents 

who can access jobs in the City. Overall, the range of employers and 

stakeholders interviewed understood the policy objectives of the project to be 

to reduce the inequality of access to high-quality employment and to enable 

residents in traditionally disadvantaged boroughs to benefit from the 

opportunities available in the City of London; through tailored support and job 

brokerage.  

“To encourage graduates and unemployed people to apply for and get jobs in 

the Square Mile, and to provide necessary support to allow these groups to do 

this. Underlying need is exposure to jobs and how to apply for work, using 

new techniques such as social media, and networking.” (Stakeholder) 

"The policy intent behind the project is non-discriminatory employment... My 

impression of the main objectives are that it is a conduit to help people into 

work, so whether they've got a graduate degree or not, to feel like there isn't 

a barrier for them to get into work, and I think it's focused around the Square 

Mile...” (Employer) 

4.20 From the range of views and opinions gathered by Inclusion’s researchers it 

was found that overall, the stakeholders and employers interviewed broadly 

agreed on the policy intent of the project. Most of them established that the 

aim of the project was to help local residents into “City type jobs.”  

4.21 Underneath this, the project was considered to be in place to “develop learning 

and materials so that brokerages in the neighbouring boroughs can better 

support their clients into City type jobs” (Stakeholder);  help schools, colleges 



Square Mile Jobs Project Evaluation 

20 

 

and universities in the areas to understand more about what it takes to get 

jobs in the City; and reduce unemployment and increase social mobility. 

4.22 Regarding whether the objectives were realistic or not, most stakeholders and 

employers interviewed were actually not aware of the targets the project had, 

so most of them said that they could not comment on that aspect.  

"I'd say they are worthy, I don't know what their actual targets are... I don't 

know enough of those details to say whether they're ambitious enough..." 

(Employer) 

4.23 However, one employer mentioned that he thought they were too small and 

that they were not ambitious enough, although he did not know the actual 

numbers.  

"I don't think they're ambitious enough to be honest, I think there's a lot of 

opportunity available...I certainly think they were realistic...I don't know the 

targets but I think they were quite small, I think they could have been 

higher....but I don't know what the criteria were for getting on the scheme..."  

(Employer) 

The underlying need for the project 

The project’s initial objectives: 

4.24 The Project Specification document established that the Square Mile Jobs 

project targets particularly disadvantaged areas. In particular, the 

unemployment rates in the City fringe areas, as measured by Jobseeker’s 

Allowance claimant rates, are on average higher than the average for London. 

Unemployment in the City fringe boroughs tends to be concentrated in those 

wards with a higher proportion of black and ethnic minority groups. Many 

unemployed people in the City fringes have remained long term unemployed 

even during periods of high employment due to a complex set of barriers, 

which would need to be more effectively met in order to facilitate access to 

employment. 

4.25 It also recognises that, while the workforce demands of financial and related 

business sectors in the City of London are both high and low skilled, the 

existing labour market profile for the City fringe area is predominantly low 

skilled. In comparison with London as a whole, the qualifications gap for school 

leavers in the City fringes has narrowed over the last few years, but the overall 

level of attainment still remains significantly below the London and England 
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averages. Interventions to improve access to, and retention at this level will 

therefore need to address some of these core issues and in some instances 

difficulties. 

What the evaluation found: 

4.26 Interviewees were asked what they thought the existing underlying need for 

the project is. Although everyone Inclusion spoke to thought that there is an 

actual need for the Square Mile Jobs project; their opinions varied on what they 

thought the underlying need that the project is seeking to address was.  

4.27 One employer explained that it was good to see an organisation that focused 

on employment side of things as it is not just about engaging clients  

“They give participants knowledge of the job market, how to behave and how 

to dress...the quality for that kind of provision for young people in London 

isn't as good as it could be, so I think there's a huge need." (Employer) 

4.28 Other answers given were that the project is addressing inequality through 

providing opportunities for more disadvantaged people who have talent but 

require additional support; that the project was reducing the divide between 

those who work in the City and those who live around it by enabling them to 

“share in its wealth and opportunity”; and that the project was addressing the 

lack of confidence in young people who might not have work experience by 

making them “less afraid.”  

"I work in recruitment, so I understand that there is a  struggle, particularly 

for graduates or school leavers to get that first job, and getting a serious job, 

as in not working in the service industry or a low paid, low level...it's very 

tough at the moment, they are really struggling to get into work. So I would 

say absolutely there is a need for a project to do that, whether that's the 

correct push for that project or not I don't know... any project that helps 

people to get into work is massively valuable..."  (Employer)  

“I’m not aware of any other projects addressing the issue (outside of private 

sector/grad schemes), especially for people who do not have a degree..." 

(Employer)  

"Based on the candidates I've seen that have come through Square Mile Jobs, 

I'm not sure any of the candidates would have known to or thought about 

going through a traditional recruitment agency. But having access to the 

Square Mile Jobs project and the connections that they have with the 
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Universities, it's given those sorts of people another outlet or opportunity to 

get jobs that they may not have otherwise have heard about."  (Employer)  

4.29 Despite the apparent need for the project, there was some confusion around 

what was meant by “City Jobs” amongst participants. The majority of 

participants interviewed had been looking for jobs both within and outside of 

the city; and their only criterion was that it was in a location that was 

commutable, rather than it being a job within the Square Mile. Those who were 

determined to get work in this particular area had a clear idea of what they 

wanted to do, within a corporate sector. 

4.30 A question raised was what exactly is meant by 'the city', and it became clear 

that some participants (and potentially employers as well) assumed it meant 

London more broadly.  

4.31 Moreover, it is debatable that the notion of 'city jobs' still had relevance to 

participants, particularly young people, who made up the majority of the 

project, seeking work in a labour market which is understood as being intensely 

competitive. 

How Square Mile Jobs fits with existing support 

The project’s initial objectives: 

4.32 In the Project specification document it was specified that the project should 

build on the existing range of employment support and job brokerage services 

available within the City of London and its neighbouring boroughs (Tower 

Hamlets, Hackney, Camden, Islington, Southwark, and Lambeth) providing a 

focus on and links into City-type businesses (e.g. banking, accounting, 

insurance, law and consulting) located within the City of London. 

4.33 Bearing in mind that there are several existing job brokerage services open to 

and often well used by residents of the City’s neighbouring boroughs, the 

project should be distinct from the services delivered by these existing job 

brokerages in that it would provide a service tailored specifically to employment 

opportunities arising within City-type businesses, including outsourced services 

based within City-type firms.  The project would support jobseekers currently 

living in the City’s neighbouring boroughs, to access these employment 

opportunities in City-type businesses. 

4.34 The project should specifically address the following key gaps, identified by the 

City Corporation: 
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 The lack of ‘City’ focus with regard to much of the general employment support 

in the City fringes;  

 The limited involvement of City-type businesses in shaping job search, 

employment support provision and Information Advice and Guidance provision in 

the City’s neighbouring boroughs; 

 Challenges that job brokerages face in screening and vetting candidates for 

vacancies in City-type firms; 

 The lack of soft skills preparation of candidates for roles in City-type businesses, 

communication, presentation skills, and so forth; 

 Lack of awareness locally of the wide range of roles available within City-type 

businesses and ways of accessing these; 

 Inaccurate preconceptions of City businesses by City fringe residents; and 

 Inaccurate preconceptions of City fringe residents by City businesses. 

What the evaluation found: 

4.35 Most of the stakeholders and employers interviewed believed that the support 

that Square Mile Jobs provides is complementary to other types of support that 

exists in the area, and that there has been no duplication with these 

programmes. Although those with knowledge of the sector explained that there 

is quite a lot of support to help young people find work; the focus on the jobs 

in the Square Mile or the City was recognised as unique. Thus, the added value 

of the project was identified as the ability of Prospects to “open up” the City to 

a range of people who were not aware of the opportunities that exist there; by 

both using their networks to identify relevant opportunities and supporting 

participations with the often complex and daunting application process.   

“Added value is that it's supporting candidates into jobs specifically in the City 

rather than general jobs and provides support to candidates so that they can 

access these jobs.”   (Stakeholder). 

4.36 Furthermore, the narrow focus of the project meant that staff could offer 

specialist support which was seen to be an added value because “they can get 

further along as they are doing one particular thing rather than 16 different 

things." (Employer) 
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4.37 The role of City of London Corporation was also mentioned as their ownership 

and support for the project seen as an added value as well, because they are 

“experts” in the area and could add clout to the project. 

4.38 In addition, as Prospects could offer tailored support to participants, by setting 

an individualised plan for each of them, it was felt that they could offer “that 

little bit extra compared to the Jobcentre, which is limited in the type of 

support it can provide.” (Employer)  

“[The Jobcentre] are just used to finding any jobs, they weren't listening to 

what I wanted to do... which I don't think is right, especially for someone who 

has gone to university to focus on a specific area... I didn't want to work in a 

bar or retail or something like that.” (Participant) 

4.39 Whilst the fact that Prospects used feedback to inform, support was seen as 

something that set it apart from other employment projects: 

“Other employment programmes are offering 'outdated' support which can be 

'set in stone'. Square Mile Jobs offers individualised support and puts this into 

action. Square Mile Jobs is constantly seeking feedback and opinions to inform 

support, this sets it apart from other jobs programmes.” (Stakeholder) 

4.40 Lastly, the quality of the Prospects staff and the candidates they put forward 

was praised. Staff were considered to be supportive and efficient, and were 

often able to put forward high quality candidates for vacancies. Similarly, staff 

at Prospects felt that their attitude helped and encouraged participants: 

“Clients can relate to the passion we have and that rubs off on them.” 

Meeting the needs of employers 

The project’s initial objectives:  

4.41 In their project tender, Prospects specified that they had done previous 

research on what employers look for and how to meet their needs. The 

research showed that the key needs in a potential candidate that employers 

look out for are (percentages show proportion of employers concerned about 

competency): literacy (52%); numeracy (49%); business and customer 

awareness of graduates (46%). Employers also said that there were 10 key 

attributes they look for in applicants: appropriate qualifications, punctuality, 

good communication, evidence of transferable skills, knowledge of the 

company and role applied for, accuracy, honesty, smart personal businesslike 

presentation, enthusiasm and flexibility. Prospects’ initial research also explored 

what employers were hoping to get out of their engagement with the project, 
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and most responded that they were hoping to find candidates with the previous 

key attributes.  

What the evaluation found: 

4.42 Inclusion’s research found that employers chose to get involved for numerous 

reasons, a predominant one being that the objectives of Prospects aligned with 

their own organisations objectives in some way. Therefore, when Prospects 

placed a candidate within a firm, this met the organisations needs because 

they were able to hire a local resident, who was often unemployed or 

unprivileged – and therefore they felt they were aiding a “worthwhile cause.” 

4.43 By putting forward candidates for roles within these firms, Prospects were able 

to assist employers with their recruitment process, and by supporting 

candidates for interviews and assessments, they were able to make sure these 

candidates were prepared. For example, one employer explained that having a 

good quality pool of candidates being sent through was particularly beneficial:  

 “From an employer perspective there is a certain quality and quantity of 

candidates that we can get from one place is a massive benefit from us, and I 

would say that is a massive benefit to anybody looking to bring unskilled or 

untrained people into an organisation."  (Employer). 

4.44 Another employer explained that the Square Mile Jobs project offered a good 

alternative to recruitment agencies because they put forward candidates that 

you would not otherwise see, and who would not have otherwise found out 

about the company or job. Therefore using a firm like Prospects was a 

“charitable purpose.” 

4.45 A particular strong view among the employers and partner organisations 

interviewed believed that most of the candidates Prospects put forward were 

capable of going through a standard selection process like any standard 

candidate, and some of the participants were hired at the City-based firms. A 

few of the participants got a job in the first firm they interviewed at, while 

others were successful at the third or fourth firm they interviewed at, which 

seems to be quite standard for City-based job vacancies.  

4.46 However, a minority of the employers interviewed did raise the concern that at 

the events they held the participants were lacking the appropriate attitude, that 

most of them did not seem interested in the presentation and that they, as 

employers, would not consider interviewing them for a job role.  
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4.47 Overall it was generally felt that Prospects was able to put forward good quality 

participants that would be suitable for the job vacancies being advertised. 

There were a few cases of participants who seemed not to be as interested as 

prospective employers would have expected them to be. Employers were in 

general glad to have high quality participants being put forward for their 

vacancies.  

Preventing duplication with other projects  

4.48 The evaluation of the project to date suggests that the project is 

complementary to other existing support services, rather than substitutive. This 

is due to the fact that is very focused geographically, within the boundaries of 

the City of London; and because it also focuses specifically on corporate firms. 

The employers and stakeholders interviewed were not aware of any other 

support to help people get jobs in the city, an area understood to be “quite 

prestigious.”  

4.49 There was also evidence of Prospects forming partnerships with similar 

organisations to increase referrals. For example, a different employment 

project that addressed similar needs, but covered a different geographical area, 

to set up a partnership with Prospects whereby they referred people to Square 

Mile Jobs. 

4.50 In addition, Square Mile Jobs targets people on Job Seekers Allowance or who 

are economically inactive from the six fringe boroughs. Even though the project 

has been open to people aged 18-64 who meet the previous criteria, in practice 

it has engaged mostly young participants who were fairly recent graduates.  

4.51 The project also offers individualised and tailored support, which is both 

catered to the needs of each of the participants and prepares them for 

corporate jobs in the City. The combination of these factors has set the project 

apart from other types of general employment support available in the London 

area.  

Delivery partnerships  

4.52 The sole responsibility of delivering the Square Mile Jobs project was given to 

Prospects following a competitive tendering process. They were in charge of 

engaging with participants, providing the one to one and the group support, 

engaging with employers; and organising the presentations given by employers 

and the employer days when participants visited a firm based in the City.  
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4.53 Prospects appointed two City Engagement Consultants. The role of one of them 

was to engage with City employers and find out about any suitable vacancies 

and the role of the other was to engage more with participants and provide the 

one to one support with them. They were both in charge of organising the 

events and presentations given to participants. In practice however, their roles 

and responsibilities overlapped in order to provide the necessary flexibility to 

meet the needs of employers and participants.  

4.54 In order to better deliver the project Prospects partnered with local 

organisations to refer participants onto the Square Mile Jobs project. They also 

liaised with employers and other organisations to deliver the presentations at 

the informative events and to facilitate the employer days.  

Project’s delivery processes and systems 

4.55 Referrals came through job brokerages, such as Jobcentre Plus, and from local 

employment support services including Hackney Works, Lambeth Works and 

Southwark Works. The employer engagement officer at Prospects took a 

proactive approach and visited these locations to build relationships and 

provide them with information to encourage referrals. They also did outreach 

work with local councils.  

4.56 At first, referrals were very limited; partly due to the initial target group criteria 

of just people on JSA or who were economically inactive. Therefore, Prospects 

staff had to begin to actively recruit participants using the methods outlined 

above in order to increase referrals. The majority of the participants referred 

were university graduates.  

4.57 When Inclusion researchers questioned participants about why they signed up 

to Square Mile Jobs, Prospect’s partnerships and links with employers was a 

common reason why the project appealed to them.  

4.58 Prospect’s reputation also became visible at this stage, because one participant 

spoke about their friend finding a job through Prospects, and others explained 

that they had heard that they were “good at what they do” from friends who 

had recommended the project or from referral partners. 

4.59 Furthermore, it became evident that the proactive approach take by Prospects 

staff to build relationships with local job brokerage services was successful 

because some of the young people interviewed were referred by employment 

advisors at these services who persuaded them that Prospects would be able to 
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help them find work. Hence, having the buy-in of advisors who were trusted 

led to a greater number of referrals to the Square Mile Jobs project. 

Project activities 

Projects’ initial objectives:  

4.60 The Project Specification document established that the project would provide 

training and support - actively informed by City-type businesses located within 

the City of London - to help residents of the City and its six neighbouring 

boroughs named above into work within City businesses. We would expect 

roles typically to be at non-graduate, entry level or in a support function.  It 

clearly stated that active involvement of City businesses in the delivery of the 

support was essential and that, while the direct provision of training and 

support is important, London Councils also requires the project to develop a 

legacy of longer term improved awareness and knowledge among City fringe 

employment support agencies of the needs of City-type businesses. 

4.61 It specified that activity should include:  

a) Outreach to residents of Southwark, Lambeth, Tower Hamlets, Hackney, 
Camden, Islington, and the City itself, to offer a specialised employment 
support service focused on employment in the City of London; 
 

b) Active engagement of City-type businesses based in the City of London to 
support the development and delivery of employment support activity in the 
City fringes.  
 

c) Provision of at least 6 hours of one-to-one practical employability support and 
training for 100 participants, aimed at the requirements of jobs within City-
type businesses and  likely to include but not be limited to CV preparation, 
assistance with job applications and interview preparation, identification of 
networking opportunities and development of relevant soft skills; 

d) At least 2 hours of each 6 hours of support provided to participants should be 
developed and delivered with direct involvement of City businesses, with a 
minimum of 15 City businesses to be involved over the duration of  the 
project; 

e) Support for participants to gain an understanding of the available 
employment opportunities found in the City and support to identify and apply 
for specific employment opportunities located in City-type firms in the City; 

 

f) Matching of prepared participants with emerging job opportunities within City-
type businesses; and 
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g) Delivery of a ‘legacy’ of improved awareness and knowledge among City 

fringe employment support agencies of the needs of City-type businesses 
achieved through innovative dissemination of good practice and lessons 
learned throughout the project. 

What the evaluation found:  

4.62 From the research and documentation received Inclusion found out that during 

the first year (2013-2014), the project fell behind in terms of hitting targets for 

participant engagement and job outcomes. The focus at the start of the second 

year was therefore on outcomes due to the backlog created as a result. The 

model took shape throughout the second year to include personalised one-to-

one support, group sessions with participants and event days with employers 

that included workshops and presentations.  

4.63 Figure 2 (below) outlines the support that participants who extended the focus 

group received from Prospects. 
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Figure 2: Support received on Square Mile Jobs 
 

4.64 During the personalised one-to-one support sessions Prospects’ staff spoke 

with participants to find out what types of jobs they were looking for, and why 

they thought they were not being able to find a job, in order to come up with a 

tailored plan of action for each participant. These sessions also included advice 

on writing CVs and cover letter’s as well as advice on interview techniques that 

were specific to the job description and sector; and they helped participants to 

explore other possible career paths or “detours” to help them achieve their 

ultimate career objectives.  

4.65 Prospects also held group sessions for participants that were intended to 

motivate them through either informative presentations or intense job 

searching as a group. This was seen as effective in helping participants to find 
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vacancies and submit applications quickly because of the strict structure 

whereby they were unable to leave the room for a set period of time.  

4.66 Participants in the focus group explained that they would have liked more 

group sessions because such sessions enabled them to meet with other 

participants who were in their same position so they could also find out what 

was holding them back in securing a job. Therefore, this format of support 

where they were able to share common experiences, successes and 

frustrations in the job search with their peers appeared to be well liked. 

4.67 Prospects also organised for some employers to give presentations on different 

subjects that could be of interest and useful for participants. This included; the 

“hidden jobs market”, the different types of job role and subdivisions within the 

financial sector, what a job in the City really involves and how to use social 

media to find a job.  

4.68 Event days with employers consisted of a full day visit to a City-based 

employer. Participants learnt about the day to day activities of the firm and 

what qualities and skills they would need to become part of it. They also had 

the opportunity to ask employers questions about how the interviewing and 

selection process works. Noticeably some participants went on to get interviews 

with those employers, were successful and ended up working there.  

“Me and my colleague both signed up for Prospects and thanks to Prospects 

we had the opportunity to go to visit the firm, be part of the application 

process and then got offered a job there. It was all really quick, like 2 weeks.”  

(Participant) 

4.69 Prospects staff take participants on “City walks” that involved taking them 

around the City, showing them the offices of different sectors, which is a direct 

example of how they were able to overcome the divide between the City and 

those who live around it, as they were able to make it seem more accessible to 

individuals on the project – some of which may never have been there before 

and may have had misconceptions about it.  

4.70 Lastly, the Client Engagement Officer maintains contact with those participants 

who are in-work, through phone calls or social media. However, the in-work 

support offered seemed to be quite informal and at the Engagement Officer’s 

discretion, since there is no formal requirement for them to stay in touch with 

participants. 

4.71 Nevertheless, participants who had gone into jobs generally felt that they could 

come back to their Engagement Officer at Prospects if they felt like they 
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needed support again from them. For example, if the job had not been what 

they had expected and they wished to find another job.  

“When I started working here and things were not going well I thought about 

contacting [Name of Client Engagement Officer] but then things got better so 

I didn’t. If I became unemployed [Name of Client Engagement Officer] would 

be the first person I’d contact.”  (Participant) 

  



Square Mile Jobs Project Evaluation 

33 

 

Support Session: An Observation 

An Inclusion researcher attended one of the presentations delivered by 
Prospects on how to use social media to find jobs, and how to make sure 
that social networks do not play against you when job searching; by 
making sure that your personal profiles is adequate from an employers’ 
point of view.  

The session started with a fun quiz that taught participants how important 
it is to pay attention to details. Everyone introduced themselves and 
explained what types of jobs they were looking for, how long they had 
been unemployed for and why they thought they were struggling to find a 
job.  

During the presentation participants received advice on how to sell 
themselves better on their CVs; for instance, by explaining why their work 
experiences were only a few months in length, or that it is not necessary to 
specify that a certain work experience was unpaid. They were also asked 
one by one what they would be doing on a normal day and their 
approaches to looking for jobs, which was followed by advice on what they 
could do differently, and how to apply for jobs more specifically, for 
example by sending their CVs directly to a manger instead of going through 
the regular online application process or through the Human Resource 
department.  

The presentation focused on how to job search through social media 
(Twitter, LinkedIn, etc.) and potentially network with staff at organisations 
that they may be interested in. This also proved to be a good way of 
getting information about the company that participants would like to apply 
to, rather than just reading what is on their website. Finally the 
presentation gave participants ideas on how to connect with already 
established networking groups.  

Overall, the presentation was quite generic, covering how to look for jobs 
through specific tools. That being said it had an individualised component 
in the sense that the numbers attending the session were minimal (only 
three participants plus the researcher) which meant that each participant 
had the opportunity to speak about their own personal experience in 
looking for work, and consider how to overcome the barriers preventing 
them from employment.  

 

Box 1: Support session 
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Learning events  

4.72 As part of the delivery of a ‘legacy’ element of improved awareness and 

knowledge among City fringe employment support agencies of the needs of 

City-type businesses Prospects delivered five learning events throughout the 

duration of the project. The events covered a range of topics and were held 

from September 2013 to February 2015.  

4.73 The events organised were the following: 

 Event 1 – 23/09/2013 – The art of finding opportunities in the City. 

 Event 2 – 16/12/2013 – Finding a job in the City using social media. 

 Event 3 – 13/05/2014 – How to achieve success through CV’s and 

applications. 

 Event 4 – 26/09/2014 – Preparing candidates for interview and assessment 

days in the City.  

 Event 5 – 20/02/2015 - The road to City Jobs - How to help non-graduates 

source corporate roles.  

4.74 After every event Prospects produced a youtube video summing up what had 

been discussed and the main learning points from each event.  

Learning event 1: The art of finding opportunities in the City.  

4.75 The first Square Mile Jobs learning event was hosted by Deloitte at one of its 

central London offices and was attended by 3 employers and representatives 

from 17 job brokerages, 2 colleges/universities and the City of London. During 

this event City employers from Deloitte, Mazars and Alpine Executives advised 

participants on where and how to access job opportunities. The event was 

designed as an interactive session so attendees then had the chance to pose 

questions to the panel and delegates participated in group tasks to raise 

awareness of the different ways to gain access to jobs in the City. These 

included networking, work experience and job brokers. At the end of the 

session each group had to present their findings and a cartoonist captured key 

ideas throughout the session, which were then displayed.  

4.76 Overall, the focus of the first event was about helping the job brokerages and 

the other agencies that advise people how to get work on how to access 

opportunities in the City, providing a learning event that would help the people 
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who advise unemployed people in the fringe boroughs how to access job 

opportunities and to share information and knowledge.  

“There were two things I found particularly useful today; one was absolutely 
validating some of the things we do already, it’s been really good hearing other 
organisations talk about what they do to support their job seekers (...) and the 
other thing I found was very useful today was particularly around searching for 
job opportunities. I found out about various tools in various websites that I can 
pass on to my job seekers to assist them with their search for work”. 
(Recruitment Manager).  

“I really enjoyed the event today. I suppose the one thing I took out if it was 
access really (...), how you get young people, who are long term unemployed, 
with a broken job history and perhaps not as strong academically as other 
candidates, how you get them jobs in the City.” (Local Authority staff).  

“I thought today’s event was absolutely brilliant, I really liked, especially, 
hearing the views of the employers who work in the City who are pretty much 
saying: “we are open, we want to employ more people in the City, we want to 
open up access to City jobs and what was also really good for me to hear today 
was from one of the smaller employers in the City who are saying that they 
advertised a job and only received two applications. So, there are opportunities 
out there, it’s just for me to go back and advise my young people: be 
persistent, be motivated, and go for the jobs that are out there. It’s been a 
really good event, I’m glad I came.” (Youth Centre staff).  

4.77 Prospects sent an email after the event to all their subscribers detailing the 

main learning points from the event. The learning points were arrived at by 

using the information from the employer panel discussion, the feedback from 

the task on the day, the employer and brokerage questionnaires and the 

evaluation forms. 

4.78 Of all the participants who attended the event, 16 filled out evaluation forms. 

Overall, the feedback was very positive. All 16 participants said that the 

content of the event had been relevant for them, 15 agreed that the event had 

been beneficial to them and 13 said that they had received the information 

they expected (two had negative feedback regarding this but one person said 

no in a positive sense). Everyone except one person thought that sufficient 

time had been provided for the event. This person thought that the event 

should have lasted for half a day instead. Other feedback received included 

how to use social media to find work and more on how to fill in online 

applications. Some attendees also would have liked more business to 

participate in the event and more examples of specific vacancies.  
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Learning event 2: Finding a job in the City using social media.  

4.79 Responding to the feedback received after the first event, the second learning 

event that took place covered how to find jobs in the City through social media. 

The session focused on social media in job hunting; how job seekers can use it 

to help them find their perfect job but also how it might count against them. 

Staff from Cloud Nine recruitment Group, Engage Group and from CF 

Appointments provided the keynote presentations, which included information 

and key facts for potential candidates looking for employment in the City, 

showing how social media is increasingly used during the hiring processes. As 

in the first learning event, there was an opportunity for delegates to pose 

questions to the panel. Participants then looked at four case studies and were 

asked to make suggestions as to how they would improve the candidates’ 

online visibility, including incorporating techniques to make any social media 

profile searchable and attractive to potential City employers.  

4.80 Of the participants who attended the second learning event only three filled in 

the evaluation forms. Their feedback was very positive, they all believed that 

the content of the event had been relevant, that the event had been beneficial, 

that they had received the information they expected, and that enough time 

had been allocated for the event.  

4.81 Regarding what other topics participants thought could be useful for them and 

their clients one participant felt that he/she would like to know more about jobs 

and training for participants with low qualifications and with limited work 

experience.  

Learning event 3: How to achieve success through CVs and 

applications  

4.82 This event was hosted at one of Santander’s central London offices and 

provided by Prospects. Consultants and employers from Parkhouse Bell, 

Santander and Outshine provided advice on preparing potential candidates. 

This included developing an employable mindset and skills as well as career 

path opportunities within banking. Again, each of the presentations was 

followed by an opportunity for questions and answers and delegates then 

participated in a group activity, led by one of the consultants. The activity 

focused on identifying key points and skills on a candidate’s CV when applying 

for City jobs. Following the main event a networking session gave delegates 

the opportunity to chat with the event speakers.  
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“I think one thing that I’ll take away from today is that really the mindset and 
the personal qualities that candidates have is more important than their skills 
and qualifications.” (Employability Officer).  

“I think it’s just getting an understanding of recruitment in a corporate 
environment as opposed to working in the public sector, it’s just having an 
insight on how corporate organisations like Santander would manage their 
recruitment process”. (Staff from the VCS sector).    

4.83 Overall the feedback received was very positive. 15 participants who attended 

the learning event filled the evaluation forms and said they found the event 

was good and provided useful and valuable information. They highlighted it 

provided good up-to-date information, useful information about CVs, covering 

letters, advice on how to interact with employers. Most people attending the 

event agreed that it was a very good event overall.  

4.84 Areas for improvement that were brought up were that the event could last a 

bit longer, as some parts felt a bit rushed, that it would be useful to have more 

examples and to have more employers presenting in the future.  

4.85 Regarding the topics that could be covered next time participants highlighted 

that it would be interesting to hear about job search and job opportunities for 

people with disabilities/health conditions and ex-offenders, interviewing skills, 

job brokerages for older people also, not just young people. Other topics that 

participants would like to see covered in the future were: telephone screening 

interviews, information and tips on how to support clients, and how to manage 

their unrealistic expectations.  

4.86 Some participants also mentioned that the sessions could be longer to include 

half a day or even a full day.  

Learning event 4: Preparing candidates for interview and assessment 

days in the City 

4.87 This fourth event was held at Eversheds and began with a networking 

opportunity for attendees before the presentations from the guest speakers. 

The event provided with employers’ advice and tips on how do to successful 

interviews, how to create a good first impression and be successful at 

assessment centres. It was a very dynamic session with a mixture of employers 

and people who advise candidates who are looking for jobs.  
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“It was a very useful event, it gave a lot of insight to a side of recruitment that 
we don’t generally see, very useful to know what employers are looking for” 
(Job Brokerage Officer).  

4.88 Fifteen participants filled in the evaluation forms. Most agreed that the event 

had been very useful and informative, and that it was good to get the 

employers’ advice on tips for interviews. It was an interactive session that 

people working with job seekers thought would help them in performing their 

current jobs.  

4.89 Regarding possible areas for improvement the following ideas came up: there 

could be more variety to the discussion and more advice for non-graduates, 

having more speakers to do talks on employability and targeted to specific 

areas, covering more employers and more diverse sectors  

4.90 When it came to topics that they would like to see covered next attendees 

mentioned: how to get a job in the City without a degree, how to get into 

various sectors such as public and private sectors, how to fill in online 

applications and write good personal statements and what employers want to 

see on a CV, how to build confidence into job seekers, more advice on school 

and college leavers, more focus on non-graduate apprenticeships. It was also 

brought up that it would be interesting to talk to job seekers to hear their 

perspectives.  

4.91 The parts of the event that they found most useful and beneficial were: the 

speakers and their presentations themselves, hearing about each company’s 

interviewing process and realising how important first impressions are, and 

discussing with other practitioners.  

Learning event 5: The road to City Jobs - How to help non-graduates 

source corporate roles  

4.92 The last event brought together employers, recruiters and people working with 

job seekers to discuss on what helps specifically non-graduates into corporate 

roles. The event showed that there are a host of opportunities in front office 

job roles and back office support type functions for non-graduates.  

“So there really are a host of opportunities in some front office type roles and 
also back-office support functions for non-graduates.” (Job brokerage 
officer).  

“Non graduates get jobs in the City if they are graduate calibre. And that 
means you need to display something about your personality, about your soft 
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skills, about the ability to mix with people, to listen – all of that is really 
important”. (Staff from the VCS sector).    

4.93 Overall the feedback received was very positive. Participants described it as 

thought-provoking and said that it was very informative and gave them new 

ideas on how to work with their clients. They thought the event was very 

meaningful and that it was inspiring to hear personal stories of how the 

presenters started their professional careers.  

4.94 As possible areas for improvement it was just brought up that it would have 

been useful to explore more entry level job options, as participants were 

generally very pleased with the event.  

Overall feedback from the events 

4.95 Overall, both employers and staff from organisations who work with job 

seekers had a very positive view and feedback from the learning events. 

Participants liked the fact that the events were designed to be interactive, so 

views and best practices could be shared among professionals. It was agreed 

that the content included was relevant to the participants’ jobs, useful and that 

it provided valuable information.  

“The information will be shared with colleagues and other practitioners at 

meetings and one to one interactions”. (Participant at event).   

“The event was excellent. I learnt some points I didn’t know and this will help 

me in my current job as a training coordinator”. (Participant at event).   

“Very useful information. I can increase the support i give to students.” 

(Participant at event).   

4.96 They also commented that it was good to have networking opportunities with 

other practitioners of the same sector, and to confirm and validate that the 

approaches they are taking to helping young people find jobs are the adequate 

ones. It was also highlighted that it was very useful to hear directly from City 

and corporate employers: what they are looking for, and their tips and advice 

on how to gain corporate employment.  

“I didn’t know about this project. This is another area that I can tap into for my 

clients”. (Participant at event).  

“Excellent network and very useful to hear employers’ perspectives”. 

(Participant at event).   
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“It was really useful to get the employers’ advice and tips on interviews”. 

(Participant at event).   

“What I found most useful about the event was the mix and blend of the 

speakers, bringing an interesting perspective. They all gave useful tips that can 

be practically used straight away”. (Participant at event).   

4.97 Regarding areas for improvement and additional topics that participants would 

have liked to see covered it was brought up that participants would have liked 

to learn more about how to help the hardest to reach job seekers: those with 

low qualifications, limited work experience, disabilities or work-limiting health 

conditions, ex-offenders, and older people (not just younger people). Some 

mentioned it would have been useful to hear more about entry level job 

options for their clients.  

“More employers and more diverse sectors need to be covered”. (Participant 

at event).   

“More focus on non-graduate apprenticeships, school leavers, etc.” 

(Participant at event).   

4.98 Some people taking part in the events would have also liked to hear more 

about how to manage their clients’ expectations when these are unrealistic, 

and how to build confidence in their clients when they have low self-belief and 

low levels of confidence.  

Retaining participants 

4.99 The tender document presented by Prospects specified that their way of 

interesting and retaining participants would be through their marketing 

strategy, by detailing the benefits e.g. free training (First Aid Training, Food 

Hygiene, key skills, City Walk). They would also offer free gym membership for 

project completion and provide free ‘business’ clothing from Dress for Success. 

They acknowledged in their tender that their target clients often have had 

negative expectations which prevent them starting and remaining on 

programmes. Therefore, Prospects staff would be trained in cognitive 

behavioural therapy techniques (CBT), since Prospects advisers have 

successfully used CBT techniques with long term workless adults helping them 

break through negative perceptions of themselves and their abilities. This was 

seen as an important tool in retaining people on the project as well as regular 

contact by text, email, Facebook and face-to-face. 
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4.100 Inclusion’s researchers found that, Prospects did use social media networks to 

reach and retain participants. During the fieldwork it became clear that 

participants were retained through the highly personalised support and one to 

one meetings, and regular texting and calling from Prospects’ staff. There was 

also some evidence of Prospects’ staff providing business outfits for participants 

who did not own one for their interviews. However, there was no evidence of 

Prospects offering free gym membership to participants for project completion. 

Prospects staff had solid previous work experience in working with long term 

unemployed people, such as Work Programme clients.  

4.101 The approach of Prospects staff was praised by participants, and several 

participants interviewed explained that the support they received was better 

than support they had received elsewhere in the past. This was through 

Prospects clients were able to access more relevant vacancies than previously 

as staff better understood their career objectives. 

“They appeared more enthusiastic and more certain than the people I was 

with before, they were able to open my yes to a whole lot more opportunities 

that were available before.” (Participant). 

“Prospects genuinely wants to help you and are more motivated, and also 

have more connections. You can really tell when someone really wants to 

help you and are not just doing it because it's their job.” (Participant). 

4.102 Similarly, when Prospects staff were interviewed they stated that their 

“commitment and dedication” to the Square Mile Jobs (SMJ) project had a 

positive effect on clients motivation and confidence, which made SMJ differ to 

other employment projects. In order to engage participants in the project they 

changed their job titles to “consultants” rather than “counsellors” so 

participants would feel that they were properly suited to help them find work in 

the Square Mile and that they were aware of the “City-style” context.  

4.103 However, one participant reflected that he did not feel he had got as much out 

of the support offered by the Square Mile Jobs project because he had not 

been motivated enough to take up their support offer. Although he originally 

blamed himself for this, he later reflected that this was also because he did not 

feel that the support was relevant to him, or structured enough. Part of 

Prospects’ approach to retaining participants was through follow up phone 

calls, which he did not find helpful: 
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“Prospects just contact you and say how's it going? If you need any help then 

let us know so they can't really see you that often unless you communicate 

with them.” (Participant).   

4.104 This participant felt that he would have been able to engage more with the 

Square Mile Jobs project if it had offered more structured support and 

organised activities. He felt that it was a long way for him to travel to attend 

their offices, and would have felt more willing to do this if the activities and 

events had been more clearly defined; he explained that graduate programmes 

and assessment days offered by the Jobcentre were more useful.  

4.105 Additional activities that participants suggested to help retain their interest 

were: training (especially in giving presentations), group assessment days, 

interviews with employers, seminars and networking opportunities.  

4.106 Participants also felt that more could be done by Prospects to find and identify 

‘entry level jobs’. This observation was also made by a senior stakeholder who 

suggested that in the future more should be done to build up knowledge, 

within Prospects, of entry level jobs in the City’s labour market. 

 

One-to-one session: An observation 

During the fieldwork, a one-to-one session with an unemployed participant 
was observed.  
 
Participants were asked why they thought they had not been able to secure 
work and mentioned that they were lacking the appropriate Excel skills. 
Consequently, the Prospects’ advisor found him an Excel course which can be 
used to become a certified accountant. The advisor made sure that the 
participant could commute there and offered him a weekly allowance to cover 
the transport cost; evidence of the tailored support and attention to detail 
that Prospects staff give. 
 
They also talked about common interests, such as football and weekend 
plans, to keep the participant engaged in the meeting. Prospect’s advisor 
informs him of the next session that they will be hosting at Prospects’ offices 
(about how to use social media to find work) and booked him in. Thereafter 
they agreed on a date when they would see each other again. 

Box 2: One-to-one session 
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How Square Mile Jobs supported people back into 

work  

4.107 Figure 3 below outlines the barriers to work that participants in the focus group 

felt were preventing them from securing sustainable employment. The next 

section will discuss how the support activities carried out by Prospects staff 

intended to overcome such barriers and support people back to work. 

 

Figure 3: Participant's barriers to work 

 

4.108 From the scoping phase and the from the fieldwork Inclusion’s researchers 

found the following:  
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 Individuals who attended the intense support sessions were able to find 

out about where employers advertise vacancies and how to identify 

relevant employment opportunities independently.  

 That the employer open days and the sessions or presentations run by 

employers gave participants much needed exposure to industry and as well 

as enabling them to learn more about the sector they are interested in, 

they helped participants to narrow down their job search and helped them 

to learn more about what employers look for in candidates. 

 That the employer led sessions also gave employers the opportunity to find 

out more about the barriers people face when trying to secure work, 

particularly within the City. 

 That the one-to-one sessions gave staff the opportunity to address 

whether steps could be taken to improve candidates experience or 

qualifications through training or courses. 

 That learning about interview techniques in the one-to-one sessions made 

candidates more confident and “relaxed” about how to approach 

interviews, because they were able to practice and think about how to 

answer potential questions “obviously the more you practice with 

somebody, even if it's role play, the better you are.” (Participant) 

 That Prospects staff were able to give clients some direction in their job 

search, as in some cases they suggested a different avenue that they could 

take that would give them a different type of experience as means of 

reaching their career goals. 

 That support given was transferable and would benefit those on the project 

in the future as they now had stronger CVs, would have a better idea of 

what to expect in an interview and how to prepare and had a better idea of 

where to start their job searches. 

4.109 Support participants found the most valuable included: 

 Improving their CVs; “without [Prospects] helping me out with my CV it 

wouldn't have looked as good as it does now...” (Participant) 

 The fact that Prospects staff could use their networks to complete job 

brokerage and target relevant vacancies based on participants interests. 
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 That being part of the Square Mile Jobs project made the process of 

looking for a job easier and quicker as they had connections and were able 

to put participants “face to face with employers.”  

4.110 Not everyone interviewed had found work, but those who had explained that 

they probably would not have got their role without Prospects help, either 

because they would not have know about the company who eventually hired 

them or because Prospects had the networks to get them in touch with 

relevant employers. 

4.111 It was also recognised that Prospects support sped up the recruitment process 

as they were able to identify relevant vacancies, help with applications and 

prepare clients for interviews. 

“I wouldn't have found this job, I would've found [the sector] but the 

process would have taken way longer. Prospects had the connections 

and set the open day straight away, made it faster. [They] helped us 

by putting us face to face with the client, and that helped, yes.” 

(Participant) 

4.112 However, it should be noted that several participants also explained that they 

would have liked more support when we interviewed them. For instance on 

person said they would have liked to have had a mock interview with an 

employer, someone said that they would have liked more group sessions as 

this would have helped them “network more,” and a few participants said they 

would have liked more help with securing interviews and that they would like 

more the project to present more entry level opportunities.  

“If they could like maybe put us forward for jobs that come up, that 

would be really helpful and useful, if they were getting more jobs in.” 

(Participant) 

4.113 It was interesting to note that the support listed above that participants desired 

was often already support available through Square Mile Jobs. This therefore 

pointed to issues around the structure of the project, and the infrequency of 

some of the activities and sessions available; both from employers and 

Prospects staff. 
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Participant Case Study One 

Lorna is 24 years old and has a Bachelors Degree in Business and Finance. She 
graduated in 2012 and has previous work experience; as a Student Ambassador 
advising students and in retail. After she graduated she worked for a charitable 
organisation as a project coordinator for a government project helping small 
organisations get funding to start up their business. After almost two years her 
contract ended, and she had been unemployed for less than two months when 
she found her current job through Prospects.  

She was referred to Prospects by her local council, and she decided to join 
because she had heard they had good connections and were very good at finding 
jobs for people like her (a fairly recent graduate).  

The type of support she received from the Square Mile Jobs project was mainly 
CV and cover letter advice, information about specific job vacancies and interview 
preparation. Lorna believes that the support she received was general and that 
she would be able to use it in the future if she were to apply to a new job 
vacancy.  

With Prospects support Lorna got a job in the finance department of a City-based 
firm. Initially it was a fixed-term job, but now she is a permanent employee. She 
has progressed within the firm and has more responsibility now. She also believes 
that she has career growth opportunities in this firm, and she is aware of the 
steps she needs to take in order to keep progressing. Overall she seems very 
happy with her new job and with her team; and she has had no issues so far.  

Lorna feels that she could have got a job without Prospects, but that they helped 
in the process, shortened it and provided her with useful support. They also 
helped her clarify her objectives and determine her career path. She would not 
have heard about the current firm she works for if it had not been for Prospects. 

In comparing the support she received from Prospects with other types of 
employment support, Lorna feels that “Prospects genuinely wants to help you, are 
more motivated, and also have more connections. You can really tell when 
someone really wants to help you and are not just doing it because it's their job.”  
Overall, she is very satisfied with the project and she feels like she has gained 
transferable skills through Prospects and in her job role such as writing, 
presentation skills and team work. 

Lorna believes that the project’s delivery model works well; job vacancies are 
targeted to what participants are looking for and support is personalised. She 
explained that Prospects do a good amount of research to see what would work 
for each person; so they do not waste time. 

When thinking about how the project could be improved, Lorna said that she 
would have liked to have had a mock interview with employers. Prospects 
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organises them once a month and, since she was with them for a short time, she 
missed out on this opportunity. She also thinks that Prospects should market 
themselves more, because “what they do is great and they should try to reach 
more people.” Lastly, Lorna she thinks that there is nothing they could do to 
improve the delivery model, as it is very good as it stands. 

Box 3: Case Study One 
 

Tracking participants’ progress 

4.114 In order to keep track of participants receiving support on the Square Mile Jobs 

project, staff members from Prospects had a spreadsheet where they recorded 

each participant’s details. Information tracked on this spreadsheet included 

whether they were claiming benefits, their age, their qualifications and their 

contact details. In addition, details of the amount of hours of support they 

received through the project were logged alongside information on whether 

they attended an employer day and whether they got a job in the City (or 

elsewhere).   

4.115 This tracking system therefore enabled Prospects staff to keep track of how 

long each participant had been receiving support for, the amount of hours of 

support that each participant had received through the project, whether they 

had attended any employer days or not, whether they had secured a job or not 

and whether this was a job in the City or elsewhere.  

4.116 It is worth noting that it was not recorded when participants found employment 

outside of the Square Mile and that Prospects did not keep in contact with 

those individuals; information that would have been useful for evaluation 

purposes.   

Maintaining contacts with participants after leaving the project  

4.117 In one stakeholder interview with the project’s funders it was explained that 

Prospect’s engagement consultants were not expected to provide in-work 

support to candidates once they had been placed within jobs. However, they 

do re-contact candidates after 6 months to ascertain whether or not they were 

still in work and to check that everything was going okay. 
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Participant Case Study Two 

James is 24 years old and has a Bachelor Degree in Business Economics. He 
graduated in 2014. He has previous experience working in retail, accounting (part 
time for one year) and at University. He has therefore acquired skills in Excel, and 
in providing support services to students and customers. He has been unemployed 
for 4 months.  

He heard about Prospects through his University and he decided to participate 
“because I didn't have nothing else to do, and I thought why not if they're going to 
help me towards something then I might as well go for it rather than sitting at 
home.”   

James has been looking for a permanent job with graduate training included to 
improve his skill set and experience; but has no particular field of interest and is 
not just looking for jobs in the City. He believes that the main barriers that are 
preventing him from finding a job are his lack of work experience and his lack of 
experience in recruitment processes, such as doing job interviews and applications. 
As he still feels he is inexperienced in interviews and so does not get jobs because 
they put him “out of his comfort zone.” James found some vacancies through 
Prospects and some through his own networks; and although he seems to have 
found the interviews with corporate firms useful, he ultimately feels he still lacks 
interview skills to secure the jobs. 

James believes that the most important support the project has offered is help with 
his CV: “without Paul helping me out with my CV it wouldn't have looked as good 
as it does now.” However, he does not think he has utilised the support as much 
as he should have, as he thought the support might be a waste of time, which 
meant there was a lack of communication from his side. Furthermore, location is a 
big issue for him, as Prospects’ offices are very far away from his house, so 
travelling to Prospects was costly and time-consuming. Consequently, James feels 
more relaxed in interviews due to the support he received, but he acknowledges 
that he could have got more from it if he had engaged with the project more.  

For him, additional useful support would have included training, interview 
experience, assessment days with groups (e.g. giving presentations); and more 
activities and seminars for groups more broadly, as this would also have provided 
additional networking opportunities. In seminars he would have liked to cover e-
mailing employers, interview techniques and how to network. Prospects have 
referred him to an accountancy project through which he can get certified.  

James also received support through Jobcentre Plus (JCP), which offered a 
graduate project to graduates in East London. This included other activities, like 
visits to companies and assessment days. He thinks that this support was more 
hands on and useful than the support received from Prospects because of these 
organised days. He comments that Prospects are too busy to offer that kind of 
structured support: “they can't really see you that often unless you communicate 
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with them.”  

He says he would recommend the project to friends, because Square Mile Jobs 
could help them to find job vacancies. He stated that the project is “on the 
borderline between being successful and unsuccessful.”  

Box 4: Case Study Two 
 

Employer engagement 

4.118 In the tender they submitted, Prospects specified that they already had 

working relationships more than 70 organisations which were working with 

them on projects in the City. Prospects had a target of dealing with 15 City 

businesses which was exceeded. In total, 18 employers became involved in the 

project and 5 of those offered jobs to participants. With regards to mentoring 

sessions Prospects said that they received good support from some businesses 

but somewhere unable to help, as they were very busy and had other priorities. 

4.119 A combination of warm and cold methods were utilised to engage employers 

with Square Mile Jobs, including cold calling, using their networks, researching 

companies and responding to job adverts. The City of London Corporation also 

helped them to a certain extent, by allowing them to also use their networks. 

4.120 In the future, the Employer Engagement Officer at Prospects said he would 

spend less time cold calling employers and more time responding to job 

adverts, as this proved to be a more successful method of engagement. 

Providing a good level of service to businesses with whom they already had a 

relationship produced further opportunities than cold-calling new employers. 

4.121 The method of engagement varied from company to company as opposed to 

sector. Prospects’ staff highlighted that one of the difficulties was the fact that 

companies in the City get a great number of applications for each vacancy and 

are also quite happy to use recruitment companies when seeking quality staff.   

4.122 An issue highlighted during the interviews with Prospects staff was that City 

organisations have very high expectations. Although some organisations have 

been open to taking people as a means of Corporate Social Responsibility 

(CSR), some positions have required a certain type of person or skill set; and 

employers were inflexible about this. 

“Employers were stuck in their ways, they knew what they were looking for 

and that's it.” (Prospects staff member) 
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4.123 Although staff members acknowledged that the focus on corporate jobs was 

difficult, they felt that they managed to overcome these challenges and do 

“very well within the limits of the project.” 

4.124 One interview with a senior stakeholder suggested that in the future links with 

employers should be established prior to the project starting. Delivery 

organisations should also develop an understanding of how to “nurture 

contacts”, maintain networks and build an understanding of entry level jobs in 

the cities' labour market. 

4.125 In the short time given, it appears that Prospects staff has pursued many 

different ways of approaching employers and have subsequently built up a 

healthy network. However the qualitative feedback from participants suggests 

that there is scope to expand and build upon this further. As some feedback 

from participants during interviews suggested that the Square Mile Jobs project 

could have more direct links with employers, and subsequently do more to 

secure interviews with those employers. 

 

4.126 Overall, Prospects fulfilled to some extent all of the objectives that had been 

outlined in the Project Specification:  

 Outreach to residents of Southwark, Lambeth, Tower Hamlets, Hackney, 

Camden, Islington, to offer a specialised employment support service focused 

on employment in the City of London. However, this support was not limited 

only to employment in the City of London. Prospects’ staff tried to get 

participants into employment in the City, but if participants found a job 

vacancy elsewhere prospects would still help them with their CV, application 

process and interviewing skills.  

 Prospects actively engaged with City-based businesses and organised several 

sessions in which City employers would give a presentation on a topic related 

to working and jobs in the City and where participants had the opportunity to 

ask questions to the employer.  

 Provision of at least 6 hours of one-to-one practical employability support and 

training for 100 participants. Prospects engaged for 6 or more hours with 

64.5% of participants, which is 71 participants in total, although this number 

is probably an underestimation since there is no data on amount of hours of 

support received for 19 participants. This support consisted on CV 

preparation, assistance with job applications and interview preparation, 
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identification of vacancies and development of relevant soft skills like 

confidence and motivation.  

 As part of the support package 70 (55.1%) participants were confirmed as 

attending an ‘employer day’ with a City firm. Of these, the majority went one 

of two providers; CMS Cameron McKenna (accounting for 51.4%) and 

Maximus IT (accounting for 42.9%). Other employers engaged included 

Brainloop, Viggio and Wilson James.  

 Participants also had the opportunity to attend one of the five events 

organised by Prospects to gain an understanding of the available employment 

opportunities found in the City and support to identify and apply for specific 

employment opportunities located in City-type firms.  

 Participants were matched and encouraged to apply to emerging job 

opportunities within City-type businesses. Prospects would follow and support 

them through the application process.  

 Overall, the project also helped connect two somewhat disconnected parts: 

employers in the City and unemployed people in the fringe boroughs who had 

sometimes not even considered applying for a job in the City. It helped open 

up the City to people looking for work who might have otherwise not 

considered applying for a job in the City.  

Summary 

4.127 Overall, Prospects fulfilled to some extent all of the objectives that had been 

outlined in the Project Specification:  

 Outreach to residents of Southwark, Lambeth, Tower Hamlets, Hackney, 

Camden, Islington, to offer a specialised employment support service focused 

on employment in the City of London. However, this support was not limited 

only to employment in the City of London. Prospects’ staff tried to get 

participants into employment in the City, but if participants found a job 

vacancy elsewhere prospects would still help them with their CV, application 

process and interviewing skills.  

 Prospects actively engaged with City-based businesses and organised several 

sessions in which City employers would give a presentation on a topic related 

to working and jobs in the City and where participants had the opportunity to 

ask questions to the employer.  
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 Provision of at least 6 hours of one-to-one practical employability support and 

training for 100 participants. Prospects engaged for 6 or more hours with 

64.5% of participants, which is 71 participants in total, although this number 

is probably an underestimation since there is no data on amount of hours of 

support received for 19 participants. This support consisted on CV 

preparation, assistance with job applications and interview preparation, 

identification of vacancies and development of relevant soft skills like 

confidence and motivation.  

 As part of the support package 70 (55.1%) participants were confirmed as 

attending an ‘employer day’ with a City firm. Of these, the majority went one 

of two providers; CMS Cameron McKenna (accounting for 51.4%) and 

Maximus IT (accounting for 42.9%). Other employers engaged included 

Brainloop, Viggio and Wilson James.  

 Participants also had the opportunity to attend one of the five events 

organised by Prospects to gain an understanding of the available employment 

opportunities found in the City and support to identify and apply for specific 

employment opportunities located in City-type firms.  

 Participants were matched and encouraged to apply to emerging job 

opportunities within City-type businesses. Prospects would follow and support 

them through the application process.  

 Overall, the project also helped connect two somewhat disconnected parts: 

employers in the City and unemployed people in the fringe boroughs who had 

sometimes not even considered applying for a job in the City. It helped open 

up the City to people looking for work who might have otherwise not 

considered applying for a job in the City.  
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5 Delivery of outcomes  

Key measures of success  

5.1 London Councils used a Star Rating method to assess the performance of 

Prospects in delivering the Square Mile Jobs project. The rating was given for 

periods covering three months starting on April 2013. The score ranges from 0 

to 4 stars in ascending order (the more points, the more stars). During the first 

year (April 2014 to March 2015) the project was constantly rated at 0 stars. 

This is probably due to the fact that the project underperformed during its first 

year and was not able to meet the targets. From then onwards the project 

achieved 1 star and 2 stars, then fell back again and achieved 0 stars in 

January-March 2015, due to the low conversion rate for positive outputs and 

the low client satisfaction.   

5.2 Inclusion’s in-depth research found further insights on the success of the 

project. A job brokerage officer working in partnership with Square Miles Jobs 

in a nearby borough commented that the impacts of the project 'filter through 

the whole community’. He added that ‘this then feeds back to parents and 

siblings and relatives that live within the borough and slowly this trickles down 

through word of mouth which is vital for us in the community because a lot of 

communities tend to listen to their close contacts rather than what the 

organisations or local authorities are advising them.' 

5.3 This perception was supported by many of the participants that we interviewed 

who stated that they would recommend the project to friends and family. 

“I definitely wouldn't hesitate to recommend Prospects to my friends or 

family if they needed work.” (Participant)  

5.4 Some participants added the caveat that in order to get the most out of what 

Prospects had to offer, it was important for candidates to be motivated and to 

be seeking the kind of corporate jobs that Prospects is offering. Candidates 

were aware that the support offered by Prospects would not suit everyone, due 

to its niche geographical and private sector focus. 

5.5 Some of the soft outcomes described by deliverers, participants and 

stakeholders were that participants increased their confidence, especially with 

regards to interviews which are a major source of anxiety for many candidates 

aware of the high level of competition for graduate or City jobs. 
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5.6 This confidence also gave participants hope and assurance that it was possible 

to find and secure sustainable work. 

“With them, truth be told, I actually feel certain that in a certain amount of 

time I will actually have a job… I feel like there's actually hope, coz like 

most of the time I feel that nobody's there to help.” 

5.7 There were several reported training outcomes, whereby participants who 

lacked core skills, confidence or experience were advised to take up further 

training such as projects in accountancy and business with certified 

qualifications to boost their profiles. 

Barriers to achieving outcomes 

5.8 During the first year the main barrier of the project in terms of achieving 

outcomes was the fact that the project was allocated to a department inside 

Prospects that did not have the capacity or appropriate expertise to deliver this 

kind of project.  

5.9 During the second year of the project, in which it picked up considerably, the 

main barrier which people expressed was the competitive nature of the jobs 

market and their lack of experience in relevant fields, making it even more 

difficult to access these jobs.  

5.10 Square Mile Jobs provided many participants with opportunities to get into their 

desired field and gain relevant experience. Many participants also reported 

improved confidence and interview skills moving them closer to their overall 

employment goals. 

5.11 In areas where participants did not attain a job outcome, it was often felt that 

the support provided had not been sufficient. Some participants reported not 

receiving the support that should have been part of Square Miles Jobs 

provision, such as interview practice, access to relevant jobs, and training 

events through which they could network with and meet employers.  This 

suggests that the project coverage did not reach all participants, or that there 

could have been a higher volume of support services offered.  

5.12 As above, some participants suggested that the events and services offered 

were not always relevant to them and so they struggled to maintain their 

engagement with the project. 

5.13 In order to engage this user group, services need to be of a high standard and 

well informed. It took longer than expected to establish the project and so it 
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may be that in any future delivery these foundations could be built on and 

developed into an even more robust project. 

Data analysis  

Participant Profiles 

5.14 This section presents analysis of the management information collected by 

Prospects during the period 01/01/2013 to 09/06/2015. The data related 

consisted of 127, with each record representing an individual.3  

5.15 Participants were not equally drawn from the six boroughs. Of the 127 

participants served by the project, more than half came from two London 

boroughs; Tower Hamlets and Southwark (accounting for 31.5% and 25.2% of 

participants respectively), with remaining four boroughs accounting for 

between 7.1% - 15.7% of participants. 

5.16 Limited socio-demographic information was contained within the management 

information. With regard to age, the youngest participant was aged 16, while 

the eldest was 61. However, as would be expected the age profile was highly 

skewed towards younger working age adults; median age of participant was 24 

years (mean = 26.1 years).  

5.17 The majority of the 127 participants were in receipt of Jobseekers Allowance, 

accounting for 53.5% while 32.3% were described as economically inactive (no 

data was provided for the remaining 14.2% of participants).  

5.18 Valid education data was available for 112 participants. Of these, the majority 

were qualified to graduate level or higher (71.5%). Only 8.0% reported having 

no higher than entry level or GCSE qualifications, 12.5% ceasing education at 

an “A” level/NVQ Level 3 equivalent qualification and the remaining 8.0% 

possessing a Diploma/Higher National Certificate equivalent qualification.  

Support received  

5.19 Support received by participants ranged between two and six hours, though 

was highly skewed towards the top of this range (median support time was 

                                        

3 While it was broadly the case that each record represented an individual participant, 2 
participants were assigned to 2 different cases. In this instance it appears that the individuals 

had been provided support in two different local authorities. While records relating to these 

individuals could have been excluded from analysis, doing so would not unduly affect the overall 
results. As such they have been retained.  
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reported as 6 hours (mean=5.2 hours). However, it should be noted that 

overall reported support times may be suppressed as funding arrangements 

mean that a payment is made whenever Prospects gives 6 hours or more of 

support.   

5.20 As part of the support package 70 (55.1%) participants were confirmed as 

attending an ‘employer day’ with a City firm. Of these, the majority went one of 

two providers; CMS Cameron McKenna (accounting for 51.4%) and Maximus IT 

(accounting for 42.9%). Other employers engaged at this stage included 

Brainloop, Viggio and Wilson James.  

5.21 Given the relatively small numbers, more detailed analysis is somewhat limited. 

However, it is worth noting that participants who were identified as 

economically inactive, were more likely than those in receipt of JSA to attend 

an employer day. Respectively 70.7% (n=29) of economically inactive 

participant attend such an event compared to 58.8% (n=40) of JSA recipients.  

Job outcomes 

5.22 Around a fifth of participants (n=26) secured employment within the City whilst 

being supported through the project. More broadly when looking at job 

outcome secured in the City and elsewhere, 65.4% (n=83) were reported as 

being in work. Despite being a key focus for the project, the number of 

participants who have secured City Jobs prohibits the usefulness of further 

detailed analysis.  

5.23 With regards to achieving a broader job outcome, there appeared to be modest 

differences between younger and older participants, with 74.6% (n=53) of 

participants age 24 or younger being in work and 70.6% (n=24) of participants 

aged 25 or over doing likewise.  

5.24 Participants who came to the project as economically inactive were more likely 

to get into work than participants on JSA (respectively 82.9% (n=34) compared 

to 69.1% (n=47)). 

5.25 Being a graduate also appeared to increase the likelihood of being in work 

when compared to those described as school leavers, with 75.7% (n=56) of 

graduates confirmed as being in work compared to 57.7% (n=15) of school 

leavers. However, caution should be observed in interpreting this finding due to 

the low number of observations.  

5.26 Figure 5 below, presents job attainment by level of qualification. Again, caution 

should be observed in interpretation of the data presented due to the low 
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number of observations. It nevertheless appears that with the exception of 

participants holding Level 3 qualifications, Graduates and post graduates 

appear to be more likely to be in work.  

 

Figure 5: Job attainment by highest qualification.  

5.27 It should be noted, that economically inactive participants appeared more likely 

to hold a graduate degree or higher when compared to JSA recipients 

(respectively 82.9% (n=34) versus 64.1% (n=41)) suggesting a correlation, 

and possible interaction on achieving a job outcome between these variables. 

Enrolment and engagement with boroughs and 

employers 

5.28 Staff and stakeholders discuss the positive impact that the project has had on 

the job brokers in different boroughs that they have been working with. This is 

affirmed by a London borough job broker who states he has learned and 

disseminated further important lessons from the project. Square Mile Jobs 

offers new approaches such as how to harness social media and access the 

‘hidden jobs market’ – these approaches have been taken on by local authority 

job brokers whose practices were described in interviews as ‘outdated’ and ‘set 

in stone’.  

Relationship between lead and delivery partners  

5.29 Even though Prospects was the only delivery organisation of the square Mile 

Jobs project, they engaged with 21 organisations to get referrals from or to 
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deliver events and informative sessions. These organisations were the 

following:  

 Skillsmatch (Tower Hamlets Council) 

 The Brokerage  

 Hackney Ways Into Work 

 Southwark Works 

 Lambeth Working  

 JCP 

 Islington Council 

 Help on Your Doorstep 

 Camden Society 

 Princes Trust 

 Account 3 

 Peabody Trust 

 Drive Forward Foundation 

 ELBA 

 Remploy 

 Employment Works 

 City and Islington College 

 London Metropolitan University 

 University of East London 

 London South Bank University  

 Queen Mary University 

5.30 All but two (The Brokerage and ELBA) referred participants onto the Square 

Mile Jobs project and helped with the delivery and dissemination of events and 
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informative sessions. The two organisations mentioned (The Brokerage and 

ELBA) helped with the latter but did not refer participants because they provide 

their own support services.  

5.31 During interviews with stakeholder, employers and participants; one theme that 

emerged was Prospects had quite strong partnerships in the city – “they have 

very good relationships and they're well respected in that space” (Employer). 

5.32 The role of the partners, as understood by Prospects was to share information 

as they are all working on a common goal, which is to provide best support for 

clients seeking work. 

5.33 However, when employers were asked directly about what they thought of the 

partnership working on the project, they often had little to say as they lacked 

knowledge of this topic. Nonetheless they acknowledged that if Prospects 

handled their partners in the same manner as they dealt with the employers on 

the project then they would have had a good relationship with their partners. 

"So my impression is that they are pretty efficient...they seem to be very 

organised and on top of their game and they've been massive cooperative.” 

(Employer) 

5.34 Prospects also spoke positively of their partners and said that they had a “really 

good relationship with them.” They worked proactively to build up relationships 

and tried to secure mentoring for participants from these organisations. 

5.35 Furthermore, the fact that we spoke to several participants who had been 

referred from delivery partners in the six boroughs appeared to be evidence 

positive partnerships leading to referrals. 

Relationship with employers  

5.36 In interviews with the City of London Corporation, it was suggested that 

Prospects drew upon the corporate networks of their funders in order to make 

contact with relevant employers plus from their own existing networks. Building 

and nurturing relationships with employers in the City was identified as being 

one of the key challenges in delivering a project such as this.  

5.37 Prospects staff explained that some employers were “stuck in their ways, they 

knew what they were looking for and that's it.” (Prospects staff) 

5.38 During the scoping phase a Prospects Engagement Consultant reflected that 

the focus on corporate jobs was what made this project difficult to deliver. 
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These jobs were often quite difficult to find, and this is reflected in feedback 

from participants who felt there were not enough entry level jobs on offer 

through the project. 

5.39 A further point to consider is the stigma amongst some employers about SMJ 

candidates who have been referred through the Job Centre. Tackling 

employers’ attitudes about this group was a further challenge that Prospects 

job brokers had to contend with. 

5.40 Regardless, employers spoke positively of their relationships with Prospects 

staff; they felt that they were cooperative and efficient. One employer also 

explained that they were “really suggestive in terms of ideas", as they advised 

on alternative options that might benefit them as an employer - such as 

candidates without a degree, which was good for Corporate Social 

Responsibility. 

Effectiveness of the project  

5.41 Overall both the qualitative and the quantitative research point to the fact that 

the project was quite effective in finding corporate jobs for unemployed people 

living in the six boroughs and looking for work. However, the project was not 

able to meet all of the targets. It underperformed during the first year and 

picked up during the second year, but some targets were still not met.  

5.42 The data shows that around a fifth of participants (n=26) secured employment 

within the City whilst being supported through the project. More broadly, when 

looking at job outcome secured in the City and elsewhere, 65.4% (n=83) were 

reported as being in work. Even though Prospects was not paid for a job 

outcome that was not in the City we feel that this is relevant in terms of 

evaluating the effectiveness of the project, as it helped unemployed people 

secure a job even if it wasn’t in the City. Most of the participants interviewed 

highlighted that they were not necessarily looking for a job in the City, that 

they did not rule it out but that their priority was finding a job that matched 

their skills and aspirations, irrespective of location.  

5.43 From the qualitative fieldwork, of the participants who got a job during the 

time they were engaged with Prospects, most participants believed that they 

would have got a job anyway but not at the current firm they were working for, 

since they had only come to know of it thanks to Prospects. Most also 

mentioned that, even if they thought that would have ending getting a job 

anyway, Prospects did help them shorten that period of unemployment and job 

search by “keeping them on track” and sending them job vacancies regularly.   



Square Mile Jobs Project Evaluation 

61 

 

“I wouldn't have found this job, I would've found this sector but the 

process would have taken way longer. Prospects had the connections and 

set the open day straight away, made it faster.” (Participant) 

5.44 Prospects also helped participants succeed in the application process thanks to 

their help with interview techniques, which made participants more confident 

when interviewing for jobs.  

“They help me figure out a way to actually just apply for a job that I feel I 

will be more catered for / fit right in... I have that much confidence to 

know that any job I apply for, if I run it through them, and they're certain 

about it, there's a good chance that I’ll get it.” (Participant) 

5.45 Finally, of all the participants interviewed who were in employment, all of them 

were in sustainable jobs that offered career progression opportunities either 

within the firm or elsewhere. Therefore, the jobs that participants went into 

were jobs that matched their career aspirations and their skills level.  

“This job has helped me progress into a better job, more in line with my 

initial career objectives.” (Participant)  

Key lessons learnt  

5.46 This section covers the main key lessons learnt during this evaluation from the 

in-depth interviews with stakeholders, employers and participants and from the 

data analysis. The key lessons learnt are outlined below and then explained in 

greater depth. 

 The importance of one to one and tailored support.  

 Prospects helped participants see the “broader picture”.  

 The usefulness of interviewing techniques and mock interviews for 

participants.  

 Participants would have liked to receive more job vacancies.  

 Participants with a lower level of qualifications found it harder to find 

interviews and to enter into employment.  

 Unemployed participants felt that they would have benefitted more from 

a more structured project.  
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 The motivation and willingness to help form Prospects staff was spoken 

highly of by participants and employers.  

 Lack of exposure to the City was a clear barrier preventing participants 

from gaining corporate work.  

Lessons regarding participant’s support  

5.47 From the participant’s perspective, one to one support that was tailored to 

individual circumstance was one of the strongest areas of the project.  

Participants were grateful of the opportunity sit down with Prospects staff to 

work on their CV and improve their applications. This improved their confidence 

when applying for jobs as they learnt what roles were suitable for them and 

how to go about submitting an application. Participants that Inclusion spoke to 

as part of the research often felt the skills they had picked up during the 

support were transferable as they would be able to use their updated CV and 

knowledge of how to write cover letters to apply for jobs in the future. 

5.48 Participants appreciated that the support they received that enabled them to 

see the “broader picture” for their career path and the help given in exploring 

other options or routes to achieve their career objective; such as providing 

them with information on alternative industries and roles within the City that 

participants were not aware of. Several participants interviewed who had found 

jobs with Prospects admitted that they would not have found out about the 

company, let alone their vacancies, without Prospects.  However, it became 

clear that the support could have done more to recognise different degree 

types – as those individuals who did specific degrees were keen to work in a 

relevant field – and so they did not want to be encouraged to broaden their 

horizons:  

“My objectives stayed the same...It's the field I want to go into.”  

(Participant)  

5.49 Another element of the support that was appreciated by participants was the 

sessions on interviewing techniques and the mock interviews that were held 

with potential employers. Again this improved their confidence when applying 

for jobs and during the interviews, and was recognised as a transferable skill 

that they would be able to use in the future when either applying for a 

promotion or a new job.  

5.50 Lack of exposure to the City was a clear barrier preventing participants from 

gaining corporate work in the Square Mile. Therefore, employer events (either 
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in the form of presentations or visits to the organisations) were found to be 

particularly useful; for participants and employers. These sessions helped 

participants learn more about different job roles and their requirements; and 

they helped employers realise just how unaware some people are of the 

different sectors and their purpose, and that many people do not actually know 

what working in the City means or involves. 

5.51 Passionate and supportive staff has been key to the effectiveness of the Square 

Mile Jobs project. Participants, employers and delivery partners spoke highly of 

the team members at Prospects. 

“What they’ve done is very good, very much appreciated, you can tell that 

they really want to help, and because of that I didn't think twice about 

agreeing to do this interview.” (Participant) 

“I definitely wouldn't hesitate to recommend Prospects to my friends or family 

if they needed work.” (Participant) 

“You can really tell they want to help people” (Participant) 

Room for improvement  

5.52 Most participants would have liked to have received more job vacancies or even 

have been put forward for roles directly. This was the case especially for entry 

level jobs. For example one participant stated: “I would have liked more 

opportunities in entry level jobs. I don’t always feel like I’ve been eligible for 

the jobs they send me, which can be frustrating.” (Participant).  

5.53 Unemployed participants thought that they would have benefited more if the 

project had been more structured, as this would have kept them on track and 

enabled them to get more assistance from both employers and Prospects staff 

with their job search. One participant highlighted that she would have liked to 

be able to do a mock interview with an employer, that they could be more 

frequent. Other participants claimed that additional would be: training, 

assessment days with groups and interview experience, more activities and 

seminars for groups, and more networking opportunities. They way the project 

was set out meant that a lot of the support consisted on Prospects staff 

regularly checking in with clients and asking if they needed help with anything, 

while some participants would have liked the project to have a clearer 

structure.  
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Heterogeneous effects of the project 

5.54 Participants with higher qualifications, particularly degrees, found it easier to 

enter into employment in the City than participants with lower qualifications: 

demonstrating just how difficult it is to get a job within the Square Mile for 

less-qualified jobseekers. Indeed, the results from the data analysis found that 

being a graduate appeared to increase the likelihood of being in work when 

compared to those described as school leavers, with 75.7% of graduates 

confirmed as being in work compared to 57.7% of school leavers. Even if this 

should be interpreted with caution due to the low number of observations, the 

findings from the qualitative research (in depth one-to-one interviews and 

focus group with participants) are in alignment with this finding. Less qualified 

participants remained in the project for longer because they found it more 

difficult to enter employment.   
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6 Recommendations  

Projects’ strengths and areas for improvement  

6.1 After the in-depth research undertaken the following have emerged as the 

projects’ key strengths: 

 The development of positive relationships with employers. This enables 

the delivery organisation to hear about possible vacancies that may 

otherwise not be advertised and/or for participants to avoid the long 

Human Resources application process and reduce the competition with 

other applicants.  

 Understanding employer needs specific to the City. Most of these 

employers are looking for highly qualified and motivated individuals.  

 Highly individualized and tailored support for some participants. This was 

highlighted by most participants as one of the project’s biggest 

differences with other types of non-useful support received in the past.   

 Exposure activities to expose participants to employment in the City – 

employer events, City walks etc. These activities helped “open up the 

City” to certain groups of people that would have otherwise not 

considered applying for a job in the City.  

 Prospects’ creativity in the support they offered – trying to keep the 

project engaging and fun for participants – was praised by participants 

and became apparent in the support session observed by Inclusion’s 

researchers. 

 The good mix of activities available – one to one meetings and 

individualised support combined with group and networking activities, 

exposure to the industries and employers. 

6.2 There were several areas for improvement that employers and especially 

participants pointed out when being interviewed about the project:  

 Participants would have liked more employer relationships, in order to 

receive more job vacancies. 
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 Participants would have liked to be put forward for jobs directly, instead 

of having to go through the regular application process, in order to reduce 

competition and increase their chances of getting a job.  

 More access to and offering of more entry level jobs for participants who 

had no previous work experience. 

 Additional training opportunities, especially for those whose lack of skills 

were a barrier to employment. 

 Additional networking opportunities with City employers. 

 More consistent and structured support across all participants. 

 More in-job support. 

6.3 Additionally, the evaluation has found that a majority of the participants who 

went into employment were those who were more qualified and more 

employable, whilst participants who were less qualified were less successful in 

securing employment. 

Added value of the project  

6.4 The generalised opinion among employers and stakeholders was that projects 

like Square Mile Jobs do that little bit extra compared to the support received 

from the job centre, which is more limited on the type of support they can 

provide. Some of the factors brought forward as to why Square Mile Jobs is 

different from other similar projects and why the support it provides does not 

duplicate existing support were the following:  

 Prospects’ staff are generally more motivated and willing to help than 

other support workers.  

 Prospects have the connections with businesses. They can bring specific 

firms into the company.  

 Prospects have a more structured project, which helps participants build 

their confidence, improve their CVs, and develop interviewing skills.  

 The speed and the level of support provided by Prospects’ consultants 

have been better than the one from other organisations.  

 Square Mile Jobs is geographically more focused (the City of London). 
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 Square Mile Jobs focuses on a certain type of job vacancies and thus of 

job seekers, so it can tailor their support better.  

“The support they provide is really important. The added value is that 

people out of work would not necessarily get that type of support.”  

(Employer) 

“There is a lot of provision out there- but a lot of young people are 

unaware that it exists, it's quite a busy crowded space in terms of 

supporting young people into jobs. Relationships with employers and the 

reputation that they have within the City helps the young people that they 

work with - can get further along as they are doing one particular thing 

rather than 16 different things so I think that's the added value." 

(Employer) 

 “The added value is the wealth of knowledge and expertise that they are 

building up about employers in square mile. More contact and exposure to 

employers.”  (Stakeholder) 

Feedback for London Councils  

Lessons for future delivery  

6.5 Overall, the fieldwork done with participants, stakeholders, and employers and 

the data analysis undertaken suggests some measures that could be taken in 

the future in order to improve the effectiveness of these types of projects. In 

particular, there are certain things that could have been done differently or 

additionally: 

 Holding more relevant events and seminars which appeal to the user 

group through offering more opportunities to engage with employers. 

 Providing more focused and structured support.  

 Giving participants more access to entry level jobs, especially for those 

with no prior work experience. 

 Offering more opportunities to practice and develop interview skills, e.g. 

with employers. 

 Extending the reach of the project beyond the Square Mile, as securing 

jobs within this geographical area did not always emerge as a key priority 
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for participants who are seeking ‘any job’ relating to their studies, 

interests or experience. 

 More work done to engage a wider range of employers.  

 Developing strategies for changing employer’s perceptions of candidates 

who have been referred through the job centre. 

 More focus on getting jobs for less qualified participants, who were the 

ones who found it harder to secure employment. This could be done 

through offering more entry-level job opportunities, providing them with 

training courses to help them overcome their lack of skills, and through 

putting them forward directly to job vacancies so they would not have to 

go through the regular application process.  

 Setting realistic targets when designing future similar programmes. 

Targets must be set taking into account how difficult it is to engage City 

employers and how competitive the City job market is.  

6.6 These recommendations should be borne in mind when designing future 

projects which aim to support people on Job Seekers’ Allowance and 

economically inactive from disadvantaged boroughs to gain employment into 

corporate jobs.  

6.7 We are aware that the number of staff that Prospects committed to delivering 

the Square Mile Jobs project was quite low, and that this probably limited the 

amount and variety of support activities that they could provide. However, 

these recommendations should be borne in mind if a similar project to Square 

Mile Jobs were to be run in the future.  

 


