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Introduction
This report represents the outcome of the 
community-based research conducted by The 
Community Information and Research Unit (CIRU), 
who were commissioned by Haringey Council’s 
Economic Development Department1 to undertake:
A community-based review around unemployed 
residents’ areas of job interests and overall 
awareness of emerging regeneration employment 
related opportunities within the borough and support 
needed that will inform future delivery approaches.

In consultation with the Economic Development 
Department, it was agreed to narrow the focus 
to Tottenham, North Haringey. Within this specific 
constituency the focus was further concentrated to 
the needs of the unemployed within NE Tottenham, 
an area bordered by the London borough of Enfield 
to the North, Central Haringey to the west2.

Using a community-based research approach, four 
areas of exploration were identified3:  

1. To identify the level of local knowledge of emerging 
job opportunities arising from regeneration initiatives 
(i.e. awareness and appropriateness of opportunities)

2. To identify key occupational areas of job interests 

3. To identify potential and/or emerging local jobs

4. To identify the support needs of local residents 
to enable them to access emerging opportunities 
arising from regeneration projects (including the 
type and range of employment service provision on 
offer in Tottenham such as the work of the Haringey 
Employment Services Team (HEST)

What is Community-based research?

To understand the approach upon which our analysis 
is based it is vital that we provide a brief indication 
as to the research methods and approach that 
was adopted. The first concept to grasp is that of 
‘Community-based’ research. The term community-
based research is increasingly being used across a 

variety of settings, especially with respect to health 
and regeneration initiatives. We took the approach 
developed by the Centre for Community Based 
Research4 (CCBR) as our frame of reference in that 
our research tried to be:

• Community-driven: that is, research rooted in the 
community within which the beneficiaries stand to 
benefit first and foremost through any findings and 
recommendations.  This meant that the research 
questions must have practical relevance to the 
community under investigation. 

• Participatory: that our approach has to be 
participatory and “do no harm” to the community 
involved5. Through active involvement in the process 
they contribute to their own solution and guide the 
recommendations through being able to articulate 
their needs and so help to inform and influence 
decision makers.  

• Action-oriented: the process and results, as a 
consequence of the approach, mean that outcomes 
are likely to make positive social change. 

Not only was the approach rooted in the community, 
that is, focused on those residents who are 
unemployed and therefore would benefit from 
support into employment, but it tried to link with 
those who may have influence in the decision-making 
process either as employers and/or as strategic 
planners. 

The approach and methodology

The approach adopted included a combination of 
quantitative and qualitative methods, working with 
stakeholders such as Haringey Employment and 
Skills Team (HEST), DWP Jobcentre Plus (JCP), 
Tottenham Hotspur Foundation (THF) and Reed 
Employment, amongst others6. The process reflected 
two broad approaches over two phases:

Phase 1: Desk research:

1 Annex 4- agreed research brief/proposal
2 SE Tottenham, for comparison, is bordered by Waltham Forest to the east, Central Haringey to the west and Islington and Hackney to the south. For the 
purpose of this report, for ease of understanding, rather than refer to NE Tottenham throughout the report we have used the more colloquially understood 
short form ‘Tottenham’.
3 The original proposal suggested five areas but in analysing the information it became clear that identifying the support needs of the unemployed were 
almost the same as identifying the identifying the type and range of employment support services. As such, these two areas of enquiries have been merged 
and is reflected appropriately in the writing of the report through key headings. 
4 http://www.communitybasedresearch.ca/Page/View/CBR_definition
5 Minkler and Wallerstein, ed. (2008). Community-Based Participatory Research for Health: From Process to Outcomes
6 See Annex 1 for a full list of those organisations that offered employment services support who had been consulted as part of the process. 
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1. Identification and mapping current stakeholders / 
employment support services and their offer; and 

2. Identification of potential and /or emerging job 
opportunities within the borough using locally 
available resources, especially information and 
sources retrieved from the stakeholders and 
employment services providers indicated above  
(see Annex 1 for further details). 
 
Phase 2: Field work

1. Focus group sessions attended by a total of 37 
unemployed residents identified by stakeholder 
providers and members of the Haringey Employment 
and Recruitment Partnership7 (HERP).  The focus 
group interview sessions were conducted using 
structured interview technique (See Annex 2). 
Participants8 were identified using selective sampling 
based on criteria of (a) being unemployed; (b) 
between the ages of 16 – 55yrs); (c) cross section 
of ethnicity (d) gender; and (e) lived in Tottenham 
(see Annex 3 which provides an overview of the 
most frequently cited responses). This approached 
enabled us to gain responses to the following key 
areas of enquiries: 

a. Which sectors do you see as growing and offering 
job opportunities in London now? 

b. Are you interested in these sectors? 

c. What kinds of jobs are currently on offer in 

Tottenham and the borough generally? 
d. Have you tried to get jobs in hospitality or 
construction? 

e. What type of jobs are you looking for?  

f. What support do you think you need to access 
local job opportunities?

2. 1-2-1 semi-structured interviews with employers 
and providers operating in the North Haringey area 
(Tottenham)9. 

3. Survey questionnaire: face to face surveys 
were conducted over a three weeks period at key 
sites where unemployed residents are regularly 
supported, for example, DWP JCP Tottenham, 
Marcus Garvey Library and Neighbourhood Resource 
Centre. Through this approach 105 surveys were 
completed. The information was transferred onto 
an Excel spreadsheet which enabled us to tabulate 
and graphically represent views and perceptions. To 
enable us to undertake cross tabulation, use was 
made of the Statistical Package for Social Sciences 
(SPSS), which is a widely used programme for 
statistical analysis in social science and is also widely 
used by market researchers, health researchers, 
survey companies, government, education 
researchers, marketing organizations, data miners 
and others. This enabled us, for instance, to compile 
data based on cross referencing different data sets 
according to the question asked. For example, how 
many respondents from Tottenham were unemployed 

August 2018

7 A partnership which incorporates partners such as Haringey Council, Jobcentre Plus and the College of Haringey, Enfield and North East London to 
address training and skilling issues identified in the Haringey Growth Strategy.  
8 A summary overview of the characteristics of both focus group and questionnaire respondents is provided as Annex 5 at the back of the report.
9 See Annex 1 for further details
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01. Context
Haringey- Challenges and Opportunities 

The London Borough of Haringey is one of London’s 
33 boroughs, located in the north and more than 11 
square miles in area, and, according to the Office of 
National Statistics (ONS), comprise a population of 
272,100 people. The borough comprises 19 local 
electoral wards and is a borough characterised 
with levels of deprivation which shares much of 
the features of many Inner London boroughs, 
illustrated by the fact that 19 % of its lower layer 
super output areas (LSOAs) are amongst the 10% 
most deprived in England compared to 6% of LSOAs 
across London as a whole10. This extends to labour 
market deprivation where Haringey has levels of 
employment that are generally lower than those in 
London (68% compared to 74% in London) and also 
disproportionate numbers of people claiming out of 
work benefits. 

The wards aggregate into two broad political 
constituencies: Tottenham constituency area and 
Hornsey and Wood Green constituency area11. This 
report is based on the Tottenham constituency area, 
which comprise the nine (9) wards as follows:

• NE Tottenham: White Hart Lane, Northumberland 
Park, West Green, Tottenham Hale and Bruce Grove; 
and

• SE Tottenham: St Ann’s, Harringay, Seven Sisters 
and Tottenham Green 

More than any other area, Tottenham can be said 
to exhibit the inclusive and diverse spirit of London 
with an estimated 200 different languages spoken. 
Tottenham has rich history, a cohesive community, 
north London’s best transport links, a successful 
Premier League club, huge talent and a growing 
network of new businesses taking root in the 
area. On the flip-side, Tottenham is also an area 
of tremendous disadvantage and inequalities12 as 
indicated by some of the following findings:

• 88% of the Tottenham population live in areas the 
top 20% most deprived nationally of which 15% of 

Tottenham live in the top 5% most deprived.

• There is a high proportion of under 20s in 
Tottenham compared to Haringey which suggests 
an increased need for services aimed at parents, 
children and young people.  

• A higher than average proportions of residents 
are from ethnic backgrounds; most notably Black 
Caribbean, Black African and Other White groups.

• A high proportion of residents are employed in low 
level jobs or are receiving benefits.

• Crime is high in Tottenham compared to Haringey 
as a whole with significant criminal activities in the 
wards being theft, handling and violence against the 
person.

• Male life expectancy is low compared to the 
Haringey average.

• Cancer and cardiovascular disease rates amongst 
the under 75s are high (17% and 35% above 
expected rates).

• There are higher proportions of people on disease 
registers in the north east of Haringey compared 
to other areas for the following conditions: Heart 
failure, Hypertension, diabetes, severe mental 
health, depression, Chronic Kidney disease and the 
highest proportions of smoking and obesity. In south 
east Tottenham rates are almost as high for most 
diseases, but only highest for mental health.
•
 The Birth rate is high in Tottenham and there are a 
high proportion of low birth weight babies.

• There are a limited number of GP practices in some 
of the wards in NE Tottenham (White Hart Lane and 
West Green) with patients more likely to access 
primary care out of their wards.

• There are very high rates of A&E attendance across 
all Tottenham wards.

10 Indices of Deprivation 2015: http://data.london.gov.uk/dataset/indices-of-deprivation-2015.
11 The Tottenham constituency includes 9 wards while Hornsey and Wood Green covers 10 wards
12 Drawn from 2011 ward-based analysis
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Tottenham Regeneration Framework

These sets of data indicate vividly the level of socio-
economic and health inequalities within Tottenham. 
To counter this, the Council has embarked on an 
ambitious plan to regenerate the areas indicated in 
the Tottenham Strategic Regeneration Framework 
(SRF). Within this framework seven strategic 
priorities have been established that seeks to drive 
regeneration developments against which success 
will be measured13. The key priority against which this 
research is set is in relation to Priority 2: ‘Improved 
access to jobs and business opportunities’. They are:

1. World class education and training

2. Improved access to jobs and business 
opportunities

3. A different type of housing market

4. A fully connected community with even better 
transport links

5. A strong and health community

6. Great places

7. The right investment high quality development

The Council has made a commitment to regenerating 
Tottenham and the wider borough and has in place 
a number of plans aimed at creating not only 5,000 
jobs but 10,000 new homes, as well as nearly 1 
million square feet of new employment space by 
202514.  Some of the projects that will deliver these 
targets include the Tottenham Hotspur Football 
Stadium redevelopment and the Tottenham Hale 
Housing Zone. The agreements in place have 
obligations requiring contractors to work with 
providers identified by the Council for the purpose of 
helping residents into supply chain employment and 
training opportunities. These projects, it is hoped, 
will create a significant number of construction jobs 
which is estimated will support Haringey residents 
in securing employment in the construction and 

allied industry. However, this is a sector that reports 
recruitment issues, particularly around skilled staff15 
and one that may not ‘naturally’ support the main 
employment needs of residents of Tottenham as well 
as Haringey as a whole. The challenge for decision 
makers is understanding the local employment needs 
at one end, while at the same time recognising that 
the regeneration projects often draw from a much 
wider (and deeper) pool, the majority of whom may 
reside outside the immediate surroundings despite 
the best intention (i.e. residents from Tottenham may 
actually not benefit through employment at all from 
the regeneration development taking place). 

Employment Opportunities
  
The range of current and future planned regeneration 
developments in the Tottenham area provides 
potential employment opportunities for local 
residents driven by local, regional and national policy 
imperatives. For example:

• In Haringey, there are 9 children’s centres and over 
200 additional nursery and childminder options for 
parents. The Government’s priority is to increase 
the availability of affordable childcare for working 
parents, partly through plans to offer 30 hours of free 
childcare to working parents of 3-4 years old. This 
will require an expansion of provision and a need for 
further recruitment16. 

• Haringey is mainly served by two hospitals, 
The Whittington and North Middlesex University 
Hospitals. The National Health Service is the fifth 
largest employer in the world and, as such, is a 
source of significant and sustainable jobs as well as a 
number of social care providers that offer significant 
opportunities of local employment;

• The rail industry offers another strong possibility 
for jobs. The rail industry employs up to 200,000 
people with the projects like Crossrail and High 
Speed 2 expected to offer significant opportunities 
for residents of Haringey (i.e. the Hornsey Rail 
Depot (with Siemens) and the West Anglia Main Line 
improvement project (with Volker Fitzpatrick)) – all of 
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13 Urban Strategies Inc., Tottenham Strategic Regeneration Framework, March 2014
14 More information about the borough’s regeneration ambitions can be found at -http://www.haringey.gov.uk/regeneration   
15 As an example, see: CITB (2016) Skills & Training in the Construction Industry –http://www.citb.co.uk/research/research- reports/skills- training - 
construction- industry/
16 https://www.ucl.ac.uk/childcareinbritain/research- outputs/documents/Childcare- In - Britain -WEB.pdf
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these will have significant impact on parts of North 
and South Tottenham, offering opportunities for local 
employment and contributing to increased demand 
for skilled engineers by 202217. 

• Other sectors seen as offering employment 
opportunities within the borough include those falling 
within the broad industry sectors of:

• Construction
• Wholesale and Retail Trades
• Information and Communication 
• Accommodation and food services  
• Administrative and support services
• Arts, entertainment and recreation

Employment Support Services

The borough has a rich mix of cross sector 
organisations delivering Information Advice and 
Guidance (IAG), training, employment and enterprise 
support. The Haringey Employment and Recruitment 
Partnership (HERP), was set up to co-ordinate 
relationships with employers in order to maximise 
local employment outcomes from regeneration 
developments and initiatives. Examples include, the 
Spurs stadium, and Premier Inn and Travelodge, 
that opened new hotels in the borough recently, and 
supporting Sainsbury’s recruitment drive for their new 
supermarket in Hornsey.

While HERP is focused on nurturing the relationships 
with employers, other support services are more 
embedded in the local neighbourhood and have 
been established to enhance the social and 

economic welfare of local residents, especially the 
most marginalised members of the community. 
Examples include the Haringey Employment and 
Skills Team (HEST), Haringey Adult Learning Service 
(HALS), Capital City College Group-CONEL, REED, 
North London Partnership Consortium coupled 
with local companies and enterprises supporting 
local employment engagement opportunities such 
as Newlon, Fusion, Tottenham Hotspur Foundation 
(THF) and London Youth Support Trust (LYST).  

Within the broader voluntary and community 
sector there are many small and medium sized 
organisations that provide employment services 
support such as, for example, MLB Learning 
Solutions, North London Partnership Consortium 
(NLPC), Positive Employment, Bridge Renewal 
Trust, to name but a few (see Annex 1). While there 
is a recognition that there are many such support 
services operating across the borough, through our 
desk research we were not able to find a dedicated 
directory of employment, training and enterprise 
service provision or any such on-line platform to be 
able to determine the full range out available. Bridge 
Renewal Trust, Haringey Council’s strategic partner, 
have a generic e-newsletter (Community Impact) 
that goes out to the voluntary and community 
sector, with a small training and events section. 
However, this is very limited, and based on if/when 
organisation(s) request promotion for their training 
offer or recruitment opportunity. The newsletter is 
not a sector dedicated directory linking employment, 
training and employment opportunities.  This would 
suggest that there exists a gap in  knowledge of what 
is out there by way of employment support services.   

17 Engineering UK Report 2015–http://www.engineeringuk.com/Research/Engineering_UK_Report_2015/ 
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Fig 1: How are respondents looking for work (frequency of responses)

Fig 2: How often are respondents engaged in job search (%)  
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The analysis is based on responses from 105 
unemployed participants who completed the face to 
face questionnaire, 37 participants who took part in 
the four focus group sessions and interview meetings 
with 14 stakeholders, employment service providers 
and employers in the area (e.g. Tottenham Hotspur 
Foundation)18.  

The four areas of enquiry outlined in the Introduction 
forms the context against which the analysis is set: 

1. To identify the level of local knowledge of emerging 
job opportunities arising from regeneration initiatives 
(i.e. awareness and appropriateness of opportunities)

2. To identify key occupational areas of job interests 

3. To identify potential and/or emerging local jobs

4. To identify the support needs of local residents 
to enable them to access emerging opportunities 
arising from regeneration projects (including the 
type and range of employment service provision on 
offer in Tottenham such as the work of the Haringey 
Employment Services Team (HEST))

Local knowledge of emerging opportunities

(a) How residents searched for jobs 

All service providers indicated that they offer 
information, advice and guidance (See Annex 1) 
and yet our survey respondents overwhelmingly 
cited internet (55.2%) as their most favoured 
and frequently used medium when searching for 
jobs. This was followed by accessing ‘national 
newspapers’ and Voluntary and Community 
Organisation’s (VCOs) information circulars such 
as newsletters. This would seem to suggest that 
employment service providers are perhaps not as 
widely known or that their marketing is on line. This 
will require further work to determine whether this is 
in fact the case.

Respondents were provided the opportunity to select 
multiple responses which gave us an indication as 
to job search approaches more widely than any one 
specific approach, which is probably not the case. 
As Fig 1 shows, for example, though HEST provided 

quite a range of services as indicated in Annex 1, 
the responses from our survey showed a remarkably 
low take-up of that service when compared to other 
similar employment service provisions from the list of 
possibilities. More people indicated that they looked 
for employment opportunities in ‘shop windows’ 
than they did through HEST. However, more people 
were made aware of employment opportunities 
through JCP, word of mouth, local newspaper and 
community organisations. An analysis of those who 
attended the focus group sessions reinforced the 
survey responses in that the main method used to 
identify job opportunities showed that they used:

• Online sites (e.g. “… CV Library” which is an on-line 
platform: https://www.cv-library.co.uk/) 

• Sending CVs direct to employers

• Newspapers (especially ethnic press: “…Turkish 
newspaper that advertise jobs in the Turkish 
community”)

• Word of Mouth

• Shop window and billboards

• JCP 

• London Borough of Haringey Website

• Apprenticeship websites and the Dot Gov website 
(https://www.gov.uk/apply-apprenticeship) 

• HEST 

Other more specific comments added further depth 
such as:

“Newspapers but not local as you don’t really see 
them anymore”

 “…jobs in local press are usually for professional 
people”

“I live here, and I see the construction going on and 
I’m looking for work” 

Another participant mentioned that they learnt about 

August 2018

18 See Annex 1 and Annex 2 for further details on the outcome of the interviews with providers and stake-holders and Annex 5 for fuller details of the 
characteristics of respondents. 
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opportunities through the Job Centre while others 
said that they used the internet. Participants stated 
that JCP advertised opportunities on their walls and 
were made aware of the Community Engagement 
Officers in Northumberland Park and Wood Green 
and they used these resources in the past. 

Only one participant used the Council’s website for 
job searches as this enabled them to be “aware of 
other openings”. 

(b) How often do residents undertake job search?

The unemployed respondents to the survey were 
asked about the frequency of their job search; 
that is: ‘how often do they undertook job search’. 
Respondents indicated overwhelmingly that they 
undertook job search on a daily basis (66%). This 
shows that the sometime negative perception of 
the unemployed not making the effort is far from the 
reality (see Fig 2) as responses suggest they are 
proactive. 

(c)  Awareness of employment opportunities 

A feature of the research was to ascertain the extent 
to which local people were aware of employment 
opportunities either currently available or emerging 
in the area as a result of the regeneration initiatives 
taking place. Over 54% of respondents were 
aware of developments taking place in the area, 
which, given the level of activities and the Strategic 
Regeneration Framework being in place from 2016, it 
is perhaps surprising to note that just over-half were 
aware of such developments. The feature that stands 
out the most is the rebuilding of the Tottenham 
Hotspur Stadium, which dominates the skyline and 
landscape along Tottenham High Road (Fig 3) which 
was the only tangible example that respondents were 
able to identify as a regeneration opportunity.  

As Fig 3 further shows, Haringey’s Apprenticeship 
framework is almost unknown amongst the 
respondents, and yet this is an area of great publicity 
and endeavour19. 

The point of note here, if this response rate can 
be generalised, is that the message around 
apprenticeships, especially for the 18–25yrs, is 

not getting through but most crucially, it does 
not resonate with the older unemployed who see 
‘Apprenticeships’ as young people directed support 
provision. If opportunities are to be made accessible 
to local residents, then greater information flow is 
required that target the different segment of the 
unemployed population. That is, a balance needs 
to be struck between the needs of the young 
unemployed and those of the older unemployed 
residents.

(d) How confident were residents of securing 
job opportunities arising from the regeneration 
developments?

Based on responses to the survey questionnaire, a 
significant number of respondents strongly felt that 
local people are unlikely to have the opportunity to 
secure employment arising from any regeneration 
projects currently taking place in Tottenham and 
neither are they confident of future opportunities. 
For example, as Fig 4 shows, 66% were not 
confident while 24% said they were confident and 
23% don’t know or unsure. Taking those who were 
convinced that no opportunity exists for them and 
those expressing ambivalence (or uncertainty), 
this indicated that 77% (3 out of 4) were not sure 
or convinced of such possibilities. Given Haringey 
Council’s intention to provide work for local residents 
within the regeneration areas, this level of scepticism 
and lack of confidence is a cause for concern as 
it reflects a sense of demotivation despite best 
intention. There is a sense in which the rhetoric is 
one thing while the reality is quite something else.  
Reinforcing this point, comments included:

“I live here all my life I haven’t seen anything that 
it going to make the area better, it was better in 
the beginning, there’s buy to let there’s rubbish 
everywhere.  I do not see anything that is improving 
the area there’s a lot of experience buildings.  It’s not 
a Tottenham development.  Families are moving out”.
“I live here, and I see the construction going on, and I 
am looking for work but having no success.”
Some participants felt that Haringey were lagging 
behind other boroughs in offering sustainable job 
opportunities: “[The] Council does not want to 
hire certain types of people / “Even though they 
[employers in Haringey] talk about ‘local’ they do not 

19 One of the priorities within the Haringey Young People’s Strategy 2015 - 2018 is to: ”Ensure clear pathways into an attractive and relevant range of 
employment, learning and enterprise opportunities” and within this a key objective that ‘All young people will have greater access to apprenticeships, 
traineeships and work experience.’ 
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Fig 3: Awareness of employment generating opportunities in Tottenham 
(frequently cited responses)

Fig 4: Do you feel confident of accessing employment opportunities in the area?
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Fig 5: Areas of employment interest by industry (%: n=37)

Fig 6: Reasons respondents felt why they did not secure a job in their preferred field
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offer [jobs] to local people” / “it’s just a front” [with 
Spurs] 

Participants felt that the THF Stadium will provide 
many opportunities in areas like construction, 
hospitality and retail due to, for example, a new hotel 
that will be built alongside the stadium. However, 
concerns were raised about these jobs, as people 
wanted some assurance for a proportion of the jobs 
to be earmarked for local people and not just the 
‘low level’ ones such as cleaning or security. Some 
respondents gave concrete examples of applying 
for jobs and either never hearing back or were 
unsuccessful at interviews, which included someone 
with a CSCS card in construction, which was a 
requirement and they had experience of working in 
this sector. Some participants felt that ageism was 
a barrier for local people securing jobs arising from 
the developments taking place across Haringey (see 
above). 

Occupational areas of job interests
 
(a) Employment sector of interests of respondents

Respondents were asked what type of jobs they 
were looking for as well as any factors influencing 
their work choices. Fig 5 shows that the majority of 
respondents were interested in Health and Social 
Work (26%) with the next three most popular sectors 
being Wholesale and Retail (18%), Information and 
communication (15%) and Construction (12%). 
Respondents within the 40-65yrs age range were 
more likely to seek full-time employment (n=43) 
compared to 20 -39yrs olds (n=24).

Responses from the focus groups further 
underscored the broader profile of employment 
interests as shown at Fig 5. For example, 
respondent’s comments included interest in the 
following 10 most frequently cited employment fields:

1. Retail (e.g. ASDA or other food related industry)

2. IT apprenticeships 

3. Customer services/hospitality

4. Construction

5. Cleaning

6. Security

7. Stewarding

8. NHS roles

9. Administration

10. Catering

(b) Reasons why residents did not feel they secured 
employment in their chosen field

Reasons respondents gave as to why they have 
been unable to secure employment in their preferred 
field showed that many felt that ‘lack of experience’ 
was the primary reason for not securing a job. This 
was followed by ‘lacking qualification, lacking CV and 
age-discrimination’ (see Fig 6).

Specifically:

(i) Ageism: Responses from the focus group sessions 
revealed that respondents felt that factors relating 
to age and experience were strong factors in them 
not securing work. The majority of respondents 
were in the 40 – 65yrs age bracket (see Annex 5) 
which reinforces some arguments that there may 
be an over emphasis on the needs of the 18 – 
25yrs unemployed to the exclusion of those older 
unemployed. From the perspective of the older 
respondents, it is felt that their needs are not being 
considered or given as much weight because of their 
age. They felt they are being discriminated against 
because of their age: 

• “…feeling that I am facing barriers to work because 
of my age.” 

• “…if I was younger I could change my field of work”

• “…They look at your CV and see that you have lots 
of experience and then they don’t want you”

• “… I cannot reverse my age; employers only 
want younger people despite having over 30yrs 
employment experience”

• “…to undertake a construction apprenticeship, we 
must be 18-years and over and I am not.”

August 2018
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(ii) Education and qualification: Qualification was 
said by many to have been a barrier. By far most 
respondents to our survey indicated having attained 
a Level 2 standard (equivalent to 5 GCSEs) followed 
by Level 3 (A level equivalence) and Level 6 (degree 
equivalence) – see Fig 7. What was of interest was 
that some held a Level 6 qualification but were 
looking for employment in areas far below what their 
qualification would suggest. Table 1 shows that, 
of the 12 respondents indicating having a Level 6 
qualification, only 3 indicated looking for employment 
at a level commensurate with what they believe 
their qualification would entitle them to apply for. 
Participants in the focus groups indicated:

• That some had NVQs though needed to be 
proficient in Maths, English or both at Level 2 

• That some employers ask for extensive periods of 
experience like 3 to 4 years

• That some were overqualified for jobs that were 
often seeking NVQs while they held degrees and 
were now securing jobs below their qualification – 
“… just because it is better to be doing something 
than not doing anything” was how one respondent 
commented. Another participant, who had been 
trained in catering, declared that they’d take “... any 
job, even if it’s cleaning or working in Nandos.”

(iii) English as a second language: Though not a 
concern identified within the focus groups, the 
survey sought to gauge whether or not being able 
to speak English was an issue in securing work. It 
was shown that having a poor grasp of the English 
language was not such a major barrier, especially 
given that over 43% of respondents had indicated 
that English was not their first language and 90% 
of those suggesting that they were very confident 
in speaking English (Table 2). As indicated earlier, 
it would appear that the barriers to employment 
are perhaps as much to do with ‘expectations, 
perceptions, and technical skills’ and not as much 
to do with language acquisition. However, further 
work specifically around this may be required as we 
know through studies that proficiency in the main 
language of any society builds confidence as well as 
facilitate access to resources, which is fundamental 
to being able to take advantage of the opportunities 
locally and more widely such as getting a job, mixing 
with people and playing a full part in community life. 
Respondents may have responded on the basis of 

‘functional language skills’ in contrast to everyday 
conversational language skills. If the former, and 
depending on the job in mind, it is very likely that 
they would not encounter much by way of barriers 
but may find it problematic if they were to seek 
jobs with career ladders and supervisory roles, for 
instance. It is clear from Table 2 that those with the 
English as a second language are those from parts 
of the African continent and White-Other (largely 
eastern Europeans), together comprising 84% of all 
those who said English was not their first language. 
Engaging with these communities, therefore, should 
produce some positive outcomes.

(e) How far would residents travel to find work

Respondents were asked to comment on how far 
they would travel to find work, which provided an 
indication as how far they would travel to secure 
employment and work as well as what type of jobs 
they would be prepared to take if those opportunities 
lay outside their local area (i.e. Tottenham). More 
people were prepared to travel outside their 
immediacy across London to find jobs (41%) 
though would rather remain in the area because 
of the travelling costs (i.e. 34.3% indicated staying 
in Haringey and 14.3% were willing to travel into 
‘neighbouring boroughs’). Taken together, 48.6% 
would take a job locally (Fig 8). Of interest is the fact 
that the older respondents (30–49yrs) were more 
likely to travel ‘anywhere in London’ than the younger 
age band of respondents and those over 50yrs were 
prepared to travel across London (see Table 3).

(f) The salary range respondents were looking for

The salary range respondents would like provided 
us with a perspective on what the unemployed in 
our survey would be prepared to accept. This also 
afforded us the opportunity to consider whether 
respondents had over-ambitious expectations, 
especially if cross tabulated with qualifications (i.e. 
were they out-pricing themselves from the labour 
market at a time when wage increase has been 
depressed more generally?).

As can be seen in Fig 9, the majority of respondents 
were looking for a salary range up to £25,000 p.a. 
which is modest and broadly in line with the national 
average. This indicates a general assessment of the 
levels of pay available to them, as well as perhaps an 
indication of the types of work where this is the salary 
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Fig 7: Qualification obtained by respondents (%)
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Table 2: The extent to which English was their first language.

Fig 8: How far will respondents travel to employment (actual)
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range and therefore the only option available to them 
at this time. 

When we cross tabulated salary aspiration with 
qualification to determine whether respondents were 
over-ambitious in their salary expectations, as Table 
4 shows, those who indicated that they did not have 
any qualification or only entry level qualification, were 
looking for jobs that paid between £20,000 and 
£25,000 with a few more indicating much higher 
salaries over £30,000 per annum. Those with Level 6 
were looking at under £25,000 per annum. Based on 
these responses it could be argued that those with 
little to no formal qualification were perhaps asking 
for salaries in the range of someone with a degree; 
in other words, were over-ambitious. However, given 
the age band it is perhaps a reflection of the level 
of responsibilities that many held prior to becoming 
unemployed and therefore a reflection of loss of 
earnings rather than need. Some further work will 
be required to tease this out. Note: N= 81 actually 
provided a salary range while 16 made no response 
to that question though provided response as to 
qualification levels.

Identification of potential and/or emerging 
local jobs

Through the 1-2-1 interviews we were able to 
obtain indications as to the types of employment 
opportunities that unemployed residents are 
interested in as well as where they perceived there 
to be opportunities. Based on feedback from 
employment service providers, in broad terms, the 
most common sectors and type of occupational 
opportunities that the unemployed were showing 
interest in were:

- Retail
- Health and Social Care
- Construction
- Hospitality/Customer Services 
- Food manufacturing 
- Finance/Accounting
- Business Administration
- Estate Management (i.e. security)
- Creative sectors (i.e. information technology)

However, arising from the focused group sessions, 
while many may well present certain sectors as being 
of interest, individuals commented that they do so 
because they want a job and any work is better than 

no work. For some, the sectors they have identified 
were not sectors of first interest but where they felt 
they could find work, despite some costs associated 
with travelling. Additionally, a number of participants 
had used volunteering as a stepping stone to 
help move them into employment opportunities 
by volunteering with a local charity.  Comments 
included:

- “Everyone wants to work and earn money.  Nobody 
wants to be on the dole.  It makes me feel sad 
because my wife is now working. As a man I need to 
work and be on top of the house; to be the man of 
the house”.

- Some participants indicated that they would not 
take any job as they had 30-years of (varied) work 
experience while others mentioned that it was 
important to “enjoy the job” while others said that it 
was “important that the bills are paid” which implied 
that they would accept any job even if it is not their 
ideal job. 

- Participants wanted full-time work whether in 
Tottenham or elsewhere in London: “if the job was 
anywhere I would take it right now! I don’t care if it is 
permanent or a fixed-term contract.”

- All participants strongly felt that salary levels were 
important as they needed to cover their bills, travel 
etc. and “that employment advisors were not taking 
this into account instead pushing all these poorly 
paid jobs in front of us. No full-time job should pay 
less than £20,000 per year in London.”

The support needs of local residents 
that will enable them to access emerging 
opportunities

Based on responses from our focus group sessions 
we noted a number of common ‘themes’ around 
gaps, lack of skills and experience and general 
awareness of opportunities locally. The support 
needs varied from child-care support to language 
acquisition to reskilling opportunities. We have 
broken these comments down to provide the below 
list of common features:
 
• Eastern Europeans are said to be ‘highly qualified’ 
but face employment barriers due to poor English

• Lack of experience which affects confidence: 
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• Mix of people with low entry level skills while some 
are professional and highly qualified who need some 
very specific guidance and support

• Child-care is barriers for parents, especially 
mothers

• Those with health-related factors such as mental 
health requires specific support both in securing the 
opportunity and while at the workplace, where there 
needs may not be supported through adjustments 
and stigmatisation

• Employability training linked to particular sector 
and speciality training (e.g. IT, interviews and 
communications, functional skills, construction, retail 
and customer care)

• Inter-personal skills especially work place behaviour 
and demeanour, problem solving

• Accreditation and qualifications 

Against this backdrop, respondents highlighted what 
they felt would make a difference, especially from 
employment support programmes/projects. What 
would make a difference include:

• Computer training via HEST as they have the 
resources (i.e. the pcs.)

• Advertising of all local job opportunities in one 
place (e.g. council website; one stop shop)

• Information on paper would be helpful as 
unemployed often do not have access to internet at 
home

• Job training/re-training (i.e. functional skills, 
especially acquisition of language and maths skills)

• More job fairs locally (neighbourhoods) and better 
advertising of opportunities in places like JCP.  

• Structured work placements to gain experience, 
especially “…for those who have been out of work 
for a long while.” (i.e. long term unemployed)

• Support for people with disabilities.
 

Those who were unemployed for between 1–5yrs 
felt poorly served by the support services they have 
used. The following represent the recurring themes 
that were being expressed:

“…Not being independent…feeling depressed (e.g.  
‘I don’t want to share that; it’s not good’)

“feel tired; feeling low: “It’s not easy coming in here 
[JCP] looking for jobs every-day. I’ve been waiting for 
months and it goes on and on...”

“Feeling bad – although physically disabled I need 
to look for specific types of roles, e.g. part-time, no 
heavy lifting etc.”

“…Physically and mentally stressful.”

“I don’t feel happy.  All the experience I have, I want 
to use it and not stay at home”.

The range of employment support services 
operating across Haringey20 

To better understand the range and presence 
of the employment support services available to 
unemployed residents, the survey and focus group 
sessions sought to identify what and where these 
were located. We found that the services varied both 
in size and capacity. Through our desk research we 
were able to identify 14 stakeholders, employment 
service providers and employers, who took part in 
the semi-structured interviews. They reflected:

• Public and local authority services

• Private sector providers (employers in the main)

• Voluntary and community sector agencies

As Table 5 illustrates, the mix across the sectors 
were quite evenly spread and represented those 
agencies that are either based in Tottenham or 
provided support to residents in the area (i.e. HEST, 
for example is based in Wood Green). Annex 1 
provides an overview description of the key areas of 
work provided by each service provider and Annex 
2 provide some further insights into where they 
believe some gaps in service provision lay as well as 
remedial suggestions. 

20 These are defined as those agencies or departments within the Council that provide employment related services and activities. These services can be in 
the voluntary and community sector, private, public, including local authority and government agencies such as Job Centre Plus.
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Table 3: How far would respondents travel to find employment by age?

Fig 9: The salary range respondents would like (£) 
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Table 4: Salary range respondents would like by highest qualification held

Table 5: Employment Service organisations in Tottenham21
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21 A number of the organisations operate across sectors. 
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Public sector providers: Those in the public sector, 
for example, generally expressed concerns that 
were more strategically focused than with concrete 
ideas (or activities) that would meet the immediate 
lived experiences and concerns of those seeking 
employment. For this group of stake-holders the 
gaps perceived included: 

• Mapping of service provider, employment 
opportunities and areas for upskilling 

• Effective communication within and between 
sectors providing employment and skills services 
(e.g.  collaboration between providers to prevent 
duplication of services, such as ESOL and alignment 
with regeneration and other strategies such as 
housing and Section 106 opportunities)

• An ESOL Partnership

• Adult career advice

• Analysis of why residents are failing to get 
opportunities emerging from Tottenham Stadium 
development

Voluntary and community sector providers: 
Haringey has a varied range of cross-sector 
‘employment, training and enterprise support 
services’ operating across the borough with the 
voluntary and community sector alone having 
over 1000 organisations/community groups 
delivering diverse programmes ranging from health, 
environment, housing to employment – a “true broad 
church” with varying degrees of capacity, experience, 
resource, knowledge and expertise. 

From our survey and interviews the voluntary and 
community sector providers focused on areas of 
concerns that were perhaps more grounded in the 
lived experiences of residents compared to concerns 
of strategic fit and coordination (i.e. a focus on skills 
and knowledge acquisition). This also reflects a 
fundamental difference between the local authority 
sector and the VCOs in providing employment 
service support. In broad terms, VCOs would like to 
see: 

• Subsidised training and development, especially 
with regards to CSCS Card, Food hygiene, customer 

services;

• Regeneration programmes giving more 
opportunities to local people rather than the Council 
engaging almost exclusively with Two Tick/Disability 
Confident Scheme Employers22 coupled with poor 
coordination of Section 106; local demand should 
drive opportunities and not just a strategic intent)

• Greater support for people with mental 
health concerns, for employers to have greater 
understanding of the impact and implications of 
those with mental health to facilitate reasonable 
adjustments within the work place. 

VCS staff lack skills in:

• Marketing
• Networking
• Procurement
• Vocational qualifications

Private and commercial sector providers: In 
contrast, perhaps not unexpected, those employers 
we interviewed were more focused on hard 
skills acquisition, marketing of opportunities and 
opportunities that will raise awareness of the work 
settings (i.e. expectations and character). They saw 
gaps as:

• Poor coordination of work placements, seeing 
them as unstructured in that they lacked awareness 
of sector pathways.

• Employers having poor marketing skills in the use 
of social media platforms

• Poor planning and coordination around skills 
training and development with prospective 
employees 

• Section 106 is poorly administered and monitored 
in that ring fencing is required to hold contractors 
responsible for demonstrating how they enable local 
people to access jobs.

As previously noted, one of the challenges we 
encountered was the lack of information more widely 
on what exists across the borough with respect to 
employment support service agencies. This is also 

August 2018

22 The point being made here is that the perception is that the local council gives more weight to those employers meeting the Two Tick Employer criteria for 
employing those with a disability: see https://www.gov.uk/recruitment-disabled-people/encouraging-applications  
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a point raised by the ‘public sector’ respondents in 
the 1:1 interviews attached as Annex 1. What is also 
clear is that each sector has identified some quite 
distinctive ‘gaps’ that reflects where their sector is 
with regards to the challenges of meeting the needs 
of the unemployed and reconciling the challenges 
may require a sector by sector dialogue and 
approach to finding a solution that will work for each. 
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03. Conclusions 
& Recommendations
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Evidence shows that Haringey is a place of high 
unemployment sitting alongside great opportunity, 
with enormous potential for growth with a growing 
economy. Many residents have good, sustainable 
employment but there are still many people 
employed in insecure, short-term jobs that don’t 
pay well enough for a decent standard of living; in 
effect, a high degree of in-work poverty23. According 
to the Trust for London, 34% of Haringey’s residents 
are living below the poverty line and that 35% of 
Haringey residents aged 25-49 did not have a Level 
3 qualification24. These are some of the factors which 
prompted the community-based research into the 
needs of the unemployed living in Tottenham.

This research engaged 14 stakeholders, employment 
and enterprise (including self–employment) 
service providers and employers, 105 face to face 
questionnaire survey respondents and 37 focus 
group unemployed participants. These enabled 
us to gain deeper insights and understanding as 
to the challenges and barriers impacting on the 
unemployed. The analysis that emerged highlighted a 
number of concerns as well as optimism against the 
Council’s wider regeneration aspirations. Against the 
research objectives, what we found is perhaps best 
summarised under each broad heading that drove 
the research methods and analysis. 

Local knowledge of emerging opportunities

Respondents through the survey and group 
approaches indicated strongly that they searched 
for job opportunities, in the main, via the internet 
(55.2%), that they would look for employment on 
a daily basis (66%). This indicates that, rather than 
doing nothing and claiming benefits, as is often 
stated in some of the press, for example, they are 
looking and searching for opportunities on a daily 
basis and using modern technology. This raises 
questions about how opportunities and services are 
marketed and communicated to local residents as 
well as the effectiveness of support services and 
promoters of employment opportunities.

This was supported by 48% of residents who said 
they were not aware of local regeneration projects 

in the area, with the exception of the rebuilding of 
the Tottenham Hotspur Football Stadium, which 
dominates the skyline of north Tottenham. As one 
respondent commented: “I live here, and I see the 
construction going on and I’m looking for work.” 
However, despite this local knowledge of the 
awareness of employment possibilities, voices were 
mostly negative both about the presence and of the 
opportunities it will bring: “we are not aware of the 
masterplan for Bruce Grove and St Ann’s planning 
developments. We have never received information 
about the changes through the post from LBH.” 
While it is not possible to verify these claims, they 
nevertheless point to the possibility that information 
is not getting through – or rather, not resting on 
the everyday consciousness of the unemployed 
who may be more preoccupied with other more 
pressing issues of making ends meet.  Whatever the 
reasons, such concerns ought to be considered if 
regeneration opportunities are expected to benefit 
unemployed residents in the area of development 
and would certainly allay fears with respect to 
doubt and ambivalence as to whether there are 
opportunities for employment for residents.

Recommendations

1. There needs to be a coordinated approach 
to the promotion and marketing of employment 
opportunities across the borough and in local 
neighbourhoods.
 
2. Greater coordination and uploading of 
opportunities on relevant websites, especially linked 
to employment service providers.

3. More outreach and employment fairs should be 
organised on a local basis

Occupational areas of job interests
 
Respondents’ expectations of jobs varied but, by 
and large, most respondents showed an interest in 
Health and Social Work (26%) with the next three 
most popular sectors being Wholesale and Retail 
(18%), Information and communication (15%) and 
Construction (12%). However, many indicated that 

23 The recent report on poverty in London by Trust for London, shows that Haringey is a borough with one of the highest poverty rates in London “with more 
than a third of people living in poverty (33.8%). 26% of workers do not earn a living wage, which is also above the London average of 21%.  The west of 
Haringey contains very prosperous areas such as Muswell Hill and Crouch End, whereas the east of the borough has a lot of deprivation.” (https://www.
trustforlondon.org.uk/data/boroughs/haringey-poverty-and-inequality-indicators/).
24 Trust for London (2017), London Poverty Profile, 2017; Trust for London publication (https://www.trustforlondon.org.uk/publications/?query=poverty) 
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while they may have an interest, either because 
of qualification or experience, they would take 
any job going. Furthermore, even though the cost 
of travelling is prohibitive, people were prepared 
to travel anywhere across London to secure 
employment. This further adds weight to the 
argument that rather than being feckless, they are 
very much proactive and motivated to work. 

Another concern raised by respondents highlighted 
that though they pursued opportunities – ideal 
and best fit compromise – there were barriers to 
overcome. Respondents told us that age, education 
and qualification, inability to speak English (or be 
fluent in English) as well as the salary range being 
offered, were barriers to overcome. With respect 
to claims of age discrimination, there is a need to 
strike a balance between the needs of the young 
unemployed and those of the older unemployed 
residents, which will require some further work to 
identify the needs across the two polarities: 18 – 
25yrs and 45 – 60yrs; support to those experiencing 
language barriers due to not having English as a first 
language need to be explored. Poor English language 
skills limit an individual’s employment opportunities, 
their ability to mix, their civic participation and 
their access to services, hindering independence, 
confidence and self-determination. Addressing 
concerns over salary expectations would also make 
a difference in securing employment opportunities. 
For example, we sought to determine the extent to 
which respondents were over-ambitious about the 
salary range they would be prepared to entertain. We 
found that many were over-ambitious compared to 
their experience and qualification (equally many were 
under-selling themselves) which suggest that a more 
realistic appraisal of opportunities is needed. This 
would suggest that ‘Employment Advisors’ need to 
be clear and realistic in their advice lest they provide 
an unreal expectation, which could demotivate the 
individual. 

Recommendations

1. There is a need to strike a balance between the 
needs of the young unemployed and those of the 
older unemployed residents. Some further work is 
required to look at the differing needs of the two 
polarities: 18 – 25yrs and 45 – 60yrs

2. The training and quality of advice provided to the 
unemployed requires some attention whether it is 

being delivered through the JCP or the VCOs. 

3. There needs to be examination of how the 
third sector could be empowered and supported 
to provide structured employment-oriented work 
placements opportunities alongside private and 
public sector employment placements and/or 
internships. 

4. To boost English language skills – which are 
fundamental to being able to take advantage of 
the opportunities locally and more widely such as 
getting a job, mixing with people and playing a full 
part in community life – we recommend: (a) that 
local authorities explore the possibility of putting 
in place an ‘integration’ strategy to improve the 
provision of English language learning and establish 
funding opportunities for local communities to be 
able to access such programmes; and (b) explore 
the  establishment of networks of community-
based conversation clubs to help boost day to day 
language skills.

Identification of potential and/or emerging 
local jobs

Based on responses to the survey questionnaire, a 
significant number of respondents had no confidence 
in local people being able to secure employment 
arising from any regeneration projects currently 
taking place in Tottenham and neither are they 
confident of future opportunities. We noted that 53% 
of respondents to our survey said they were not 
confident while 24% were ‘Unsure’ or just ‘Assumed 
so’ (Fig 4). What was perhaps most striking was that, 
despite having an awareness of some regeneration 
opportunities, the majority of respondents felt that 
they would not secure any of those job opportunities. 
This clearly raises doubt and concern as to the 
reality behind the claims of regeneration projects truly 
delivering local jobs.   

Against this backdrop, the range of planned 
regeneration projects within the borough (and 
London more widely) presents opportunities 
for employment. Furthermore, through locally 
derived data, we already know that the level of 
unemployment in the east of the borough indicates 
a need for specific, targeted and sustained 
interventions within priority wards in the east of the 
borough such as Northumberland Park to enable 
residents to fully maximise the opportunities arising 
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from regeneration projects25. This could include 
specific intervention(s) to encourage self–employment 
in contrast to employment especially in growth 
sectors such as childcare, construction and health26.  

Recommendations

1. There is a need to widen the base of promotion of 
employment opportunities which could include the 
work of ‘Neighbourhood Engagement Officers’. It is 
our view that exploration of how they are deployed 
could engage more people at the local level in what 
is happening and could sign-post opportunities.  

2. Further work is required in better understanding 
the extent to which local residents are actually 
employed on regeneration projects taking place. 
This should include capturing gender, ethnicity, type 
of employment (i.e. zero contracts, part-time, self-
employed, full-time employee), occupational position.

3. Undertake some further work to identify interest 
in self-employment opportunities within the area by 
enterprise, age, ethnicity and gender.
  
The support needs of local residents 
that will enable them to access emerging 
opportunities

Based on responses from our focus group sessions 
the needs of respondents were identified as lack of 
skills and experience within given fields of choice 
and general awareness of opportunities locally as 
well as child-care support and language acquisition. 
These needs are consistent with earlier discussions 
on areas of interests and emerging opportunities. 
Specifically, respondents felt they would benefit from:
 

• Language acquisition
• Computer training 
• Job training/re-training 
• More job fairs locally   
• Structured work placements to gain experience
• Support for people with disabilities.

The length of time people has been unemployed will 
affect not only their chances of employment but their 
motivation more generally and outlook on life. We 

found that the longer someone was unemployed the 
harder it was for them to re-enter the world of work. 
Based on our survey just under one-third (31%) had 
been unemployed for up to 5yrs while the other 
two-thirds were unemployed for under 12mths (see 
Annex 5). This suggest that for these individuals it will 
be harder to find a job and more than likely it would 
probably have to be close to home. Remarks such 
as the following illustrates well the concerns:

“Being unemployment was very stressful and I 
lose confidence. I’m happy I get money from the 
government but I’m desperate to go and meet 
people, to use my potential.” 
“We all want to be useful... I’ve two kids, so I haven’t 
worked.  But you have to be constructive. 

“I was contributing for 32 years but now I need to be 
[back] in the workforce.” 

This told us that addressing the needs of the long-
term unemployed will be different to those who have 
been unemployed for less than a year and therefore 
approaches are likely to be markedly different both 
in intensity of programme offer as well as duration 
and expectations. As this was the reality for one-third 
of our respondents, it is very likely that many of the 
support services indicated may not be appropriate 
or relevant as they may well require convincing of 
the benefits of work over benefits. With this group of 
unemployed, employability intervention programmes 
should seek to address some of the psychological 
barriers that may have been built up over time due 
to not working and being unemployed27. This will 
probably mean that for these type of programmes to 
be effective more work may be required in identifying 
and working through issues and concerns that are 
often referred to as ‘soft outcomes’. It is critical that 
there is co-ordinated and effective support designed 
to enable re-entry of the long-term unemployed back 
into employment. This could include structured work 
experiences across sectors to help them re-engage 
into the world of work, keep motivated and close the 
gap in their CV alongside the psychological baggage 
that they be carrying.
 
Also, as indicated earlier with respect to barriers to 
employment, there is also a need to strike a balance 

25 See Haringey ward level indicators
26 See Izzy Hatfield (January 2015), ‘Self-employment in Europe Report’; IPPR publication. This report argues that since 2010, 40 per cent of the rise in 
jobs in the UK has been in self-employment, which has prompted a complex debate about the extent to which this should be celebrated. However, some 
commentators fear it is primarily indicative of a rise in precarious, insecure work.
27 See BTEG’s publication (2013), No job no status, for some further elaboration as to impact and implication of unemployment on BAME communities. 
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between the needs of the young unemployed and 
those of the older unemployed residents as their 
employment needs are likely to vary both in terms 
of types of jobs they are looking for and in terms of 
what they are prepared to accept. Some further work 
is required to look at the differing needs of the two 
polarities: 18–25yrs and 45–60yrs.

To better understand the range of employment 
support services available to the unemployed, 
the survey and focus group sessions sought to 
identify what and where these were located. We 
found that the services varied both in size and 
capacity. Those employment service providers we 
interviewed reflected Public and local authority 
services, Private sector providers (employers in 
the main) and Voluntary and community sector 
agencies. What was evident was that each sector 
had clearly different perspectives on service ‘gaps’ 
which reflected the characteristics of each sector. 
This would suggest that challenges of meeting 
the needs of the unemployed and reconciling the 
challenges may require a sector by sector dialogue, 
which may run counter to the other. For example, 
local authority providers indicate a strategic overview 
approach to needs and support while the voluntary 
and community sector providers indicate concerns 
around funding levels and access to training 
opportunities for their staff and the private and 
commercial sector concerned with employee skills 
and lack of coordination of placement opportunities. 

It is our view that as HERP is a partnership of all the 
sectors, this would be the best forum to engage in 
dialogue on key priorities and coordination. What 
should be avoided is any proliferation of micro-
partnership arrangements that offer same or similar 
objectives as to do that would be to muddy the 
waters and create even more confusion. 

Furthermore, as the Welfare Reform Act, especially 
with respect to Universal Credit (UC), comes into 
force, individuals seeking work, may well find 
themselves at even greater disadvantage and may 
therefore be reluctant to seek work (and by that 
token avid seeking advice from employment service 
providers). This may arise due to the principle which 
underpins UC which aims to ensure that people will 
be better off in work, find it easier to start a new job 

or work more hours (and as earnings increase UC 
will gradually reduce). Those unemployed are likely 
to be more affected than those in-work earning low 
wages, and as such, while there may be an incentive 
through the top-up arrangements, those who are 
unemployed and in receipt of benefits, could see 
their benefits reduced and/or taken away. 

The local authority may find that they have greater 
pressures on their hands and as such, resources 
may be stretched. On the other hand, it could 
mean that services such as HEST and those in the 
voluntary and community sectors may need to better 
coordinate how best to advice and support such 
individuals. It may therefore, for instance, necessitate 
looking at how employment related services are 
commissioned and, in particular, the extent to which 
there are embedded functional skills components in 
the intervention programmes commissioned as these 
were seen as gaps with some of our respondents.  It 
is also vital that there is sufficient knowledge across 
the employment landscape as to who may be 
affected and to what degree28.  

Recommendations

1. Further work to map and capture the types, quality 
and location of employment, training and enterprise 
programmes currently supporting the unemployed in 
Tottenham and Haringey more widely and is regularly 
updated.  

2. In the commissioning of employability 
interventions, functional skills, especially English 
language, should be embedded as part of the 
delivery expectations. 

3. Ensure and provide specific training to both short-
term and long-term unemployed. With respect to the 
long-term unemployed, to ensure that programmes 
address some of the psychological barriers to 
employment. 

4. Develop and coordinate work placement 
opportunities across sectors

5. A review of HERP membership to ensure that 
it has a broad membership of key cross sector 
stakeholders, with emphasis on frontline delivery 

28 Overview and Scrutiny Committee – 28th November 2016, Haringey Council: Impact of Welfare Reform update
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agencies to ensure bottom up approach. 

Summary of recommendations

Short term

• There needs to be a coordinated approach 
to the promotion and marketing of employment 
opportunities across the borough and in local 
neighbourhoods. 

• Greater coordination and uploading of 
opportunities on relevant websites, especially linked 
to employment service providers.

• Further work to map and capture the types, quality 
and location of employment, training and enterprise 
programmes currently supporting the unemployed in 
Tottenham and Haringey more widely and is regularly 
updated.  

• There is a need to widen the base of promotion of 
employment opportunities which could include the 
work of ‘Neighbourhood Engagement Officers’. It is 
our view that exploration of how they are deployed 
could engage more people at the local level in what 
is happening and could sign-post opportunities. 

• More outreach and employment fair should be 
organised on a local basis

Medium term

• Further work is required to better understand 
the extent to which local residents are actually 
employed on regeneration projects taking place. 
This should include capturing gender, ethnicity, type 
of employment (i.e. zero contracts, part-time, self-
employed, full-time employee), occupational position 
and salary range.

• Undertake some further work to identify interest 
in self-employment opportunities within the area by 
enterprise, age, ethnicity and gender.  

• A review of HERP membership to ensure that 

it has a broad membership of key cross sector 
stakeholders, with emphasis on frontline delivery 
agencies to ensure bottom up approach. 

• Develop and coordinate work placement 
opportunities across sectors

• Ensure and provide specific training to both short-
term and long-term unemployed. With respect to the 
long-term unemployed, to ensure that programmes 
address some of the psychological barriers to 
employment.

• There needs to be examination of how the third 
sector could be empowered and supported to 
provide structured employment-oriented work 
placements opportunities alongside private and 
public sector employment placements and/or 
internships. 

Long term

• To boost English language skills, that (a) local 
authorities explore the possibility of putting in place 
an ‘integration’ strategy to improve the provision 
of English language learning and establish funding 
opportunities for local communities to be able to 
access such programmes; and (b) explore the 
establishment of networks of community-based 
conversation clubs to help boost day to day 
language skills.

• There is a need to strike a balance between the 
needs of the young unemployed and those of the 
older unemployed residents. Some further work is 
required to look at the differing needs of the two 
polarities: 18 – 25yrs and 45 – 60yrs.

• The training and quality of advice provided to the 
unemployed requires some attention whether it is 
being delivered through the JCP or the VCOs. 

• In the commissioning of employability interventions, 
functional skills, especially English language, should 
be embedded as part of the delivery expectations. 
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Annex .01
Overview of stakeholder service offer 
following one-to-one interviews
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Organisation/Department Title Service offer

Haringey Employment & Skills Team (HEST)

Tottenham Hotspur Foundation (THF)

Twining Enterprises

- Universal service for residents, over 16, for those that are 
furthest away from the job market.
- CV writing
- Interview skills 
- Enabling residents (e.g. single mums) to take up academic 
learning and training, particularly via ‘Access to Birkbeck’.

Opportunities available/upcoming

- New apprenticeship opportunities are a priority so that 
more young people take up opportunities on offer (NB – 
Working with local schools, colleges and employers on 
apprenticeships)

- Employment Support includes business development
- Job Fairs, involving local and national employers
- Health Team working with residents that have been unwell, 
e.g. with cancer, to help them find jobs.  
- Community Development Team runs Kick Sessions after 
school and the Inspire project provides 16-18-year olds with 
coaching for Sport Leadership Level 1 qualification
- Equality and Inclusion service supports people with 
learning difficulties or physical disabilities (e.g. works with 
Barnet and Southgate colleges as well as Public Health 
England).
- Employment Engagement service designed to supporting 
people to get jobs on site for Spurs Stadium.  
- A ‘construction academy’ is available to help fill skills gaps.  
Approx. 100 people have been trained annually. 75%of 
trainees have gone into employment.  THF courses offer 
training for Entry Level work.

Opportunities available/upcoming

- Future opportunities will include: security roles (100 
jobs), Stewarding (100 jobs – this role will not require 
qualifications), Hospitality.  A medical centre, hotel and 
football museum is planned as part of the facilities at the 
new stadium.
- Support approximately 100 people annually. 
- Courses set up around hospitality business needs will offer 
accredited courses in Customer Level 2.  It is anticipated 
that there could be up to 2000 jobs available following the 
completion of the stadium and other related regeneration 
initiatives

- Enabling people with mental health problems, over 
18-years - to get into employment.
- Partner with secondary care teams that support people 
with depression, anxiety and post-traumatic stress.
- Offer 1-2-1 support, up to 1-year in CV writing, careers 
advice, completing application forms, benefit advice (most 
clients are on benefits and want part-time jobs 16 or  
15.5 hrs)
- IPS Model, which offers individual placement support.
- Advisors work closely with clinical teams.
- Help clients with transition into work; post job starts 
support and 3-month after care service.
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Opportunities available/upcoming

- Jobs offered include: Administration, retail and customer 
services.  This is due to demographics, experience, levels 
of job stress, job flexibility mostly from smaller businesses/
organisations.

- ESOL (pre-2), free English and Maths training – free 
below Level II.  They also offer ICT training.  Family 
learning delivered in primary schools and Children 
Centres.
- Parenting workshops in conflict and difficult teenagers 
(Toolkit also available for parents).
- Stress, anxiety and mindfulness support offered to 
people with mild mental health problems.
- Vocational offer includes: career advice, book-keeping 
and accounting (Level II), Career progression pathway (do 
not offer AAT).
- Employment support offered in conjunction with HEST.
- Open Learning Centre offers employment support 
workshops, CV preparation, access to free internet and 
CV preparation.
- Well-being Workshop is offered to Public Health staff.
- Offer specific bespoke support for clients – e.g. from 
HAGA.
- Involved in HERP.

- skills support for the unemployed.
- Employability Programme in retail and social care  
(Level I – ESFA)
- Adult skill budget (Level I)
- Work skills in construction (e.g. free CSCS card, 
Business training, hospitality, customer services, Health 
and Social Care).
- Traineeships and apprenticeships in some sectors.

Opportunities available/upcoming

- Traineeships and apprenticeships in some sectors.

- Business start-up training
- Employability support, e.g. CV writing, interview practice, 
etc.
- Confidence building
- Access to finance for business start-ups

Opportunities available/upcoming

- Clients interested in administration, retail, construction 
(CSCS Card) and catering sectors

- Employability for residents with additional barriers to 
work, such as mental health, lone parents and refugees
- Clients offered job search, CV preparation, and, work 
experience (BRT do not deliver accredited courses).

Haringey Adult Learning Service (HALS)

Urban Futures29  

MLB Learning Solutions

Bridge Renewal Trust

Organisation/Department Title Service offer

29 Please note that during the course of the review UF closed down
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Opportunities available/upcoming

- Current job opportunities include retail, customer services, 
Health and Social Care (support workers at entry level), local 
employers in public sector/NHS.

- Services informed by community organisers that liaise 
and talk with residents to find out their needs and devise 
solutions.
- Environmental project offers local green hub and garden 
space.
- Community emerging lab.
- Ex-offenders “community payback” have difficulty securing 
work.  So, Selby offer social enterprise support
- Women are also offered support to establish social 
enterprises in painting and decorating, gardening.
- Support offered in construction and recycling

Opportunities available/upcoming

- Clients interested in food/catering, healthy living, creative 
skills, media, music and fashion.

- Support residents into employment in receipt of benefits. 
- Clients on Universal Credit receive personal budgetary 
support
- Clients supported via work coaches
- Supporting small/medium businesses and companies 
encouraged to sign up to Disability Confident Agenda.

Opportunities available/upcoming

- Mixture of low entry and professional jobs 
- More strategic – employment, health and housing.  
- Jobs include electrical, Hospitality, and construction at 
Spurs

- Business Support with work spaces 
- Business support includes mentoring via professional 
volunteers, Start-ups funds (since 2013 14 start-ups 
financially supported)
- 40-50 young people caseload
- 30 units available for young people
- 40 units at 639 Enterprise Centre available for mixed use 

Opportunities available/upcoming

- Clients -particularly young people - interested in creative 
industries such as fashion, graphic design, music production 
and security.

- Targeted approach as they manage 21,000 properties. 
H4H link tenancy management and support tenant at risk of 
income issues related to Welfare Reform rules.
- H4H also support care leavers.
- IAG to overcome barriers, referring tenants for employability 
support 

Selby Trust

Job Centre Plus

LYST

Homes for Haringey

Organisation/Department Title Service offer
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Organisation/Department Title Service offer

Opportunities available/upcoming

- Entry Level Jobs for young people, e.g. care, rail & track, 
construction, domestic cleaners, hospitality, sports and retail.

- Two main recruitment functions: support for long-term 
unemployed and recent unemployed skilled workers
- Upskilling – employability support, e.g. CVs, interviews, 
motivation.
- Pathways include admin, Health and Social Care, social 
work, domestic – cook, cleaners and management jobs in 
Local Authority.

Opportunities available/upcoming

- Clients interested in local authority, admin, catering, 
cleaning, management, social work and caretaking.

- Work programme (another 14 months to go)
- NEET BAME Youth Programme (supports people with work 
and apprenticeships)
- Learning disabilities Outreach 16-18
- Mental health contract
- Apprenticeship
- Service Industry retail
- Customer services – entry level
- Construction CSCS Card – limited – many jobs not in 
Haringey
- Care jobs
- London ESF Youth Programme
- NEET outreach (16-24, not using JCP services to support 
their planned progression into sustainable education, training 
or employment).
- Careers Guidance – face to face support
- Youth Talent – gateway for businesses to work with range of 
providers offering traineeships, work placements, internships, 
employment and apprenticeship opportunities.

- Internal and External recruitment agency 
- Volunteer placements
- Has worked with ex-offenders
- Outreach education in recycling

Opportunities available/upcoming

- Offer low skill jobs in Sweeping and loaders
- Drivers need HGV Licence

- Access to employment and enterprise training
- Socio-economic business plans
- Deliver Tottenham Charter
- 106 Skills and training
- Transformation Challenge Award
- Gap analysis (internal)
- Skills employment with Lendlease on High Rd West 
(developing skills and employment programme)
- Coordination of HERP

Positive Employment

Reed in Partnership

Veolia

Haringey Council – Economic Regeneration 
Team



36

Annex .02
Overview of feedback from local 
stakeholders by sector following  
one-to-one interviews
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Area covered Public sector organisations  
& departments

Voluntary, Community and 
Social Enterprises

Private/Commercial Businesses

Generic Responses by Sector

- Mapping of service provider, 
employment opportunities and areas for 
upskilling 
- Effective communication within and 
between sectors providing employment 
and skills services (e.g.  collaboration 
between providers to prevent duplication 
of services, such as ESOL and alignment 
with regeneration and other strategies 
such as housing and Section 106 
opportunities)
- An ESOL Partnership
- Adult career advice
- Analysis of why residents are failing 
to get opportunities emerging from 
Tottenham Stadium development
- STEM commission was school 
focussed (i.e. need to be related to job 
opportunities) 
- Campaign to promote take up of adult 
maths and literacy

- Subsidised training and development, 
especially with regards to CSCS Card, 
Food hygiene, customer services;
- Regeneration programmes giving more 
opportunities to local people rather than 
the Council engaging almost exclusively 
with Two Tick Employers coupled with 
poor coordination of Section 106; local 
demand should drive opportunities and 
not just a strategic intent)
- Greater support for people with mental 
health concerns, for employers to have 
greater understanding of the impact and 
implications of those with mental health 
so as to facilitate reasonable adjustments 
within the work place. 
- Staff lack skills in:
Marketing
Networking
Procurement
Vocational qualifications

- Work placements are ad hoc and not 
structured ((i.e. lack of awareness of sector 
pathways)
- Poor marketing skills development in 
areas of social media platforms
- Poor planning and coordination around 
skills training and development in prospect 
employees 
- Section 106 is poorly administered and 
monitored in that ring fencing is required, 
holding contractors should be responsible 
for demonstrating how they will get local 
people into jobs.

Gaps in service

- Clients not aware of emerging 
opportunities due to regeneration 
developments
- Improve employer engagement
- More job fairs including with schools
- Better re-training for Adults

- Not linked with local regeneration 
agenda
- No links for forums, e.g. not on mailing 
list for Spurs development and Wood 
Green
- Lack of awareness of emerging sector, 
e.g. Digital skills
- Local people not aware of emerging 
opportunities in the voluntary and 
community sector
- Co-working space – using disused 
spaces into affordable work spaces, e.g. 
TRAMPALET
- Opportunity investment fund, e.g. at 5 
Mile Studios

- Employment opportunities & future 
opportunities not linked

Awareness 
of emerging 
opportunities

- Health and Social Care
- Construction
- Hospitality
- Retail
- Finance
- Accounting
- Business Administration (particularly 
for women returning to work)
- Teaching and English (particularly for 
women returning to work)
- Construction – CSCS courses but 
no jobs following training ‘partnership 
between Council and THF is not robust 
enough to create clear pipelines for job 
opportunities’
- High Rd West
- Apprenticeships, in:
Technical services Level 2
NHS – degree apprenticeships  
(e.g. Great Ormond St Hospital)
Level 2 Health Care Support Workers
Digital technology – Level 4-6
- Apex House / Grange development
- Estate management – security

- Health and Social Care 
- Construction (City Cross Rail)
- Retail on high street
- Customer Services
- Admin
- Catering sector
- Healthy living
- Digital
- Health prevention is a growing sector, 
e.g. Health Trainers
- Creativity (music, music production, 
video, fashion, computer aided design)
- Community engagement type roles
- Nursery nurses, particularly for 
playgroups
- Jobs specifically with Council in admin, 
catering, cleaning, management, social 
work and caretaking
- Support needed to help local people 
maximise opportunities:
- Help with qualifications
- DBS etc
- More awareness/communication on 
developments – in video format shown  
in public places like libraries

- St Ann’s Hospital (hospital waste)
- Service industry, i.e. retail
- Customer Services, i.e. entry level
- Construction – Spurs & Lendlease -  
but CSCS Card limited 
- Health and Social Care
- Food manufacturing (particularly in 
neighbouring Enfield)

Types of emerging 
sectors their 
clients are 
interested in
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Area covered Public sector organisations  
& departments

Voluntary, Community and 
Social Enterprises

Private/Commercial Businesses

Generic Responses by Sector

- Tottenham Market
- North Tottenham – new technical jobs
- Creative sectors – digital 
- Regeneration Team aims for 40% jobs 
for local people

- HERP
- HEST
- Informal networks
- Employers
- Internal recruitment teams
- Networks e.g. DWP meetings, HFH 
business planning
- Council’s Corporate Plan

- Leads VCS Forum where policy officer 
update VCSE, and;
- Networking / partnership with key 
stakeholders
- Community organisers
- Local trend publications
- NCVO and other publications, i.e. 
external links
- Tottenham Traders Association
- Enterprise Business Network (LYST 
with others)
- Haringey Regeneration Team
- Network meetings with BRT
- Not through LBH or local networking

- Haringey Council (meetings)
- Work variation order
- Job Centre Plus
- Account Management Team
- Portal for clients to run job searches  
LMI Tool

How stakeholder 
gets information 
about 
opportunities

- Eastern Europeans ‘highly qualified’ but 
face employment barriers due to poor 
English
- English
- Experience
- Confidence
- Council (HEST) thought skills set 
match was ‘good’
- Mix of people with low entry level skills 
and some are professional, higher level
- Child-care is barriers for parents
- Health-related factors e.g. mental health

- Stigma is a barrier for people with MH
- ESOL – ‘residual problem’
- Employability training – sector links / 
sector specific and speciality training
- Interpersonal social skills
- Progression pathway – CDP – in work 
support
- Skills gap in IT, personal / social 
interaction for interviews
- Low qualifications
- Lack of networks for residents
- Digital and construction requires more 
training 
- Upskill training e.g. CDP
- People support to develop problem 
solving skills
- Many local people without skills set 
get work outside the borough

- Mums returning to work have been 
successful in their jobs
- Ex-offenders given job opportunity also 
demonstrate skills and abilities
- Health & Social Care – many people 
come with personal skills
- Retail & customer services – people get 
training
- Some clients have secondary conditions 
such as depression, which is a barrier to 
employment
- People are skilled but need support to 
maximise their transferable skills etc
- Basic skills gap for admin etc roles

Do their clients 
have skills to 
match growing 
sectors?

- Communication Strategy (including 
internal departments communicating with 
each other better)
- Accountability
- Experience and Knowledge
- Section 106 – ensure ringfencing of 
vacancies
- Improved support for residents – 
communication, finance, matching need 
to qualifications
- Business in the Community
- More joined up approach (bottom up 
approach influence on drivers)
- Less insular working
- Funding
- Mapping Landscape of provision – 
who’s doing what
- Emphasis on job sustainability and 
progression on those already in work
- Work better with employers to deliver 
on-site support

- Haringey Council to link with wider 
regional opportunities
- Cash injection to support high need 
unemployed
- Improve links with specialists’ 
services, e.g. IAPT
- Payment by Result change to Payment 
by Progression
- Community engagement events thru’ 
CVOs not LBH
- Improved communication, e.g. on 
gaps in current provision
- Updated database on providers
- Staff sustainability
- Consult – but don’t use the word 
‘consult!’ – providers and clients
- Mapping future opportunities across 
sectors, especially community and 
charitable sector
- Investment to enable people to be 
trained in technical and building 
industries
 

- Corporate Social Responsibility
Employing from borough
Good for procurement
Good for sustainability

- Funding needed to help train people to be 
plumbers and technicians
- Construction jobs from agencies will not 
upskill – “tickets”
- Commission of contracts – overlapping 
of contracts – partnerships – working 
together
- Reduce zero-hour contracts

Stakeholder 
recommendations
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Area covered Public sector organisations  
& departments

Voluntary, Community and 
Social Enterprises

Private/Commercial Businesses

Generic Responses by Sector

- Examine HERP structure and how it 
connects to existing structures
- HERP early alerting needs to be looked 
at – learn from what’s happening so far 
and see how service can be streamlined 
(is it cascading information to 
stakeholders & wider communities)
- Build aspiration
- Borough skills and Training plan
- Health awareness – use existing 
structures
- Community Engagement:

Tottenham Charter
Referrals network

- Web based resource on jobs, 
opportunities etc
- Improved dialogue with like-minded 
organisations, e.g. infrastructure 
organisations
- Horizontal networking
- New structure on creative network
- Local directory’s to be cross sector and 
digital based
- Online business support linked to 
college bursary
- Good growth programme
- Improved communication
- Main body to publicise and 
communicate developments better

August 2018
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Annex .03
Focus Group responses:  
key responses overview 
(most frequently cited)
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Focus Group 
session

Which sectors do 
you see as growing 
and offering job 
opportunities in 
London now?

Are you interested 
in these sectors?

What kinds of jobs 
are currently on 
offer in Tottenham 
and the borough 
generally?

Have you tried 
to get jobs in 
hospitality or 
construction?

What type of jobs 
are you looking for?  

What support do 
you think you need 
to access local job 
opportunities?

Building/ construction 
Retail 
IT positions (help 
desk, web developing 
programmes, design)

Yes - but have no 
experience as they ask 
for 5-yrs experience”.

Fast food – minimum 
wage positions
Sales positions
IT roles
Retail (at Sainsbury’s)

… the jobs in 
construction were for 
young people and some 
participants had failed 
to get the CSCS Card.  
Even the hospitality 
opportunities – 
participants felt that 
these were primarily for 
young people.

Retail (e.g. Shop floor 
manager in ASDA or any 
food related industry)
IT apprenticeships 
(had studied computer 
science at college)
Seeking work as garden 
designer currently 
working in charity shop
Acting work in films 
and TV 

Job opportunities at 
HEST are good, but:
Computer training at 
HEST as they have the 
resources (i.e. the pcs).
Advertise all local job 
opportunities in one 
place (e.g. council 
website)
Information on paper 
would be helpful as 
unemployed often do 
not have access to 
internet at home

1

Construction
Retail
Warehouse (e.g. 
companies like Amazon)
Health and Social Care 
(i.e. care assistants)
Cleaning (e.g. 
commercial offices)

All replied ‘yes’ - 
the jobs that were 
most popular were 
construction, retail, 
warehouse and NHS 
roles.  

Participants knew 
about developments at 
Spurs and some had 
heard about the HDV in 
Northumberland Park. 
One person knew of 
developments planned 
for White Hart Lane 
station and felt that 
there might also be 
‘road developments’.  
Generally, participants 
were unaware of 
developments/plans for:
• Bruce Grove
• Wood Green
• High Road, West, and; 
St Ann’s Hosp

Spurs – participant said 
that they were seeking 
cleaners for the site, 
sweeping/clearing dust 
and candidates needed 
the CSC Card.
Participants 
were unaware of 
opportunities from 
companies like 
Sainsbury’s, One 
Housing Nursing Home 
or Premier Inn.  

Retail
Healthcare
Kitchen porter
Cleaning
One participant stated 
that they needed a job 
without responsibilities 
due to ill-health.

Whilst two participants 
wanted full-time 
positions the others 
were interested in part-
time work.  
 

One stop shop that has 
all the information about 
job opportunities, via 
mobile, post and JCP.
Job training
Specific request for 
support to get driving 
licence as they’ve been 
offered driving work, but 
they cannot afford to 
take the licence again.

2



Focus Group 
session

Which sectors do 
you see as growing 
and offering job 
opportunities in 
London now?

Are you interested 
in these sectors?

What kinds of jobs 
are currently on 
offer in Tottenham 
and the borough 
generally?

Have you tried 
to get jobs in 
hospitality or 
construction?

What type of jobs 
are you looking for?  

What support do 
you think you need 
to access local job 
opportunities?

Construction (Locally 
and across London)
Administration
Entertainment
Bed & Breakfasts
Retail (Coffee houses 
like Café Nero are 
ubiquitous on high 
streets etc)
Catering
NHS – Health and 
Social Care, counselling 
(Mental Health has 
increased among young 
people therefore there’s 
the need for counselling.  
However, it was felt 
that NHS jobs were 
pressurised)

Only one participant 
said that they were 
interested in “any job”, 
others had the following 
specific roles in mind: 
- Counselling
- Information 
Technology
- Customer Services – 
to improve their English
- Cleaning
- Warehouse
- Sales

Regeneration (due to 
Haringey’s Development 
Vehicle – HDV)
Spurs
Wood Green High Road

Generally, yes but:
- In hotel but found 
shift working hard
- Customer Services 
but found customers 
loud
- Worked in another 
Local Authority

Participants mentioned 
that they wanted jobs in: 
- Information 
Technology (IT) 
- Looking after older 
people.  
- Counselling and NHS 
roles

One participant stated 
that JCP were unhelpful 
(“They’re not here to 
help.  At the end of the 
day you don’t get the 
help you need”). 
It was felt that 
employers were not 
interested in the 
courses that JCP offer 
to the unemployed.  
Specifically, people 
wanted financial 
support, help using IT 
and paperwork from 
advisors and one 
participant wanted 
support with reviewing 
CV. 

3

The group felt that the 
following jobs were 
growing the most in the 
Capital:
- Cleaning positions 
(“were easy to get” as 
cleaners do not need 
“knowledge but some 
training in H&S”)
- Retail (as jobs with 
businesses like Costa, 
William Hill, McDonalds 
require little trainings)
- Travel industry
- Catering
- Nursery nurse 
- Care roles 

Many participants were 
aware of the Tottenham 
Hotspur stadium 
developments and 
various developments 
in retail such as the 
number of Costa shops 
on the high road.  
The Sainsbury’s 
superstore in 
Northumberland Park 
and Tesco’s. One 
participant mentioned 
Travel Lodge and 
the new housing 
development along 
Lawrence Road off West 
Green Road, N15

Participants mentioned 
various roles that they 
had worked in:
- Retail – “I’ve worked 
in McDonalds so I’m 
fed-up of retail” / I’ve 
worked in retail for 
seven-years so now 
I want a management 
job”
- Education – “I enjoy 
working with children 
but want to work in a 
mainstream school as 
a teaching assistant… 
parents are securing 
these roles as the 
schools know them”

- Care Support Workers 
(one participant stated 
that they had completed 
a 3-month course in 
social care)
- Cleaning jobs 

 

- Information (One 
participant felt that 
REED was a ‘one-stop-
shop’ for employment).

4
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Many participants were 
aware of the Tottenham 
Hotspur stadium 
developments and 
various developments 
in retail such as the 
number of Costa shops 
on the high road.  
The Sainsbury’s 
superstore in 
Northumberland Park 
and Tesco’s. One 
participant mentioned 
Travel Lodge and 
the new housing 
development along 
Lawrence Road off West 
Green Road, N15

Participants mentioned 
various roles that they 
had worked in:
- Retail – “I’ve worked 
in McDonalds so I’m 
fed-up of retail” / I’ve 
worked in retail for 
seven-years so now 
I want a management 
job”
- Education – “I enjoy 
working with children 
but want to work in a 
mainstream school as 
a teaching assistant… 
parents are securing 
these roles as the 
schools know them”

Focus Group 
session

Which sectors do 
you see as growing 
and offering job 
opportunities in 
London now?

Are you interested 
in these sectors?

What kinds of jobs 
are currently on 
offer in Tottenham 
and the borough 
generally?

Have you tried 
to get jobs in 
hospitality or 
construction?

What type of jobs 
are you looking for?  

What support do 
you think you need 
to access local job 
opportunities?

- Cleaning – “I’m in 
between working as 
a cleaner for some 
time, so I want to do 
something else”
- NHS – “I was working 
as a nurse for 32 years, 
but I become sick and 
my son was sick also.  
But I’d love to go back 
into theatre nursing”
Bicycle Mechanic

Construction – ‘due to 
developments’
Retail – ‘people our age 
[often] work in retail’
Sports, coaching
Office work (e.g. 
‘administration’)
Modelling agencies
Homecare (e.g. ‘Health 
and Social Care’)
 

Participants were 
seeking work in the 
following:
Administration
Sports coaching (at 
least two people were 
interested in coaching)
Construction (at least 
three people interested)
Only one participant 
wanted to work in the 
beauty & make-up 
industry

Participants were 
aware of construction 
opportunities due to 
Spurs development(s).  

That the stadium offers 
opportunities that there 
would be jobs available 
in the following areas:

Events
Coaching
Shops
Hospitality
Administration
Catering, and;
Stewarding

Yes - but was not 
successful. 

One participant 
mentioned vacancies 
at William Hill and 
another spoke about the 
coaching opportunities 
at Spurs.  

Council opportunities 
and retail jobs.  

 

Obtaining references 
from THF and school
Structured work 
placements to gain 
experience
Support for people with 
disabilities
Accessible information 
about opportunities via 
email, internet, or a 
specific place that one 
can get this information 
from

5
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Annex .04
Research Brief / Proposal 
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04. Research
Brief/Proposal

August 2018

Proposal to undertake a community-based review 
around unemployed residents’ areas of job interests 
and overall awareness of emerging regeneration 
employment related opportunities within the 
borough; and support needed that will inform future 
delivery approaches in Tottenham, North Haringey.   

Brief
 
To undertake a community-based approach 
evaluation of resident’s awareness of employment 
service provisions, and emerging opportunities within 
the borough designed to inform future provision.  The 
emphasis would be on: -

• Review of current employment service offer to local 
residents including HEST 
• Mapping of potential/emerging local jobs
• Scope areas of local resident’s job interest 
• Scope level of local knowledge of emerging 
opportunities (awareness, appropriateness of 
opportunities)
• Scope the type of support local residents would 
like to access the emerging opportunities from local 
regeneration projects
• Recommendation, including where appropriate 
suggestions of how current local provisions could 
enable greater awareness and uptake of emerging 
opportunities by residents. 

Approach 

We anticipate the use of a combination of 
quantitative and qualitative methods to assess all 
the outcome measures identified and agreed in 
the brief. We will work collaboratively with HEST 
and other identified/agreed partners to ensure that 
stakeholders/clients are identified, engaged and 
supported in taking part

Methodology 

The review will involve series of parallel strategies, 
organised over 2 distinct phases consisting of Desk 
Research and Fieldwork.
 
This will include:

• Desk research to map out current service offer
• Desk research to map potential/emerging job 
opportunities within the borough
• Focus group sessions with clients identified by 
HEST and other employment related providers, such 
as DWP JCP, THF, and Urban Futures   
• One-to-one in person-direct interviews with clients 
identified by employment service providers 
• Internet, phone and/or postal based questionnaires 
with clients identified by employment service 
providers.
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Annex .05
Characteristics of respondents  
to the research by ward, age,  
gender and ethnicity
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August 2018

05. Respondent
Characteristics
Combining the data from the 1-2-1 survey 
questionnaires (105) with the focus group 
participants (37), the research reached 142 residents 
(n=142) coupled with 14 stakeholders, employment 
service providers and employers (see Figs 1 and 2 
and Table 1).
 
From our approach, we were able to discern the 
following characteristics of those who responded (i.e. 
those willing to share their thoughts and perceptions): 

• by far the greatest number of respondents lived in 
the Northumberland Park ward (21%), Tottenham 
Hale (13.3%) and Tottenham Green (12.4%: Table 2)

• the overwhelming majority of respondents fell into 
the broad category of ‘black’ which comprised 58% 
of all respondents with 27% categorised as ‘white’ 
(Fig 3);

• there were more male respondents than female: 
59%:41% (Fig 4 (a) and 4(b)) and more respondents 
aged 40 – 65yrs than those aged 16 – 39yrs: 56% 

compared to 44% (Fig 5)

• one-third (31%) of respondents had been 
unemployed for between 1yr and 5yrs and therefore 
classified as long-term unemployed (Fig 6)

• just over 1-in-3 respondents held a qualification 
below Level 2 (35%) compared to 65% above 
Level 3, with the overwhelming majority holding a 
qualification at degree level (see fig 7)

• more than half of those who provided information 
on the industry where they last worked were 
employed in the Administrative/support services 
(31%) and Wholesale & Retail Sector (27%) with 79 
(88%) respondents willing to ‘accept’ any job outside 
the sector they last worked in (see Table 3).
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Fig 1: Participants across all phases by gender (survey and focus group: actual)

Fig 2: Focus Group characteristics (n=37) 
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Table 1: Characteristics of focus group participants: an overview 

August 2018

FemaleSession Male Tottenham Haringey 16-17yrs 18yrs+

1

2

3

4

5

Total

10

7

5

7

8

37

2

2

1

4

2

11

8

5

4

3

6

26

10

7

7

4

28

5

4

9

1

1

10

7

5

7

7

36

Number

Gender Age RangeResidence

Table 2: Wards where survey respondents lived

Ward     Actual   Percent (%)

Northumberland Park   22   21.0

Tottenham Hale    14   13.3

Bruce Grove    11   10.5

Crouch End    1   1.0

White Hart Lane    4   3.8

Bounds Green    2   1.9

St Anns     5   4.8

Tottenham Green   13   12.4

Harringay    4   3.8

Seven Sisters    10   9.5

Woodside    7   6.7

West Green    3   2.9

Hornsey    2   1.9

Stroud Green    1   1.0

Fortis Green    2   1.9

Noel Park    3   2.9

Other     1   1.0

Total     105   100.0
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Fig 3: % of survey participants by ethnicity (n=105)

Fig 4(a): Gender of survey participants (%) 
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Fig 4(b): Gender of survey and focus group participants (%)                                 

August 2018

Fig 5: Age range of survey respondents (actual)
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Fig 6: How long had respondents been unemployed? 

Fig 7: Highest qualification held by respondents
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Note: Only 57 (54%) respondents answered this question.
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Table 3: Employment sector last worked in by respondents and whether they’d accept any job?

August 2018

Public Services Sector     1 0  1

Financial Services Sector     2 1  3

Wholesale & Retail Sector    22 2  24

Administrative/support services    25 3  28

Education      2 0  2

Human health & Social Services    7 1  8

Construction      5 1  6

Transportation & Storage     3 1  4

Accommodation & Food services    4 1  5

Information & Communication    5 0  5

Arts, Entertainment and recreation   0 1  1

Professional and technical services   1 0  1

Electricity, gas, steam & air conditioning   1 0  1

Manufacturing      1 0  1

Total       79 11  90

Note: 90 respondents answered this question (86% response rate)

Employment/Industry sector last 
worked by respondent

Would respondent 
accept any job?

Total

Yes       No
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