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About this report
This report examines the work done by employers and educators to advance social mobility in the 
UK in 2021-22. Drawing on evidence submitted to the 2022 UK Social Mobility Awards, the report 
examines employer activities in three main areas: building the foundations, doing the work, and 
taking the lead. The report also explores social mobility activities among schools, colleges and 
universities to bridge the gap between education and employment, and to support transitions into 
work. Overall, we find that employers typically focused on ‘widening the gate’ and creating more 
socio-economically diverse workforces in 2021-22. A smaller number of employers worked to 
improve equity and inclusion for people from less advantaged socio-economic backgrounds (SEBs). 

About the UK Social Mobility Awards 
The UK Social Mobility Awards (SOMOs) have recognised and celebrated UK employers and educators 
working to improve social mobility since 2017. The SOMOs are organised by Making The Leap, a 
London-based societal change charity which was founded in 1993 and works with schools, young 
adults, charities and employers to advance social mobility and race equity in the UK. 

To learn more about the UK Social Mobility Awards, including the 2022 winners, please visit:   
www.somo.uk. 

About the author
Dr Padmini Iyer is the Head of Research and Advocacy at Making the Leap. A mixed-methods social 
researcher, her work has focused on inequities in education related to gender, ethnicity and socio-
economic status in countries including the UK, Ethiopia, India and Vietnam. Before joining Making The 
Leap, Padmini led UK-based research at the National Centre for Social Research (NatCen) and worked 
on international research projects at the University of Cambridge and the University of Oxford. 
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I have long had a fundamental problem with social mobility. Unfortunately, as with any progressive chronic condition, 
its insidious nature meant that it took a long time for me to realise its existence.

For years, I invested enormous amounts of personal capital lecturing business leaders on the merits of social mobility. 
Who, I would wonder, would feel that advancing the life chances of the under-represented was anything but a Good 
Thing to do? 

And, time and time again, my audience would agree with me in various degrees of enthusiasm.  But there it would often 
end. And, in the small number of cases where they took any action, it was to refer me to their HR or CSR department 
where, unless it was already a passion, interest would wane and eventually die.

Then I had my lightning bolt moment!

My senior audience, while genuinely caring about the social justice implications of mobility, were for two very good 
reasons, far more interested in growing earnings before interest, tax, depreciation and amortization (EBITDA) and 
market share. The two reasons were firstly that they knew what to do about EBITDA and market share, whereas 
changing societal attitudes was beyond their ken.  And secondly, their continuing employment was wholly dependent 
on delivering EBITDA and market share growth.

It was that (rather obvious) realisation that triggered my epiphany.

Social justice, important though it is, does not stand alone – it is one side of a coin, of which the other is competitive 
advantage.

As a result of this realisation, I no longer lecture senior executives on the equity merits of social mobility. Instead, I 
make the following axiomatic assertion: 

 “Those businesses that don’t empathise with and understand the conditions and drivers of their  
	 customers,	supply	chains,	staff,	recruitment	pools,	regulators	and	the	communities	in	which	they	 
	 operate	will	–	by	definition	–	be	at	a	competitive	disadvantage	compared	to	those	that	do.”

This simple assertion never fails to gain the undivided attention of my audience and usually leads to the following 
response:

 “I	get	that	–	it	is	blindingly	obvious.		But	how	do	I	go	about	achieving	it?”

Usually, my answer is – “Aha, that is for you to figure out. That, after all, is the whole point of competitive advantage. If 
there were a formula for you and everyone else to follow, it wouldn’t give you any advantage!”

But the UK Social Mobility Awards (SOMOs) give me a more helpful response because the correct answer is – “Research.  
Study what others are doing to reap the commercial benefits of social inclusion.”

The 2022 entrants of the SOMOs provide a rich depository of techniques and learnings to help the competitive-minded 
business leader to answer that fundamental question. 
 
I can guarantee that this year’s entrants are no exception.

So, if your interest is in beefing up your competitive edge, this is the report for you. For those seeking to learn how 
to empathise with their stakeholders, the experiences of this year’s entrants will provide a masterclass in ways of 
achieving it. And for those champions who are exemplars in the drive for social mobility – participating in the SOMOs 
sends out a very loud and effective message to your customers, supply chains, staff, recruitment pools, regulators and 
the communities in which you operate.

Sir	Kenneth	Olisa	OBE
Chair of the UK Social Mobility Awards Judging Panel

Foreword
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The UK Social Mobility Awards 
For the past six years, the UK Social Mobility Awards (SOMOs) have recognised and celebrated UK employers and 
educators working to improve social mobility. The SOMOs are organised by Making The Leap, a London-based societal 
change charity. Founded in 1993, Making The Leap works with schools, young adults, charities and employers to 
advance social mobility and race equity in the UK.

At Making The Leap, we see social mobility as having two key goals: 

1

2

A	good	standard	of	living,	no	matter	what	your	occupation	or	background. No matter what your 
job – and regardless of your class, race, gender or other characteristics – your pay and employment 
conditions mean that you have, at the very least: the ability to feed yourself and your family, decent 
housing, and financial security.

Equality	of	opportunity¸	no	matter	what	your	parents’	occupation	or	background. No matter what 
your parents’ job, you have fair access to education and training opportunities, which in turn means you 
have fair access to any employment opportunities you wish to pursue. Linking back to our first goal, you 
will have access to a good standard of living no matter what occupation/s you choose.

Promoting socio-economic diversity, equity and inclusion through education and employment is key to achieve social 
mobility. However, recent evidence indicates there is a long way to go before this is a reality in the UK:

 � Socio-economic diversity: There is a lack of socio-economic diversity across UK sectors, with people from less   
 advantaged socio-economic backgrounds (SEBs) under-represented in sectors including finance, media, medicine  
 and law,1 and in senior positions across almost all sectors.2   

 � Socio-economic	equity: Once they are in work, people from less advantaged SEBs face less equitable outcomes.  
 On average, working-class professionals earn £6,718 less per year than their peers from more advantaged  
 backgrounds. The class pay gap is further compounded by gender for working-class women, and by race for   
 working-class Bangladeshi and Black Caribbean professionals.3   

 � Socio-economic inclusion: Across their career journeys, people from less advantaged SEBs are less likely to 
 experience inclusion in the workplace. In recent studies, 31% of young people from less advantaged SEBs 
 reported concerns that their backgrounds would negatively impact their career prospects,4  while 29% of senior   
 managers from working-class backgrounds report experiencing accent bias in the workplace.5

Fortunately, employers and educators are becoming increasingly aware of and taking action on social mobility. More 
organisations than ever entered the SOMOs in 2022, while participation in other social mobility initiatives continues 
to grow. Entries to the Social Mobility Foundation’s Employer Index increased in 2021,6  while over 150 organisations 
participated in the UK’s first-ever Social Mobility Awareness Day in June 2022. In this report, we examine the work done 
by employers, schools, colleges and universities to advance social mobility in 2021-22, based on their entries to the 
SOMOs in 2022. 

1 The Bridge Group (2022) Bridging the gap: socio-economic diversity in the engineering sector: access, pay and progression. London: The Sutton Trust. 
2 Social Mobility Commission (2019). Elitist Britain: the educational backgrounds of Britain’s leading people. London: Social Mobility Commission.   
3 Department for Opportunities (2022) The class pay gap: data and analysis 2022. London: Social Mobility Foundation. 
4 BDO UK (2022) “Who you know” still impacting success at work. London: BDO UK. 
5 Levon, E., Sharma, D. & Ilbury, C. (2022) Speaking up: accents and social mobility. London: The Sutton Trust. 
6 Social Mobility Foundation (2021) Employer Index Report 2021. London: Social Mobility Foundation. 

Introduction

https://makingtheleap.org.uk/
https://socialmobilityday.com/
https://www.suttontrust.com/wp-content/uploads/2022/02/Bridging-The-Gap-report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/811045/Elitist_Britain_2019.pdf
https://departmentforopportunities.org/news/the-class-pay-gap-data-analysis-2022/
https://www.bdo.co.uk/en-gb/news/2022/who-you-know-still-impacting-success-at-work
https://www.suttontrust.com/wp-content/uploads/2022/11/Accents-and-social-mobility.pdf
https://www.socialmobility.org.uk/wp-content/uploads/2021/11/Social-Mobility-Employer-Index-2021.pdf
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Who entered the SOMOs in 2022? 

Employers made up two-thirds of SOMO 2022 entrants, with educational institutions making up the remaining third 
(see Figure 1). Schools, colleges and universities are of course also major employers – however, entries from these 
organisations focused on their work to advance social mobility through education. We therefore describe these 
organisations as ‘educators’, rather than as employers. 
 

Public sector

66%

34%

34%

66%

1

Figure 1: SOMO 2022 entrants - employers and educators

Educators
34%

Employers
66%

In total, employers who entered the SOMOs in 2022 employed over 1 million people across the UK. Nearly three-quarters 
of employers were large organisations, employing over 250 people (see Figure 2). 20% of employers were medium 
enterprises (50 to 249 employees), and 8% were small organisations (1 to 49 employees). Among large enterprises, 25% 
of entrants employed 1,001 to 5,000 people, with 22% employing over 10,000 people.
 
Employers came from 15 employment sectors, with finance (19%), law (16%), media (11%) and professional services 
(11%) as the most represented sectors (see Figure 3). The higher proportion of entrants from these sectors is consistent 
with previous years (with an increase in entries from the media industry), and reflects the sectors in which people from 
less advantaged SEBs are typically underrepresented.7  Importantly, there were also entries from employers in sectors 
where high numbers of people from less advantaged SEBs are employed, such as retail (5%), facilities management 
(4%), hospitality (2%), and real estate (2%). While they may not need to focus on increasing socio-economic diversity, 
employers in these sectors still play a vital role in advancing social mobility by delivering equitable outcomes and 
inclusive workplaces for people from less advantaged SEBs. This is particularly important since people from less 
advantaged SEBs are often underrepresented at senior levels in these sectors.

Looking at educators, the majority of entries were from schools and colleges (60%) in 2022. Around a quarter of entries 
were from universities (23%) and just under one-fifth from other organisations in the education sector (17%) (see Figure 
4). Among schools and colleges, entrants included non-selective state schools serving less advantaged pupils, grammar 
schools and independent schools. University entrants included post-1992 institutions which largely serve students from 
less advantaged SEBs, and Russell Group universities which typically have more advantaged student populations.8 

7 Social Mobility Commission (2019). Elitist Britain: the educational backgrounds of Britain’s leading people. London: Social Mobility Commission.   
8 The Sutton Trust (2021). Universities and Social Mobility: Summary Report. London: The Sutton Trust.  

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/811045/Elitist_Britain_2019.pdf
https://www.suttontrust.com/wp-content/uploads/2021/11/Universities-and-social-mobility-final-summary.pdf
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2%
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11%

11%

16%
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	 1

In terms of location, entrants most commonly reported that their social mobility activities took place in London (80%), 
followed by South East England (62%). This focus on London is likely to reflect the location of some of the UK’s most 
deprived areas in and around the capital,9 as well as the locations of entrants’ organisations. Entrants also reported 
working in the North West (54%), West Midlands (53%), and Yorkshire and The Humber (52%), reflecting the location of 
the ‘coldest’ social mobility cold spots in England.10  While almost all entrants reported social mobility activities taking 
place in England (99%), a much lower proportion reported activities in Scotland (37%), Wales (30%) and Northern 
Ireland (15%).

9  Ministry of Housing, Communities and Local Government (2019) The English Indices of Deprivation 2019: Statistical Release. London: Ministry of Housing, Communities  

  and Local Government. 
10 Social mobility ‘cold spots’ are areas in which people from less advantaged SEBs are much less likely to have the same opportunities as their peers from more advantaged  

   backgrounds. Social Mobility Commission (2017) State of the Nation 2017: Social mobility in Great Britain. London: Social Mobility Commission. 
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Figure 2: SOMO 2022 employers by size

Figure 3: SOMO 2022 employers by sector

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/835115/IoD2019_Statistical_Release.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/662744/State_of_the_Nation_2017_-_Social_Mobility_in_Great_Britain.pdf
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Figure 5: SOMO 2022 activities by location
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Figure 4: SOMO 2022 educators by institution type
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Navigating this report 

This report presents key findings from all eligible entries to the 2022 SOMOs, which describe social mobility activities 
undertaken from January 2021 to March 2022. Based on thematic analysis of entries, we explore what employers and 
educators did to advance social mobility during this period, as well as how they did it - the challenges overcome, and 
the enabling factors that supported effective social mobility work.  

The first three chapters of the report focus on social mobility activities among employers who entered the SOMOs in 
2022. The chapters follow the sequence of a typical social mobility journey for employers and employees. These can 
be read chronologically, or used as standalone reference chapters to inform specific stages of social mobility work: 

In the fourth chapter, we explore the work done by educators who entered the awards in 2022: 

Before these chapters, our infographics provide a high-level summary of what employers did to advance social 
mobility and what educators did to advance social mobility in 2021-22. 

Building the foundations1
Explores how employers collected and used SEB data, how they 
developed social mobility strategy, and the role of leadership and 
governance in effective social mobility work.

Doing the work2
Examines employers’ outreach and recruitment activities to 
increase socio-economic diversity, their work to support retention 
and improve socio-economic inclusion, and activities to support 
equitable progression opportunities for those from less advantaged 
SEBs.

Taking the lead3
Discusses the advocacy work done by employers to promote 
awareness, understanding and action on social mobility, from work with 
within their sectors to wider platforms and community-level initiatives. 

Bridging the gap4
Examines activities by schools,	colleges and universities to improve 
outcomes and experiences of schooling, to expand post-16 pathways, 
to widen access to higher education, and to facilitate transitions to 
employment. 



3
2

1
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Taking the lead
Just under half of the employers who 

entered the SOMOs reported advocacy 
activities to promote wider awareness and 

action social mobility in 2021-22. This included 
working with peers through sector-based 

initiatives, influencing wider audiences through 
events and campaigns, and producing resources 

to support other employers. 
Employers also demonstrated their commitment 

to social mobility through community-based 
action by supporting local businesses, social 

enterprises, and initiatives to address 
food poverty in 2021-22.

Doing the work
The majority of employers focused on social 
mobility at the early stages of the employee 
journey through outreach and recruitment 

activities in 2021-22. This reflected continued efforts to 
‘widen the gate’ and improve socio-economic diversity, 

particularly in sectors where people from less advantaged 
SEBs are underrepresented. 

A growing number of employers reported activities to 
improve retention in 2021-22. This indicated an increasing 

awareness that socio-economic inclusion must be 
promoted alongside socio-economic diversity. Improving 

social mobility through progression initiatives was 
much less commonly reported by employers. Best 

practice in this area included more transparent 
promotion structures, internal recruitment, 

and targeted training and 
development opportunities. 

Building the 
foundations

Nearly two-thirds of employers built the 
foundations for their social mobility work through 
strategy and leadership, through dedicated plans 

and/or governance structures. Social mobility was often 
incorporated into existing diversity, equity and inclusion 

(DEI) initiatives. Around a third of employers collected socio-
economic background (SEB) data from their employees 

to inform their social mobility strategies. Where SEB data 
were collected – typically through annual DEI surveys 
or via HR systems – employers were able to identify 

gaps, prioritise key areas for intervention, and 
track progress towards social mobility targets. 

In examples of best practice, employers 
published their SEB data in external 

DEI reports or class pay gap 
reports.  

Summary

What did employers do to advance 
social mobility in 2021-22?

Advocacy 47%

Retention 53%

Outreach 79%

Progression 23%

Recruitment 75%

Strategy & Leadership 63%

Data 39%
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Facilitating  
transitions to employment

Schools, colleges and universities adopted 
a range of strategies to support young people 
from less advantaged SEBs into employment. 
Careers education, developing employability 

skills, mentoring and coaching were all common 
approaches. Creating links between young 

people and employers – through insight days, 
work experience and professional networks 

– were also popular strategies to bridge 
the gap between education and 

employment. 

Widening access to  
higher education

Reflecting the key role of higher education in 
improving social mobility, schools, colleges and 
universities all worked to widen access to higher 

education for young people from less advantaged 
SEBs. In addition to access schemes, universities 

delivered targeted financial, academic and pastoral 
support. These initiatives aimed to improve 

retention and inclusion by addressing common 
barriers for students from less advantaged 

SEBs while at university. 

Expanding  
post-16 pathways

To support social mobility for students  
who did not follow academic routes,  
schools and colleges developed their  

post-16 pathways. This included offering 
vocational qualifications (such as BTECs), 
and forming connections with employers 

so students could access high-quality 
apprenticeship opportunities. 

Improving outcomes 
& experiences of schooling

Improved academic outcomes, essential skills  
and access to social and cultural capital are  

important drivers of social mobility. To realise these 
outcomes for pupils from less advantaged SEBs, schools 

who entered the SOMOs in 2022 provided additional 
academic support across year groups – from  

interventions to improve core numeracy and literacy 
skills to one-to-one support with GCSE and A-level 

study. Schools also increased the provision of 
enrichment activities to develop essential skills 

(such as confidence, communication and 
teamwork) and to expose pupils to a  

range of social, physical and  
cultural activities. 

What did educators do to advance 
social mobility in 2021-22?



Building the foundations1
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Data

To help build trust and familiarise employees with 
the process, employers often started SEB data collection 
through anonymous social mobility or DEI surveys. These 

surveys were accompanied by internal comms – including from 
senior leaders – to explain why SEB data were being collected 

and how the data would be used. Later on in their social mobility 
journeys, employers collected SEB data through optional disclosure 

via HR systems. This allowed employers to examine SEB trends 
across the employee journey and identify priority areas to intervene. 

For example, if people from less advantaged SEBs were under-
represented across the company, then outreach and retention 
activities were prioritised to improve socio-economic diversity 

and inclusion. If people from less advantaged SEBs were 
under-represented at senior levels, then activities to support 

equitable progression were prioritised – and so on.  In 
examples of best practice, employers published SEB 

data in external DEI reports and/or class pay gap 
reports, along with action plans to address 

identified gaps.

 
Strategy and leadership

Employers often embedded social mobility into 
existing DEI initiatives. This allowed them to build on 

best practice – for example, from ongoing work on race and 
gender – and also supported intersectional approaches to 

social mobility and DEI work. Social mobility strategies typically 
covered all stages of the employee journey – from outreach and 

recruitment to retention and progression. As described in the Data 
section, where employers had collected SEB data, they were able 
to prioritise stage/s of the employee journey where action would 
be most impactful. To put social mobility strategies into action, 

employers established clear leadership and governance structures. 
Again, using existing approaches from DEI work was a helpful 
approach, and involved using senior social mobility sponsors, 
dedicated social mobility leads, and/or social mobility teams 

within DEI, HR or People teams. To build accountability 
and transparency into social mobility work, senior 
leaders were responsible for reporting progress 

against social mobility targets and plans. 
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Building the foundations | Data

Enablers 

Using	reliable	questions

The Social Mobility Commission 
(SMC)’s ‘essential question’ 
to measure SEB – parental 
occupation at age 14 – was 
increasingly used by employers in 
2021-22. The SMC did extensive 
work to determine the reliability of 
this measure, and its growing use 
by employers provided valuable 
comparative insights into SEB 
across UK industries.
 
Securing	senior-buy	in

Senior leaders’ visible support 
and engagement with SEB data 
collection was a key enabler to 
encourage employee participation. 
Effective approaches included 
internal comms and events in 
which senior leaders explained 
social mobility, the importance 
of disclosing SEB, and how data 
would be used. 

Building	on	existing	DEI	data	
collection

Employers didn’t need to start from 
scratch when collecting SEB data. 
Where a compelling case had been 
made and trust established around 
DEI data collection, employers 
drew on these existing practices 
to collect SEB data alongside other 
demographic characteristics. 

Collecting	data

Employers who collected data relevant to their social mobility work used a range of 
methods. In some cases, employers ran dedicated social mobility surveys to collect 
socio-economic background (SEB) data. AMS achieved a 70% completion rate for their 
social mobility survey in 2021-22, which revealed that 33% of employees came from 
working-class backgrounds, 65% had attended a state school and 20% had qualified 
for free school meals (FSM). 

Employers such as ITN and W Communications updated their existing DEI annual 
surveys to collect SEB data alongside other demographic information in 2021-22. 
Going a step further, employers used annual DEI surveys to collect data on employee 
demographics and levels of employee engagement, well-being and belonging. 
Employers including BlackRock,	DLA	Piper,	Grant	Thornton,	PensionBee	and 
Santander adopted this approach. Insights from Grant Thornton’s survey indicated 
that 90% of employees from less advantaged SEBs felt a high level of belonging and 
sense of well-being in 2021-22. These surveys also allowed employers to follow people 
from less advantaged SEBs across the employee journey. At DLA Piper, results from 
their 2021 employee engagement survey indicated that 66% of summer interns were 
educated at non-selective state schools. 80% of interns from this group received 
offers to join the firm’s graduate programme.  

As an alternative to annual surveys, employers collected SEB data through HR 
systems. BlackRock and Schroders allowed employees to voluntarily self-disclose 
their SEB via the firm’s HR system, while EY used data dashboards to display any 
differential outcomes – through various stages of recruitment and to track retention 
and progression – for employees from less advantaged SEBs. 

From data to action

Collecting SEB data was just the first step in employers’ social mobility journeys. The 
next stages involved using these data to examine trends in employee experiences 
and outcomes by SEB, and then, armed with these insights, moving to evidence-based 
action.  

There were employers who used data to deliver targeted programmes to people 
from less advantaged SEBs. For example, NatWest collected data on state school 
education, FSM eligibility and Index of Multiple Deprivation to determine whether 
applicants to their apprenticeship programme met social mobility criteria. 79% met 
two or more of these criteria in 2021-22 – importantly, NatWest also considered 
personal disadvantages (such as medical conditions) which may not be captured 
through existing social mobility measures. The Department	for	Work	and	Pensions 
(DWP) used SEB data to identify people from less advantaged SEBs for their Talent 
Programme in 2021-22, and also used insights from their Annual People Survey to 
understand the experiences and specific needs of employees from these groups.  

Collecting and analysing SEB data on an annual basis allowed employers to 
understand where action was most needed, develop targeted initiatives and monitor 
the progress of their initiatives. ITN used SEB data to measure ongoing progress of 
social mobility interventions such as school outreach and work shadowing, and to 
ensure these interventions fed into their early careers recruitment pipeline. 

Data

https://socialmobilityworks.org/toolkit/measurement/
https://socialmobilityworks.org/toolkit/measurement/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/768371/Measuring_Socio-economic_Background_in_your_Workforce__recommended_measures_for_use_by_employers.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/768371/Measuring_Socio-economic_Background_in_your_Workforce__recommended_measures_for_use_by_employers.pdf
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Building the foundations | Data

Employers used insights from SEB data as part of accountability measures, to set and 
track progress towards social mobility targets. KPMG	UK and PwC led the way in 2021 
by publishing socio-economic pay gap reports. These reports acknowledged the need 
to take action and ensure fair pay for those from less advantaged SEBs. Reflecting this, 
KPMG UK published an action plan to close their pay gap and to meet targets through 
initiatives such as new recruitment and talent programmes. While no other SOMO 
entrants published class pay gap data in 2021-22, SEB data still formed an important 
part of internal and external accountability measures. For example, ITN published 
their employees’ SEB profiles in their 2022 Diversity and Inclusion report. 

Challenges 

Encouraging	response	rates

Low response rates to SEB 
questions continued to be the 
key data-related challenge for 
employers in 2021-22. In particular, 
meeting the Social Mobility 
Commission’s recommended 65% 
response rate was a challenge, due 
to reticence among employees to 
disclose their SEB, concerns around 
why they were being asked for 
this information, and the potential 
complexity of the question/s  
being asked. 
 
To overcome this challenge, 
employers adopted approaches 
including:  

• Simplifying the way SEB data 
was collected (by just asking the 
Social Mobility Commission’s 
parental occupation question). 

• Explaining why SEB data were 
being collected, how they would 
be used to improve social 
mobility, and why this was 
important.   

• Starting with anonymous annual 
surveys to familiarise employees 
with the questions. After this first 
step, employees were more likely 
to feel comfortable with optional 
disclosure of SEB via HR systems.
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Adopting	a	strategic	approach	to	social	mobility	

To ensure a focused, strategic approach to their social mobility work, employers 
developed and followed social mobility plans in 2021-22. Rather than reinventing the 
wheel, employers typically drew on their existing frameworks to develop their social 
mobility strategies. 

A popular approach was to embed social mobility in existing DEI strategies – 
employers including AMS,	BlackRock,	Cabinet	Office,	EY,	Greene	King,	Howdens,	
Mitie and PensionBee adopted this approach. For example, when developing its 
social mobility work, EY reviewed its DE&I strategy, drew on lessons from its work 
on gender and race strategies, and added social mobility as a priority under a new 
strategic DEI pillar. Within the Cabinet Office’s Diversity and Inclusion strategy, the 
Cabinet Office Social Mobility Action Plan (COSMAP) focused on four key areas: 
attraction and outreach, data, talent and progression, and awareness. BlackRock 
covered similar areas in its social mobility goals: engagement and retention, equity of 
progression, increasing representation, and acting as a force for good in the industry.  

Another approach was to include social mobility strategies in Corporate Social 
Responsibility (CSR) and Environmental, Social and Governance (CSR) commitments. 
In one example of this, Marston	Holdings aimed to support the social, economic and 
environmental well-being of local communities through their Social Value pledges, 
and as part of their ESG commitments, the company signed up for the Social Mobility 
Pledge in 2020. 

Lastly, employers adapted their outreach and early careers strategy to include social 
mobility at these key stages of the employee journey. Burges	Salmon used their 
community engagement strategy to direct their social mobility initiatives, which 
allowed them to use community connections to leverage impact through its work with 
schools and youth engagement. Linklaters’ Realising Aspirations strategy focused 
on social mobility by supporting young people from less advantaged SEBs to learn 
about the world of work. Reflecting their intersectional approach, the firm’s Realising 
Aspirations strategy was also part of their Race Action Plan, which ensured that their 
work reaches Black students from less advantaged SEBs in particular. DLA	Piper 
developed an Early Careers Social Mobility Strategy, which focused the firm’s work 
on the following areas: developing their understanding of the barriers preventing 
students from entering and succeeding in the legal profession, diversifying the 
route to legal qualification, instilling confidence and increasing students’ aspirations, 
advocating for social mobility on a wider platform, and providing additional support 
for students from less advantaged backgrounds transitioning from the firm’s 
internships to their graduate programme. 
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Strategy & Leadership

Enablers 

Holding	senior	leaders	to	 
account for action on social 
mobility 

While targets and benchmarks 
must not reduce DEI work to a 
‘tick-box’ exercise, they acted as 
an important mechanism to hold 
senior leaders accountable for 
employer actions and progress 
on social mobility. Meaningful DEI 
goals in professional development 
objectives were one way to embed 
action on social mobility as an 
expected part of all leadership 
roles.
 
Committing	resources	to	social	
mobility	work

Effective social mobility work 
continued to be time-consuming 
and resource-intensive in 2021-
22. In examples of best practice, 
employers acknowledged and 
acted on this through ring-fenced 
budgets for social mobility work, 
protected time for employees, and/
or dedicated roles for those who 
led and managed social mobility. 
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Establishing	leadership	and	governance	

Once their social mobility strategies were in place, employers needed to establish 
leadership and governance structures to put their plans into action. Securing 
sponsorship and buy-in at the highest levels of their organisations was a key part of 
this. In the private sector, employers including AMS,	BlackRock,	Burges	Salmon,	
Enterprise	Rent-a-Car and PwC all described senior social mobility sponsors at 
Executive Committee (ExCo) level. Various ExCo leaders were described as having 
overall oversight and responsibility for social mobility, from CEOs to Chief People 
Officers to those in dedicated, senior DEI roles – such as DEI Director, Chief Diversity 
Officer and Head of DEI. In the public sector, the Cabinet	Office appointed a senior 
champion for social mobility at Director General Level, and a director-led board was 
created to provide consistent leadership and accountability. Across the private and 
public sectors, establishing leadership from the very top was an important way to 
signal the importance of social mobility to the organisation. 
 
However, effective senior leadership and sponsorship of social mobility were not just 
symbolic. Among employers, senior leaders were accountable for working towards 
and reporting progress against social mobility targets. Examples of social mobility 
targets included: 35% of senior management roles being held by employees from less 
advantaged SEBs by 2030 (Santander UK), and 25% of early careers hires from less 
advantaged SEBs at dentsu (which the company exceeded in 2021, achieving 28%). 
Employers also embedded DEI into their senior leaders’ objectives (for example, at 
AMS), and made it an integral part of their ongoing professional development. At EY, 
the Head of DE&I was sponsored to complete a doctorate on the topic of privilege, 
with a focus on Race, Gender and Class. 

Leadership and governance structures below ExCo were also important to support 
effective social mobility work. Operating under a range of names – social mobility and 
DEI Champions, Committees, Councils and Initiatives – teams focusing on the day-to-
day running of internal and external social mobility work were essential at companies 
including BlackRock,	dentsu,	EY,	Freshfields	Bruckhaus	Deringer,	ITN,	Pemberton	
Asset	Management,	PensionBee and PwC. In many cases, these Social Mobility and 
DEI teams engaged closely with staff-led groups – commonly known as Social Mobility 
Networks or Employee Resource Groups (ERGs). The role of these staff-led groups in 
creating an inclusive workplace is explored in Chapter 2 (see Inclusion and belonging 
in the workplace below). When it came to governance, staff-led social mobility groups 
played a vital role in identifying strategic priorities for staff from less advantaged  
SEBs, acting as internal advocates for social mobility, and delivering external social 
mobility activities. 

Challenges 

Designing	a	focused	strategy

Knowing where to start and how 
to prioritise was challenging for 
employers early on their social 
mobility journey. Using SEB data 
to identify gaps and patterns in 
the outcomes and experiences of 
employees from less advantaged 
SEBs was an important place to 
start when developing a social 
mobility strategy. Based on insights 
from these data, employers were 
able to focus on their strategies 
on the stage/s of the employee 
journey where action would be 
most impactful.
  
Securing	senior	buy-in

Where social mobility work was 
driven through ‘bottom up’ staff-
led initiatives, it was not always 
easy to convince senior leaders 
of its importance. This was not 
necessarily due to resistance, 
but a reflection of the volume of 
commitments and priorities facing 
senior leadership teams. Effective 
approaches included highlighting 
both the business and moral value 
of advancing social mobility, using 
available evidence to highlight best 
practice on social mobility among 
industry peers, and identifying one 
or two senior leaders who were 
most likely to act as social mobility 
champions.

Building the foundations | Strategy & Leadership



Doing the work

Progression
As in previous years, activities to ensure 
equitable progression opportunities for 

people from less advantaged SEBs were the least 
reported ‘type’ of social mobility activity in 2021-22. 

Employers acting on progression used internal SEB data 
to understand gaps and trends, and then used positive 

action initiatives to address the under-representation of 
people from less advantaged SEBs in senior positions. Actions 

included creating more transparent promotion structures, 
developing internal recruitment processes, and offering 

targeted training and development opportunities.    

   Page |18

2

Outreach
Employers targeted their social mobility 

outreach work based on geographical, institutional 
and individual background indicators to define 

less advantaged SEBs. Among employers with a lower 
proportion of employees from less advantaged SEBs, outreach 

activities often involved raising awareness about careers in their 
sectors. Across all sectors, outreach activities allowed employers 

to equip children and young people with essential skills and 
employability skills. Insight days, work experience and internships 
hosted by employers offered young people from less advantaged 
SEBs more in-depth insights and exposure to work environments. 

In examples of best practice, social mobility-focused work 
experience and internships were paid opportunities, to 

improve accessibility for people from less advantaged SEBs. 
Targeted mentoring and coaching initiatives provided 

one-to-one support, and often aimed to address 
intersections between socio-economic and other 

forms of disadvantage related to race, 
gender, and sexual orientation.

Recruitment
Social mobility apprenticeships provided 

a valuable route into employment for people 
from less advantaged SEBs in 2021-22. To maximise 
accessibility, employers had minimal or no selection 
criteria for these apprenticeships (beyond eligibility 

based on SEB), and also paid a salary rather than the 
standard minimum wage entitlement for apprentices. 

Other alternative pathways to employment included paid 
graduate programmes for people from less advantaged 

SEBs, and targeted employment programmes for 
care leavers, refugees and asylum seekers, and 

prison leavers. Employers also adapted their hiring 
practices to improve inclusivity for those from less 
advantaged SEBs. This included a combination of 

contextualised and anonymised recruitment 
practices, to facilitate positive action 

while minimising bias.  

Retention
To improve retention among employees 

from less advantaged SEBs, employers typically 
focused on creating more socio-economically 

inclusive workplaces. This ranged from supportive 
onboarding processes and ongoing mentoring to staff-

led social mobility networks and employee resource 
groups. Employers also worked to improve awareness and 
understanding of social mobility through internal events, 

by sharing social mobility stories, and through formal 
DEI training. While not commonly reported, there were 

SOMO 2022 entrants who acted to improve employment 
conditions for those from less advantaged SEBs. 

Examples included becoming accredited Living Wage 
Employers, improving transparency around pay 

and parental leave, pay rises, and bonus 
schemes.   
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Outreach

Raising	awareness	about	career	pathways

Across sectors with a lower proportion of people from less advantaged SEBs, 
employers worked with schools, colleges and universities to raise awareness about 
their career pathways. Among law firms, Burges	Salmon,	Freshfields	Bruckhaus	
Deringer	and Linklaters all delivered multi-dimensional social mobility outreach 
programmes which included awareness-raising activities. Burges Salmon’s Working 
with Schools programme – delivered to over 1,500 14 to 18-year-old pupils in 2021-
22 – included sessions to raise insights about routes into multiple careers in the legal 
sector. Freshfield’s Aspiring Professionals Programme (APP), delivered to 100 Year 12 
pupils in collaboration with the Social Mobility Foundation, included an Interactive 
Careers Week. This involved online careers insight sessions with presentations, Q&As 
and advice from Freshfields partners, associates, trainees, and business associate 
professionals. Similarly, as part of their Preparation for Employment programme 
(working in a phased approach with eight to 18-year-olds), Linklaters delivered careers 
insights talks which covered sectors including the music industry, investment banking, 
STEM and military careers.

In the financial sector, BlackRock hosted a Find Youth Future Forum, in which 80 
individuals from less advantaged SEBs were invited to learn about careers at the firm. 
Goldman	Sachs ran a Careers Residential over three days for 100 15 to 18-year-olds 
and 20 teachers, showcasing career opportunities in the city including law, consulting 
and technology. The residential was designed to meet three out of eight Gatsby 
Benchmarks – learning from the labour market, encounters with employers and 
employees, and experiences of workplaces. Schroders adopted a Brand Ambassador 
approach to reach university students, targeting institutions with a high proportion of 
students from less advantaged SEBs, from which the firm receives fewer applications. 
Working with student societies such as the 93% Club, students acted as Brand 
Ambassadors on campus to represent Schroders and share early career opportunities 
with their peers. 
 
Among employers in the media industry, ITN used virtual outreach workshops to 
inform nearly 700 pupils about the variety of roles and routes into the organisation 
in 2021-22. Dentsu ran in-person events to inspire young people to ‘see their place’ 
in the media industry, while W Communications similarly worked with schools and 
universities to encourage children and young people to consider a career in media 
and the PR industry. 

Professional services firms such as Grant	Thornton and EY worked with schools 
and colleges to provide career advice and raise awareness of careers in accountancy. 
Grant Thornton reached an impressive 50,000 pupils across 2,000 schools in 2021-22 
(55% of whom were from less advantaged SEBs), through a partnership with Young 
Professionals. 

In the technology sector, outreach activities included job fairs and ‘meet the employer’ 
days run by Marston	Holdings, while FDM	Group delivered on-campus and virtual 
events to encourage university students to explore technology careers. Sapphire 
Systems delivered Raising Aspiration school workshops, which gave pupils hands-on 
experience and understanding of automation and Artificial Intelligence. In the energy 
sector, National	Grid also used interactive sessions in schools to educate pupils 
about the industry. In addition to presentations by National	Grid engineers about 
their career journeys, these sessions included opportunities for pupils to design and 
build structures with their own energy and clean water supply. 

Targeting outreach activities 

To ensure they reached people 
from less advantaged SEBs, 
employers targeted their activities 
using a range of SEB indicators, 
including: 
 
Individual	background

• Free school meal (FSM) eligibility
• First in family to attend university
• Parental unemployment
• Single-parent family
• Low-income family  
 
Institution type 

•  Non-selective state schools
• Schools with a high proportion of 

pupils eligible for FSM
• Non-Russell Group universities
• Universities with a high 

proportion of students from less 
advantaged SEBs

 
Geographical	indicators  

• Social mobility cold spots
• Deprived areas (based on 

the English Index of Multiple 
Deprivation) 

• Areas with low participation 
in higher education (based on 
POLAR4)

https://www.socialmobility.org.uk/
https://www.gatsby.org.uk/uploads/education/reports/pdf/gatsby-sir-john-holman-good-career-guidance-2014.pdf
https://www.gatsby.org.uk/uploads/education/reports/pdf/gatsby-sir-john-holman-good-career-guidance-2014.pdf
https://www.93percent.club/
https://young-professionals.uk/
https://young-professionals.uk/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/662744/State_of_the_Nation_2017_-_Social_Mobility_in_Great_Britain.pdf
https://www.gov.uk/government/statistics/english-indices-of-deprivation-2019
https://www.gov.uk/government/statistics/english-indices-of-deprivation-2019
https://www.officeforstudents.org.uk/data-and-analysis/young-participation-by-area/about-polar-and-adult-he/
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Developing	skills

Employers used their outreach work to equip children and young people from less 
advantaged SEBs with a range of skills to help them enter and succeed in the world 
of work. Such interventions are crucial to support social mobility, since children and 
young people from less advantaged SEBs are less likely to be equipped with essential 
skills such as communication skills and self-belief,11  and less likely to access the 
professional networks leveraged by their more advantaged peers.12

  
Employers across the professional services, finance, legal, media, retail and 
technology sectors worked with school pupils and university students to develop 
employability skills including interview techniques (through 1-1 coaching and 
mock interviews), tailoring CVs and writing effective job applications. Beyond the 
groups mentioned above (see Targeting outreach activities above), PwC worked 
with the Refugee Council to deliver virtual, quarterly employability workshops to 
refugees, and with Barnardo’s to create a Care Leaver programme. This involved a 
6-week programme focusing on developing care leavers’ employability skills. BNP	
Paribas partnered with the Saracens Foundation’s Get Onside programme, to 
help rehabilitate young and adult offenders through touch rugby and employability 
workshops. To support their employability work, BNP Paribas also created an internal 
Step Up Social Mobility employability programme, a suite of resources for BNP Paribas 
employees to use when working with schools and external partners. LGIM ran events 
including an insight day in partnership with Citizens Wales, to help students prepare 
for assessment centres and improve their CVs, and Mock Interview Workshops to give 
students opportunities to be interviewed by professionals across different sectors. 
Simmons & Simmons delivered a series of employability sessions for students 
on social mobility programmes (both their own and those run by other firms), 
covering topics such as legal interview skills, developing a personal brand, graduate 
applications and networking.  

There were employers who worked to develop essential skills such as confidence, 
communication, teamwork, presentation and networking. Employer programmes 
mentioned above (see Raising awareness about career pathways above) – Goldman	
Sachs’ Careers Residential, Burges	Salmon’s Working with Schools and Linklaters’ 
Preparation for Employment – all included elements to build to develop these 
essential skills. To focus its enrichment activities, Linklaters used The Skills Builder 
Framework, which covers key skills such as listening and speaking, creativity, 
leadership and teamwork, and problem solving. 
 
At Goldman	Sachs, students participating in the Careers Residential were given 
opportunities to both practise their networking skills and develop their network 
through sessions with peers from other schools and Goldman Sachs employees. 
Enterprise	Rent-A-Car delivered RE:Action 24/7, a seven-week training programme, 
to over 3,000 university students from less advantaged SEBs to instil confidence, belief 
and self-acceptance. Activities included inspirational speakers, expert-led workshops 
and virtual panel sessions with Enterprise employees from diverse backgrounds. 

Exposure	to	work	environments

Employers provided children and young people with exposure to work environments 
through in-person and virtual activities. Insight days hosted by Pemberton	Asset	
Management,	FDM	Group and Burges	Salmon provided school pupils with 
opportunities to visit offices, understand what a workplace environment looked like, 
and experience in-person networking with employees.

Enablers 

Sourcing	and	managing	 
volunteers

Social mobility outreach work was 
typically delivered by employees 
who volunteered their time and 
expertise for their employer’s 
programmes. Employers therefore 
needed to develop internal 
systems to source, manage and 
support volunteers. In 2021-22, 
effective volunteer management 
approaches included:

• Using online platforms which 
allowed employees to learn 
about and commit to a wide 
variety of outreach activities 

• Providing employees with 
dedicated volunteering time per 
year

• Developing employees’ 
volunteering skills through 
dedicated resources and toolkits

• Working with staff-led social 
mobility networks to source 
motivated volunteers 

 
Working	with	external	 
partners

Employers worked with many 
different organisations to reach 
people from less advantaged SEBs, 
including Career Ready, Making 
The Leap, the Social Mobility 
Foundation, The Prince’s Trust 
and UpReach. They also worked 
with organisations that allowed 
them to reach specific groups, 
such as care leavers through 
Barnardo’s and refugees through 
the Refugee Council. Working with 
these partners not only facilitated 
reach, but also meant employers 
benefitted from partners’ expertise 
on programme design, delivery 
and safeguarding.  

11 Youth Employment UK (2022) Youth Voice Census 2022. Kettering: Youth Employment UK.  
12 Office of National Statistics (2022) Why free school meal recipients earn less than their peers. London: Office for National Statistics.   

Doing the work | Outreach

https://www.refugeecouncil.org.uk/
https://www.barnardos.org.uk/
https://www.saracenssportfoundation.org/
https://www.citizensuk.org/chapters/cymru-wales/?gclid=Cj0KCQiAmaibBhCAARIsAKUlaKTXKtmAH5pDi9N16RpscQow1VVxZNTZMY-xajgli1gAbHYPZmiTs4EaAtryEALw_wcB
https://www.skillsbuilder.org/
https://www.skillsbuilder.org/
https://www.youthemployment.org.uk/dev/wp-content/themes/yeuk/files/youth-voice-census-report-2022.pdf
https://www.ons.gov.uk/peoplepopulationandcommunity/educationandchildcare/articles/whyfreeschoolmealrecipientsearnlessthantheirpeers/2022-08-04
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To provide young people from less advantaged SEBs with workplace experience 
over a longer period, employers delivered virtual and in-person work experience, 
placement, internship and externship programmes in 2021-22. Offering paid 
placements and internships was a key way to ensure these opportunities were 
accessible and feasible for young people from less advantaged SEBs. Examples of 
paid opportunities included PwC’s New World New Skills programme, a paid week-
long work experience programme attended by 195 Year 12 pupils from across the UK. 
Sessions were delivered both in-person and virtually, to expose young people to an 
office environment while also giving them experience of hybrid working cultures. 

Mitie and Linklaters offered paid internships in 2021-22. In collaboration with Career 
Ready, Mitie delivered a 12-month programme which included a paid internship 
period for 16 to 17-year-olds from schools with a high proportion of FSM eligibility. 
Linklaters Preparation for Employment Programme included a paid summer 
internship scheme for 45 students, which placed participants in sectors including 
banking, law, insurance, advertising, media, journalism and the civil service. 

As part of the Royal Television Society’s Journalism Bursary Scheme, ITN expanded 
their usual two-week work experience programme into a year’s paid role for one 
candidate. This included providing a laptop, covering travel expenses and offering 
flexible working based on the individual’s caring responsibilities. As part of this paid 
placement, the individual received on-the-job training from their line manager and 
other ITN employees. 

BNP	Paribas reserved spaces on their Spring Insights Week for young people from 
less advantaged SEBs, recruited through Making The Leap, two of whom were then 
selected for the company’s Summer Internship Programme. Separately, the company 
delivered a Social Mobility Work Experience programme for the first time in 2022, 
hosting ten students from less advantaged SEBs at their offices. 

Employers also provided targeted work placements for groups who faced specific 
socio-economic disadvantages. Oddbox partnered with the Drive Forward 
Foundation to provide care-experienced young people with work experience and 
mentoring, to support the transition from care into their adult lives. Capgemini ran 
a work experience programme for young people in foster care, in collaboration with 
Southampton Council. Greene	King worked with Mencap and Landmarks Specialist 
College to deliver their Supported Internship programme for 16 to 24-year-olds with 
Special Educational Needs (SEN) and an Education and Health Care Plan (EHCP). In 
2021-22, this programme provided 35 interns with experience of working in hospitality 
and a tailored and supportive development pathway. At the end of the programme, 
Greene King aimed to offer paid employment to interns.
 
There were examples of employers who provided interactive, hands-on experiences, 
to help young people develop and apply relevant skills in a work environment. PA	
Consulting’s Springboard Programme did this by giving participants the opportunity 
to work directly with PA employees and clients on a project focused on innovative 
solutions to meet the UN Sustainable Development Goals. Through Springboard, 
participants also experienced consulting through business challenges set by PA clients 
including Microsoft and the Royal Navy, and had opportunities to network with senior 
PA partners through a virtual networking brunch. 
 

Challenges 

Establishing	relationships	with	
schools

Schools were a key partner for 
effective outreach work, to ensure 
pupils from less advantaged SEBs 
received targeted support early on. 
However, employers sometimes 
struggled to form connections with 
schools in disadvantaged areas, 
due to a lack of experience and/or 
a lack of capacity on both sides. 
To overcome this challenge, 
employers worked with charities 
and other external partners in the 
social mobility space. Through their 
existing relationships from school-
based delivery, these partners 
provided an important bridge 
between schools and employers to 
coordinate and facilitate outreach 
activities.
  
Adapting	to	virtual	/	hybrid	
delivery

During the ongoing Covid-19 
pandemic, virtual delivery 
continued to present challenges 
for employers in 2021-22, such 
as a lack of access to technology 
among target groups, and lower 
levels of engagement in online 
sessions. However, with increased 
experience of virtual delivery 
since 2020, employers overcame 
these challenges in a number of 
ways. Solutions included providing 
target groups with devices and/
or internet access, and designing 
shorter, more interactive virtual 
sessions. 

A key benefit of virtual activities 
was allowing employers to reach 
children and young people all over 
the country. This meant that, even 
once pandemic-related restrictions 
eased, many employers chose to 
continue a mix of virtual, hybrid 
and in-person outreach work.
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https://careerready.org.uk/?gclid=CjwKCAjwzY2bBhB6EiwAPpUpZg00n4v8mcOp5LVjnLG7TqBgY53J8fp3O1rWBNP3h8UiOvSMlRWVIhoCKTgQAvD_BwE
https://careerready.org.uk/?gclid=CjwKCAjwzY2bBhB6EiwAPpUpZg00n4v8mcOp5LVjnLG7TqBgY53J8fp3O1rWBNP3h8UiOvSMlRWVIhoCKTgQAvD_BwE
https://makingtheleap.org.uk/
https://driveforwardfoundation.org/
https://driveforwardfoundation.org/
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Inspiring	and	supporting	young	people

Due to the impact of Covid-19, the cost-of-living crisis and ongoing educational and 
employment pressures, young people in the UK faced increasing poor mental health 
in 2021-22.13 These challenges – and their mental health implications – were only 
exacerbated for those from less advantaged SEBs.14 The pastoral and professional 
support provided through employers’ mentoring and coaching programmes were 
therefore all the more important in 2021-22.

Targeted mentoring and coaching programmes also aimed to address the 
intersections between socio-economic and other forms of disadvantage. For example, 
Grant	Thornton, PA	Consulting and Sodexo provided racially minoritised people 
from less advantaged SEBs with one-to-one mentoring and coaching support, working 
with the Open Private School and Generation Success respectively. Santander 
UK worked with their LGBTQ+ network to provide mentoring for LGBTQ+ refugees 
through the TENT initiative, while HS2	Ltd worked with The Girls Network in the 
West Midlands to mentor girls from disadvantaged areas. Burges	Salmon started 
a five-year programme with Career Coach to match employees to pupils (aged 14 
and over) under local authority care, to provide coaching and access to a career 
network. Clifford	Chance hosted GROW Mentoring’s Next Gen Summit (sponsored 
by other SOMO 2022 entrants including Allen & Overy and BCLP), which welcomed 
250 diverse aspiring lawyers for a day of in-person networking and legal attendees. 
Among start-ups, Circl	Learning ran their Leader as Coach Programme, which 
facilitated two-way coaching between business professionals and young people from 
less advantaged backgrounds. The programme aimed to develop coaching skills, 
create long-term behavioural change and widen the perspectives of participants in 
both groups. Guider provided a mentoring platform to support career development 
for people from less advantaged SEBs, working with clients including The Talent Tap 
and the EY Foundation to facilitate their social mobility mentoring programmes.

13 Youth Employment UK (2022) Youth Voice Census 2022. Kettering: Youth Employment UK.  
14 Mental Health Foundation (2016). The fundamental facts about mental health. London: Mental Health Foundation.   
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https://www.openprivateschool.org/
https://generationsuccess.co.uk/
https://www.tent.org/
https://www.thegirlsnetwork.org.uk/
https://www.growmentoring.org/
https://www.thetalenttap.com/
https://eyfoundation.com/uk/en/home.html
https://www.youthemployment.org.uk/dev/wp-content/themes/yeuk/files/youth-voice-census-report-2022.pdf
https://www.mentalhealth.org.uk/sites/default/files/2022-06/The-Fundamental-facts-about-mental-health-2016.pdf
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Recruitment

Apprenticeships 

Apprenticeships are widely acknowledged as a valuable intervention to support social 
mobility. However, the number of apprenticeship starters from less advantaged SEBs 
has fallen rapidly since 2015, and people from less advantaged SEBs accounted for 
just 13% of degree apprenticeships in 2020.15

Countering this trend, employers who entered the SOMOs in 2022 offered 
apprenticeship programmes that were designed to advance social mobility. Employers 
offered social mobility apprenticeships across sectors including construction, finance, 
hospitality, law, media, retail, technology, and the public sector. Examples included 
Pension	Bee’s two-year technology apprenticeship scheme, aimed at students 
from less advantaged SEBs, and DLA	Piper’s Paralegal Apprenticeships and Solicitor 
Apprenticeships.  

After using individual, institutional and/or geographical criteria to define eligibility for 
their social mobility apprenticeships, employers used inclusive recruitment processes 
to ensure apprenticeships were accessible for those from less advantaged SEBs. For 
example, DWP’s 18-month Social Mobility Apprenticeships (SMAs, first introduced 
in 2011) did not involve a selection process. Instead, work coaches in Jobcentres 
across the UK offered relevant opportunities to candidates who met DWP’s social 
mobility criteria. While references were required before candidates started the 
apprenticeship, DWP’s SMA team worked internally to reduce the required number of 
references from three to one. This recognised that most SMA candidates had limited 
work experience, and were therefore less able to obtain multiple references. Other 
inclusive recruitment strategies for apprenticeships included removing academic 
criteria, preparing and supporting candidates for the application process (NatWest), 
and informing students in social mobility cold spots about apprenticeships through 
masterclasses and insight days (Allen & Overy). 

Offering a salary – rather than the standard National Minimum Wage entitlement 
for apprentices – was an important element of social mobility apprenticeships. At 
Allen & Overy, NatWest and Rhotic	Media, apprentices were offered a full-time 
salary which started from £20,000 to £25,000 per year, and/or was equivalent to 
salaries paid to colleagues in equivalent roles. Allen & Overy also gave apprentices a 
£1,500 sign-on bonus to assist with starting work costs, and an interest-free loan of 
£2,000. FDM	Group covered accommodation and tuition costs for their apprentices 
(working towards a BSc in Digital Technology Solutions at Sheffield Hallam University). 
Employers including NatWest and Rhotic	Media also linked their social mobility 
apprenticeships to guaranteed employment upon completion, which offered job 
security to their apprentices and a way to increase socio-economic diversity for 
employers. As noted by NatWest in their entry, offering financial and job security 
played an important role in ensuring apprenticeships were accessible for those from 
less advantaged SEBs. These factors meant young people could continue studying 
without taking a second job, and also increased their likelihood of completing their 
apprenticeships.

Enablers 

Investing	in	inclusive	 
recruitment

Effective recruitment activities 
to support social mobility – 
whether dedicated teams to 
manage and support apprentices, 
contextualised recruitment 
processes or ambitious levy share 
schemes – required significant 
financial and human resources. To 
secure this investment, buy-in and 
commitments from senior leaders 
was vital, particularly where 
dedicated budgets and positions 
were required. 

Drawing	on	external	expertise

Many employers drew on external 
expertise for their D&I work in 
2021-22, and social mobility was no 
different. Employers consistently 
referred to the value of their 
external partners’ expertise on 
social mobility. This informed work 
including: the design of targeted 
employment programmes, 
providing appropriate support 
for people from less advantaged 
SEBs, and regularly reviewing 
recruitment processes to minimise 
bias and keep up with best 
practice.

15 Social Mobility Commission (2020) Apprenticeships and social mobility: fulfilling potential. London: Social Mobility Commission.

https://www.gov.uk/become-apprentice/pay-and-conditions
https://www.gov.uk/become-apprentice/pay-and-conditions
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/894303/Apprenticeships_and_social_mobility_report.pdf
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In addition to financial and practical support, employers provided pastoral support 
for apprentices from less advantaged SEBs. Through Project Positive, Amazing	
Apprenticeships connected care-experienced young people with apprenticeships, 
and also provided trauma and attachment training for employers to increase their 
awareness and capacity to support these apprentices. Howdens collaborated with 
EN:Able Futures through their apprenticeship levy scheme due to their track record 
of supporting young people from less advantaged SEBs. EN:Able	Futures employed 
Apprenticeship Managers who gave mentoring and pastoral support to apprentices 
during the programme.

There were notable examples of innovation in employers’ use of the Apprenticeship 
Levy in 2021-22. As part of their Levy Share service, Co-op worked with numerous 
employers to raise funds for the training and assessment of thousands of social 
mobility apprenticeships. This resulted in £14m being pledged, with £10m spent 
on 977 apprenticeships in 2021-22. Co-op also engaged with small and medium 
enterprises (SMEs) to encourage and support them to offer apprenticeships. Building 
on their existing work to recruit care leavers for their apprenticeships, Howdens used 
their apprenticeship levy to support employers in the construction industry, including 
small businesses, who could not afford to invest in apprenticeships. As part of a pilot 
in socio-economically deprived areas in Yorkshire and Humberside, apprentices were 
employed through EN:Able	Futures, and Howdens transferred £123,000 of their 
levy funds to support 13 apprentices from less advantaged SEBs across eight small 
businesses. Following the pilot, Howdens worked to expand the programme to other 
regions, and collaborated with Wakefield City Council to support apprenticeships 
outside the construction industry.
 

Alternative pathways to employment

Beyond apprenticeships, employers offered several alternative pathways to 
employment to advance social mobility in 2021-22. W Communications and ING	
Bank offered targeted, paid graduate programmes for people from less advantaged 
SEBs. W Communications’ WX Accelerate programme involved a nine-month 
placement in the PR industry, followed by support into careers at W Communications 
or other employers if they decided against a career in PR. Through their ING Eagles 
Programme, ING Bank collaborated with the East London Business Alliance (ELBA) 
to provide bespoke training to interns from less advantaged SEBs, and paid a salary 
equivalent to the London Living Wage. 86% of ING Bank’s 2021-22 cohort went on 
to find full-time employment, with an average salary of £31,460. Meanwhile, Circl 
Learning hired six paid interns in 2021-22, who worked across Circl’s teams and 
received personal growth and leadership development over six months. These 
internships were linked to the possibility of permanent employment.
 
There were employers who delivered programmes spanning the full ‘talent pipeline’. 
Through these programmes, employers started by engaging pupils through school 
outreach activities, stayed with them through the recruitment process, and eventually 
supported them into employment. In one example, dentsu’s flagship social impact 
programme The Code started with workshops for Year 9 in areas with low social 
mobility, followed by insight days in Years 10 to 12. Insight days were a stepping 
stone to a national competition, through which shortlisted candidates gained work 
experience with denstu and their clients. Competition winners were offered a full-
time role at dentsu. Through its school programme HeadStartUK, Procter	&	Gamble 
provided students with employability skills training over two years. One participating 
student was hired by Procter & Gamble as part of the company’s first full-time 
Commercial apprenticeship scheme in 2021, reflecting the company’s aim to support 
students from school to employment. 

Challenges 

Providing	bespoke	support

Young people from less 
advantaged SEBs who accessed 
social mobility apprenticeships and 
recruitment programmes faced 
a number of challenges in 2021-
22, such as a lack of familiarity 
with corporate environments and 
recruitment processes. Employers 
helped young people to overcome 
these challenges by: providing 
additional guidance and feedback 
during recruitment, offering pre-
placement training to familiarise 
candidates with the workplace, and 
providing pastoral support during 
placements to mitigate anxieties 
and pressures in an unfamiliar 
environment. 

Tracking	and	reporting	 
outcomes

Determining whether targeted 
recruitment programmes were 
effective presented a challenge for 
employers. This was particularly 
the case when programmes were 
delivered on a large scale, through 
external partners and/or involved 
significant financial investment. 
Employers overcame this challenge 
by developing ongoing but light 
touch approaches to monitoring 
and reporting progress. This 
approach aimed to balance 
responsiveness to any ongoing 
issues with transparency and 
accountability, while also avoiding 
over-burdening internal and 
external teams.

Doing the work | Recruitment

https://www.gov.uk/guidance/pay-apprenticeship-levy
https://www.gov.uk/guidance/pay-apprenticeship-levy
https://elba-1.org.uk/
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In addition to working with school leavers, employers adapted their graduate 
attraction strategies to reach students from less advantaged SEBs. In one of their 
early careers initiatives, Schroders ran fast-track events with IntoUniversity to reach 
students who may not have considered the financial sector as a career option. These 
events involved speed interviews, and promising candidates were fast-tracked to an 
assessment centre. The company’s hiring managers were briefed to focus on potential 
and ‘cultural add’ (rather than ‘fit and polish’) for this group of students, given that 
they were less likely to have corporate work experience than their more advantaged 
peers. Procter	&	Gamble similarly moved away from a traditional campus 
recruitment approach by working with social mobility partners including SEO London, 
93% Club, UpRising and Bright Network. Through these partners, the company 
delivered skills-based training and offered bespoke support to students from less 
advantaged SEBs during the recruitment process.
 
Targeted	employment	programmes

Advancing social mobility requires fair access to quality employment for people 
from less advantaged SEBs regardless of their age and career stage. Beyond their 
important work with school leavers and graduates, employers therefore used 
targeted employment programmes to recruit people who faced socio-economic 
disadvantages for a range of reasons. Mitie’s Ready2Work Programme was targeted 
at five core groups: people in long-term unemployment, people with disabilities and 
learning difficulties, veterans, prison leavers and young people from less advantaged 
SEBs. While Ready2Work involved a three-stage process for all groups (pre-placement 
engagement, work experience and paid employment), the programme was tailored to 
meet the specific needs of each group during the recruitment process. 

Targeted employment programmes from AMS,	FDM	Group and Marston	Holdings 
supported military veterans and military spouses into work. AMS worked with Recruit 
for Spouses to deliver The Liquid Academy, a programme designed to train military 
spouses for careers in recruitment. As of 2021-22, AMS had 60 military spouses (most 
of whom were from less advantaged SEBs) working with clients. Both FDM Group 
and Marston Holdings used recruitment programmes to hire ex-Forces personnel in 
2021-22, and supported social mobility for this group by providing a steady income, 
financial advice and ongoing support to obtain housing. 

Greene	King’s Releasing Potential programme involved targeted recruitment for 
prison leavers and ex-offenders. Greene King hired 50 prison leavers through their 
scheme in 2021-22, which involved delivering a kitchen training curriculum within 
prisons for those interested in working in hospitality after release. In another example 
of improving accessibility for prison leavers and/or people with previous convictions, 
BNP	Paribas removed the criminal convictions check box from their first-stage 
application forms, as being required to check this box proved to be a deterrent for 
applicants when unable to contextualise the information.  

BARBRI	Global and Care	Plus	Group worked to improve refugees’ and asylum 
seekers’ employment outcomes. Working with Breaking Barriers and other SOMO 
2022 entrants such as Linklaters and Mishcon	de	Reya, BARBRI Global provided 
support for refugees to qualify as solicitors in England and Wales. This involved fully-
funded prep courses for lawyers with refugee backgrounds. Care Plus Group piloted 
an employability project to support refugees and asylum seekers into health and 
social care roles. Each participant was allocated an Employability Support Officer, who 
co-developed tailored plans to identify training and job goals. Through the project’s 
wraparound approach, participants had access to English to Speakers of Other 
Languages (ESOL) classes, housing support, support for mental health needs, and 
pastoral care. 
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https://intouniversity.org/
https://www.seo-london.org/
https://uprising.org.uk/
https://www.brightnetwork.co.uk/
https://recruitforspouses.co.uk/
https://recruitforspouses.co.uk/
https://breaking-barriers.co.uk/?gclid=Cj0KCQjwk5ibBhDqARIsACzmgLShcjGIbp88yOuFkgWgsN5t0WvMmhqeztDyLpQQ5_CgmBCbdERPz7MaAviVEALw_wcB
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Inclusive	hiring	practices

Employers adapted their hiring practices to improve inclusivity for those from less 
advantaged SEBs. Greater transparency throughout the application process was one 
way to do this. Pension	Bee displayed the exact salary on all job descriptions for 
both internal and external roles. Demystifying recruitment processes was important 
for candidates from less advantaged SEBs, particularly for corporate roles. Burges	
Salmon ran lunchtime sessions for candidates from less advantaged SEBs, to explain 
how to write an effective application and what was expected at an assessment 
centre. The firm also provided step-by-step guidance on each stage of its graduate 
recruitment process via its website. 

Employers removed academic criteria from entry-level roles, recognising that 
lower grades among candidates from less advantaged SEBs were likely to reflect 
disadvantages earlier in the school system. Grant	Thornton led the way in the 
professional services sector, removing academic entry requirements for all their 
graduate, undergraduate and school leaver programmes. In other sectors, MSD had 
no grade requirements nor previous experience requirements for their 2022 UK 
apprenticeship, internship or graduate opportunities. For their graduate programme, 
Schroders removed the UCAS point requirement in 2020, and also removed their 
minimum grade criteria in 2022. BCLP similarly removed all academic weighting and 
scoring from their assessment process in 2022. Whether or not they used academic 
criteria, strengths-based assessments were a popular way for employers to assess 
candidates based on future potential – rather than past experience – which created a 
more equitable process for candidates from less advantaged SEBs. 

A combination of contextualised and anonymised recruitment approaches was used 
to support fairer assessment of candidates from less advantaged SEBs. For example, 
at MSD, all early career applications were first reviewed by a specialist recruiter, 
including information from a contextualised recruitment tool (which was optional for 
candidates to complete). Shortlisted CVs were then anonymised for hiring managers 
for the rest of the recruitment process. This two-stage approach supported positive 
action for candidates from less advantaged SEBs, while also minimising potential bias 
based on the school or university they had attended, or inferences made from their 
names and other personal information.  

To further minimise potential bias, employers including FDM	Group, EY and Oddbox 
provided training for recruiters, hiring managers and interviewers. At FDM Group, 
this covered topics such as strength-based interviews, unconscious bias and objective 
note-taking. At EY, the firm worked with Rare to introduce interview training with 
a specific focus on social mobility. Employers worked with other external experts 
to review their processes to identify and minimise bias. For example, in 2021-22 
KPMG	UK undertook an annual review of its recruitment processes with external 
occupational psychologists, to ensure that (as far as possible), these processes were 
not biased towards or against specific groups. MSD used Applied to analyse their 
early career job descriptions, to remove gender-coded words, technical language and 
acronyms, and so to make them more inclusive and understandable for candidates. 

Offering tailored support to candidates from less advantaged SEBs also made 
recruitment processes more inclusive. Grant	Thornton provided all candidates with 
one-to-tone pre-coaching calls before virtual interviews, which included giving advice 
and opportunities for candidates to ask questions. The company offered an additional 
Positive Action coaching call for Black candidates and/or those who opted in for 
positive action, to provide additional coaching throughout the process. All candidates 
received a one-to-one call after their interviews – regardless of the outcome – to 
provide feedback and coaching. 
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https://www.rarerecruitment.co.uk/
https://www.beapplied.com/
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Retention

Improving	employment	conditions	

From an employer perspective, offering good working conditions – including work 
which is fairly rewarded and provides the means to securely make a living – is an 
important factor in employee retention.16,17 For employees from less advantaged SEBs, 
financial security and stable employment are key drivers of social mobility, as they 
support an improved standard of living.

While not commonly mentioned by SOMO 2022 entrants, there were employers who 
acted to improve employment conditions for those from less advantaged SEBs in 
2021-22. For example, KPMG	UK, Oddbox and Pension	Bee referred to their status 
as accredited Living Wage Employers in their entries. Pension Bee signed up for an 
Association of British Insurers-led initiative aimed at increasing transparency around 
pay and parental leave. Facing recruitment issues in April 2021 following successive 
Covid-19 lockdowns, Greene	King implemented measures to reward and recognise 
the commitment of their employees, including pay rises and reintroducing bonus 
schemes. BCLP increased pay for summer vacation students, with an increase from 
£450 per week to £750 per week.
   
Inclusion	and	belonging	in	the	workplace

In 2021-22, creating an inclusive workplace and fostering a sense of belonging for 
people from less advantaged SEBs started with supportive onboarding processes. 
At NatWest, young people joining the company from social mobility programmes 
received tailored onboarding to help them transition into work. Delivered in 
partnership with LTSB, this involved a re-engagement event one week before their 
official start date, which was combined with the company’s induction programme. 
New recruits from social mobility programmes also received long-term pastoral 
support from LTSB. In their first year, NatWest’s Early Careers team regularly liaised 
with LTSB, line managers and learning providers to track progress and ongoing needs 
among these recruits. At Schroders, all new joiners at trainee and apprenticeship level 
received a joining bonus, to support individuals with the move into their professional 
lives. 

One-to-one mentoring was a popular form of ongoing support for employees 
from less advantaged SEBs. Employers including BlackRock, Greene	King and W 
Communications implemented formal mentoring schemes for employees from 
these backgrounds. In the public sector, the HMRC	/	VOA (HM Revenue and Customs 
/ Valuation Office Agency) Stride mentoring programme continued to support 
employees from less advantaged SEBs to build their confidence, develop their skills 
and progress in their careers. Greene King launched a reverse mentoring programme 
in 2021-22, which involved senior leaders being mentored by colleagues from racially 
minoritised backgrounds. The six-month programme aimed to drive ‘multi-layered 
open, honest and challenging conversations’ between colleagues. Meanwhile, 
employees within bp’s Social Mobility Business Resource Group had access to targeted 
mentoring, reverse mentoring and coaching opportunities. 

Social mobility staff networks and employee resource groups (ERGs) were an 
increasingly common way to support socio-economic inclusion in the workplace. 
Across employers, these networks served a number of roles: providing a space for 
employees from less advantaged SEBs to support each other, identify priority areas 
for change, and work together to actively drive positive change to improve social 
mobility in their workplaces. 

Enablers 

Drawing	on	lived	expertise

People from less advantaged SEBs 
typically drove workplace social 
mobility activities in 2021-22, from 
those in more junior roles to senior 
leaders. This included employees 
who had benefitted from social 
mobility programmes themselves, 
and were keen to ‘give back’ to 
others from similar backgrounds. 
However, it was equally important 
for employers to create conditions 
which actively facilitated their 
employees’ social mobility work. 
Best practice included allocating 
dedicated time for these activities, 
and appointing individuals or 
teams whose responsibilities 
included social mobility work.

Engaging	with	intersectionality

Effective internal advocacy 
involved integrating social 
mobility into existing DEI work. 
This included sharing employee 
stories which highlighted the 
intersections between socio-
economic disadvantage and 
other characteristics – including 
being racially minoritised, female, 
LGBTQ+, disabled – to challenge 
the idea that ‘diversity strands’ 
exist in isolation.   SEBs, and 
regularly reviewing recruitment 
processes to minimise bias and 
keep up with best practice.

16  CIPD (2021) Good Work Index. 
17 Coulson, A. B and Bonner, J. (2015) Living Wages Employers: evidence of UK Business Cases. London: Citizens UK on behalf of the Living Wage Foundation. 

https://www.livingwage.org.uk/accredited-living-wage-employers
https://ltsb.charity/
https://www.cipd.co.uk/knowledge/work/trends/goodwork#40074
https://www.livingwage.org.uk/sites/default/files/BAR_LivingWageReport cropped 21 01.pdf
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Among professional services firms, Grant	Thornton’s internal social mobility network 
welcomed people from less advantaged SEBs and allies from more advantaged SEBs 
to discuss issues, share stories and support each other as they navigated careers 
and life stages. KPMG	UK’s SEB network, Upbringing, was launched in June 2022 
and similarly included employees from a range of SEBs who were passionate about 
improving social mobility. Among media companies, ITN’s Social Mobility Network 
was launched in 2022, with the Editor of Channel 5 News as its executive sponsor. In 
the financial sector, Santander UK’s SoMo Network had three focus areas – internal 
development, outreach activities and communications activities – to promote social 
mobility within and beyond the company. BlackRock’s Social Mobility Initiative 
provided a space for employees to learn about and work together to improve social 
mobility. Scottish	Financial	Enterprise developed its Young Professionals Network, 
which supported young people from less advantaged SEBs across 50 member 
organisations in the financial sector. 

Among law firms, Allen & Overy launched a Social Mobility Network alongside their 
social mobility action plan in 2021-22, while Freshfields	Bruckhaus	Deringer’s 
Social Mobility Network continued to provide a space to support individuals from less 
advantaged SEBs, celebrate and share experiences, and to increase understanding 
and awareness of social mobility at the firm. At BCLP, the firm’s Social Inclusivity 
& Ethnicity group supported employees from less advantaged SEBs and/or racially 
minoritised groups with skills development, engaged with school outreach, and 
facilitated work experience activities.18 In the public sector, a new Social Mobility 
Network was formed at the Ministry	of	Defence in 2021, to foster a sense of 
belonging for employees from less advantaged SEBs. In the energy sector, bp 
launched its Social Mobility Business Resource Group in 2022, made up of employees 
from all SEBs who were interested in improving representation, inclusion, retention 
and progression of those from less advantaged SEBs. 

Promoting	awareness	and	understanding	

Staff-led social mobility networks and groups were key drivers of activities to promote 
awareness and improve understanding of social mobility in their workplaces. This 
was done through internal events – for example, at PA	Consulting, the firm’s Racial 
Inclusion Social Equity Network organised lunchtime sessions and workshops to 
improve understanding of the barriers facing those from less advantaged SEBs, and 
raise awareness of social mobility mentoring opportunities at the firm. At Freshfields	
Bruckhaus	Deringer, internal events focused on intersectional conversations about 
social mobility, with sessions on topics including ‘Unconscious bias, behavioural 
codes and microaggressions’, and ‘Bringing your whole self to work: fact or fiction?’. 
Enterprise	Rent-A-Car hosted a Social Mobility Awareness week in 2022 at the 
company’s European Head Office, while BlackRock ran a series of internal Social 
Mobility Panel Events through which colleagues were interviewed about their 
experiences of social mobility. At bp, the Social Mobility BRG ran events including 
learning sessions, community cafes and career story sessions to improve awareness 
of and share social mobility stories. Mischo	de	Reya’s Social Mobility Committee 
organised internal events including a panel discussion exploring why social mobility is 
good for business, attended by the CEO of the Social Mobility Foundation. 

Employers used internal communications to raise employees’ awareness of social 
mobility. BlackRock created an Internal Social Mobility Hub, where employees could 
stay up to date on the firm’s social mobility activities, volunteering programmes and 
news, and also sign up for the Social Mobility Initiative. At EY, the firm introduced 
a number of toolkits and resources to support education, including an Accent Bias 
toolkit to highlight and challenge negative inferences linked to accents. 

Challenges 

Overcoming	misconceptions	 
and discomfort

Employers found that 
conversations about social 
mobility could be uncomfortable, 
particularly when they 
challenged unexamined biases 
or misconceptions around SEB or 
class. 

To overcome this discomfort, 
employers worked with external 
experts and drew on resources 
(such as Let’s Talk About 
Class from the Social Mobility 
Commission) to inform their work.
 
Drawing a distinction between the 
purpose of different events was 
also important to facilitate socio-
economic inclusion. For example, 
where activities were designed 
to allow employees from less 
advantaged SEBs to share their 
experiences and seek support, 
these spaces were reserved for 
employees in this target group. 
Alternatively, if events aimed 
to educate a wider group on 
social mobility, then it was more 
appropriate to open these to all 
employees. In each case, setting 
ground rules (such as listening 
respectfully, asking questions 
sensitively) helped to maintain 
safer, more supportive spaces.  

18 In 2022, BCLP’s Social Inclusivity & Ethnicity group was split into two standalone networks, to ensure that challenges related to social inclusivity and ethnicity received    

    sufficient support and focus within the firm.

https://socialmobilityworks.org/resource/lets-talk-about-class-a-collection-of-resources-designed-to-support-inclusive-conversations-between-teams-on-the-importance-of-socio-economic-diversity-in-the-workplace/
https://socialmobilityworks.org/resource/lets-talk-about-class-a-collection-of-resources-designed-to-support-inclusive-conversations-between-teams-on-the-importance-of-socio-economic-diversity-in-the-workplace/
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At ITN, the Head of Diversity and Inclusion created a series of intersectional employee 
stories through videos and employee blogs. Santander UK’s Social Mobility Executive 
Sponsor published an article on the bank’s intranet, explaining what social mobility 
means, the importance of disclosing SEB data, and describing the bank’s social 
mobility work. This helped to improve responses to Santander UK’s SEB question, 
newly included in their 2021 global engagement survey, with a response rate of over 
60%. 

Sharing social mobility stories were a popular way to raise internal awareness about 
social mobility, and to inspire employees from less advantaged SEBs. At Procter	&	
Gamble, a social mobility-focused event calendar involved P&G employees sharing 
stories and championing external campaigns such as 93% Club’s #stateschoolproud. 
Employees from less advantaged SEBs at companies including DLA	Piper,	Enterprise	
Rent-a-Car,	EY and Grant	Thornton all shared their social mobility stories and lived 
experiences to raise awareness. At Enterprise Rent-A-Car, this included highlighting 
employee stories to explain how SEB intersects with race, gender, disability and other 
characteristics. 

Formal training was another way to improve employees’ understanding of social 
mobility. KPMG	UK introduced new, mandatory Inclusion, Diversity and Equity training 
to all colleagues, which included a module on invisible social mobility barriers. The 
firm’s IDE team ran monthly activities on different themes to support this training – in 
August 2022, the theme was social mobility, which included team activities for local 
KPMG teams to complete together. At Procter	&	Gamble, unconscious bias training 
was rolled out, which included a particular focus on resetting expectations of grades 
and experiences for state school vs. private school students.
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Progression

Positive	action	to	support	promotion	

To address the under-representation of people from less advantaged SEBs in 
leadership positions across sectors in the UK,19 employers took positive action 
to support progression and promotion of employees from these groups. To do 
this, the first step was to understand progression trends by SEB – notably, all 
employers implementing progression initiatives in 2021-22 also described collecting 
and using SEB data to inform their social mobility work. For example, at Grant	
Thornton, the firm used its diversity data to review the correlation between 
employees’ characteristics (SEB, gender and ethnicity) with their rates of progression, 
performance, reward, retention, and lateral hiring. Importantly, leaders at Grant 
Thornton had access to detailed data dashboards, so they could review pay, reward 
and progression decisions based on these characteristics within their teams. 

To meet their targets to improve gender, ethnic and socio-economic diversity at 
senior levels, Santander UK focused on internal mobility for less advantaged 
employees from these demographic groups. The bank’s Career Mobility service was 
delivered in partnership with another SOMO 2022 entrant, AMS, which supported 
end-to-end candidate management for employees looking for alternative roles, 
and redeployees whose jobs were potentially at risk. Facilitated by specialist Career 
Mobility Consultants and an internal Career Mobility Hub, activities included reducing 
minimum criteria for internal applicants, and presenting all internal applicants who 
met minimum criteria to hiring managers (rather than using a shortlisting process). 
Additional protections were put in place for internal redeployees, so that if they 
met benchmark criteria, they were guaranteed an interview. All employees in a 
redeployment situation were given access to one-to-one support from a dedicated 
Redeployment Lead. 

DWP also focused on internal recruitment to support progression for employees 
from less advantaged SEBs. This involved providing bespoke training and supporting 
materials to clearly explain the recruitment process and requirements. Employees 
from less advantaged SEBs received support to build their confidence, enhance their 
presentation skills, and prepare their CVs. Additional mentoring support was also 
available for employees from these groups. DWP ran several events targeted at civil 
servants from less advantaged SEBs to encourage them to apply for the Fast Stream 
Programme. These events reached 500 participants internally, while DWP’s wider 
social mobility interventions to support promotion reached 6,000 colleagues within 
the department and across government.
 
Targeted	training	and	development	

In addition to mentoring programmes to provide pastoral care (see Inclusion and 
belonging in the workplace above), employers used mentoring to support progression 
for employees from less advantaged SEBs. BlackRock aimed to ensure greater equity 
of progression and increased representation of people from less advantaged SEBs in 
senior roles through internal coaching, mentoring and manager support. Early career 
mentoring enabled employees from less advantaged SEBs to form early connections 
with more senior colleagues. For senior colleagues from less advantaged SEBs, 
mentoring specifically focused on supporting progression by providing a space to seek 
support, ask questions, and discuss issues and ideas.  

19  Social Mobility Commission (2019). Elitist Britain: the educational backgrounds of Britain’s leading people. London: Social Mobility Commission.  

Enablers 

Using	data	to	monitor	and	act	 
on	progression	trends

Employee SEB data – particularly 
when collected through HR 
systems – allowed employers to 
regularly monitor and understand 
progression trends by SEB. In 
turn, this highlighted whether 
there were particular teams or 
departments where employees 
from less advantaged SEBs were 
less likely to progress, or were 
taking longer than average to 
advance to more senior levels. 
Combining this quantitative SEB 
data with qualitative insights on 
employees’ experiences – for 
example, through focus groups 
and/or consultations with Social 
Mobility Networks – informed 
employers about the kinds of 
barriers employees were facing. 
This allowed employers to develop 
targeted progression initiatives to 
ensure equitable opportunities for 
employees from less advantaged 
SEBs.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/811045/Elitist_Britain_2019.pdf
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The Cabinet	Office participated in Catapult, a cross-government mentoring scheme 
for employees from less advantaged SEBs across all grades. The Cabinet Office 
also worked with CoachBright to provide a coaching service for senior staff from 
less advantaged SEBs, with the aim of forming a direct talent pipeline to senior Civil 
Service roles. At KPMG	UK, the Social Mobility Action and Advocacy Group focused on 
supporting career progression for employees from less advantaged SEBs through a 
new mentoring programme (launched in 2022) and by leading extensive data analysis 
to understand key SEB trends and develop further targeted interventions. 

Beyond mentoring, DWP launched its Service Excellence Aspire Programme to support 
the personal and career development of employees from racially minoritised groups 
and from less advantaged SEBs. This included personal development workshops 
to build confidence, capability and efficacy, with a focus on identifying individual 
strengths, goals and objectives to support career progression. Through opportunities 
to lead and promote activities for future cohorts, programme alumni were able to 
continue developing skills to support future progression, including communication, 
relationship building, stakeholder engagement, and building an extended network. 

BCLP’s Sponsorship Programme aimed to provide senior associates from diverse 
backgrounds with the knowledge, tools and support to develop a successful business 
case for promotion to partnership. Over the 12-month programme, senior associates 
(including those from less advantaged SEBs) were paired with high-profile partners, 
completed career development plans, and identified opportunities for growth to 
implement a strategy for continuous improvement. 

Transparent promotion structures

Providing transparent criteria for pay and promotion was another way to support 
equitable progression for employees from less advantaged SEBs. In the absence of 
such transparency, employees from less advantaged SEBs were less likely to learn 
about progression and promotion opportunities, often due to limited access to 
professional networks and contacts. In an example of setting transparent criteria, 
Pension	Bee’s Remuneration Policy set out pay scales across seniority levels in the 
company. All employees were made aware of their level, how this corresponded to 
their salary, and the salary bands of their colleagues. The company used the same 
policy to govern their bonus structure.

Challenges 

Ensuring	consistent	processes

Particularly for larger employers, 
there were challenges around 
implementing consistent 
progression and promotion 
processes across teams and 
departments. Recognising that 
consistency and transparency were 
important to support equitable 
progression for those from less 
advantaged SEBs, employers 
adopted a number of strategies 
to address this. These included: 
creating dedicated roles and/
or teams to implement and 
monitor progression initiatives, 
using clear communication and 
engagement plans across the 
organisation (including online 
reference materials and drop-
in sessions), and working with 
specialist partners to gain guidance 
and advice on innovative ways to 
approach career development for 
employees from less advantaged 
SEBs.

Doing the work | Progression
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Advocacy
Employers who entered the SOMOs in 2022 took 

the lead by working both internally and externally to 
improve social mobility. This included work with peers 
through sector-based social mobility initiatives, such as 

Progress Together (financial services), Rise (accountancy firms), 
and PRIME (law). Employers also influenced wider audiences by 

partnering with the Social Mobility Commission through employer 
events, sharing case studies, and contributing to resources such 

as employer toolkits. There were notable examples of collaboration 
across the private, public and third sectors to raise awareness and 
encourage action on social mobility. Collaborative work included 
developing or participating in wider campaigns, and supporting 

social mobility charities with their delivery and advocacy activities. 
Community-based action was another way for employers 
to demonstrate their commitment to social mobility. This 

included support for local businesses, social enterprises and 
community groups, and partnerships to facilitate food 

redistribution and address food poverty.
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Advocacy

Enablers 

Partnership	and	collaboration

To promote wider awareness and 
action to advance social mobility, 
employers formed partnerships 
across the private, public and 
third sectors. These partnerships 
indicated that employers within 
the same sector were willing and 
able to collaborate (rather than 
compete) to achieve positive  
social change. 
 
The benefits of collaborative 
working included learning from 
each other’s best practice, and 
scaling up impact from within 
individual organisations to cross-
sectoral change. 

Promoting	social	mobility	among	peers

Employers participated in a range of social mobility initiatives within and across 
sectors in 2021-22. In the financial and professional service sectors, BlackRock,	
BCLP,	EY,	Mischon	de	Reya and KPMG	UK supported the City of London Socio-
Economic Taskforce. As part of the Taskforce, Progress Together was launched in 
2022 – a new membership body for UK Financial Services firms focusing on improving 
socio-economic diversity at senior levels in the sector. Progress Together’s founding 
partners included SOMO 2022 entrants Allen & Overy, EY, PwC, Santander UK and 
Schroders. As part of its social mobility advocacy in the financial sector, Scottish 
Financial	Enterprise (SFE) also became a supporter of Progress Together. 

In the professional services sector, firms including Grant	Thornton and KPMG	UK 
continued to engage with Access Accountancy, a charity dedicated to access and 
progression in the accountancy profession in the UK. Both firms also participated 
in Rise, an accountancy firm-led initiative focused on social mobility cold spots. Key 
activities included workshops delivered by volunteers from member firms, and 
free access to downloadable resources for schools. DLA	Piper acted as a founding 
member of the Stronger Together network, a collaboration between the ‘Big 6’ law 
firms in Leeds and ‘Big 4’ accountancy firms, which aimed to increase diversity and 
inclusion in the professional services sector in the Leeds area. Among law firms, BCLP 
and Freshfields	Bruckhaus	Deringer participated in PRIME, a social mobility initiative 
for the legal profession. In other sectors, Co-op’s former Chief Executive, Steve 
Murrells, participated in a Department for Education Forum to promote Co-op’s Levy 
Share service with Chief Executives across a number of industries. 

Influencing	wider	audiences	

To promote social mobility beyond their own sectors, employers participated in 
a range of events and contributed to social mobility-focused resources. Leaders 
from BCLP and DWP took part in Social Mobility Commission Masterclasses to 
share best practice and inform other employers how to advance social mobility in 
their workplaces. Grant	Thornton contributed case studies to the Social Mobility 
Commission, while Pathway	Group contributed to their apprenticeship toolkit for 
employers. Beyond work with the Commission, Greene	King’s CEO took part in the 
Social Mobility Podcast, to share the organisation’s experiences of social mobility 
work, discuss best practice and educate other senior leaders about the role they can 
play in this space. 

Amazing	Apprenticeships ran events, programmes and created resources to 
encourage employers to include social mobility in their apprenticeship offers. 
In 2021-22, Amazing Apprenticeship’s work included Time for Change, a free 
online educational programme of social mobility workshops for employers and 
training providers; Moving on Up, a free national conference exploring how to 
increase apprenticeship start and completion among care leavers; and a Guide to 
Apprenticeships for Care Leavers, a free online resource targeted at care-experienced 
young people who were considering an apprenticeship. 

Employers also forged partnerships across the private, public and third sectors to 
advance social mobility. As part of their DEI commitments, Enterprise	Rent-A-Car 
collaborated with their customers and business partners on social mobility. PA	
Consulting also involved clients – including Microsoft, The Guardian and Royal Navy – 
in their social mobility activities. W Communications worked with the Social Mobility 
Foundation on their Class Pay Gap campaign in November 2021, while The Sun’s 
employment editor worked with charities to develop their activities with  
working-class students.  

https://www.cityoflondon.gov.uk/supporting-businesses/business-support-and-advice/socio-economic-diversity-taskforce
https://www.cityoflondon.gov.uk/supporting-businesses/business-support-and-advice/socio-economic-diversity-taskforce
https://www.progresstogether.co.uk/
https://www.accessaccountancy.org/about-us.html
https://www.socialmobility.fm/
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Challenges 

Keeping	social	mobility	on	the	
agenda

With so many important causes 
to focus on, keeping social 
mobility on the agenda presented 
a challenge for employers in 
2021-22. To overcome this, social 
mobility advocates emphasised the 
challenges facing people from less 
advantaged SEBs in the context of 
the wider socio-economic context 
(such as the Covid-19 pandemic 
and the cost-of-living crisis), and 
the vital role of social mobility 
to overcome these challenges. 
Employers also drew on their 
existing networks, engaged  
high-profile speakers and drew 
on the latest evidence to continue 
making a compelling case for  
social mobility.

Meanwhile, Greene	King continued to engage with government to advance social 
mobility. This included supporting the launch of DWP’s Kickstart scheme and 
engaging with the Ministry of Justice and Department for Education to develop a pilot 
apprenticeship scheme for prison leavers. Based on evidence from their Releasing 
Potential programme, Greene King also worked with HM Prison Advisory Boards 
to ensure that all prison leavers would receive support from DWP with access to 
key documents (such as a National Insurance document and a copy of their birth 
certificate) to help them secure employment.  

Supporting	community-level	change

There were employers who demonstrated their commitment to social mobility by 
working to achieve positive social change in the communities where they worked. 
Santander UK’s new Head Office in Milton Keynes has been designed with social 
responsibility at the heart of its design. The design included a community hall for local 
schools and groups, coffee shops managed by a social enterprise employing homeless 
people, local food vendors on rotation, an in-house bakery staffed with apprentice 
master bakers, and school partnerships in areas of high deprivation to provide weekly 
onsite training for engineering students. 

In February 2021, the Sodexo Stop Hunger Foundation partnered with The Bread 
and Butter Thing (TBBT) in 2021-22, a food redistribution charity running mobile 
food clubs in the North West and North East of England. This partnership offered 
Sodexo employees opportunities to support TBBT through regular volunteering. 
Similarly aiming to address food insecurity, Oddbox made regular donations of fresh 
produce to The Felix Project, a charity which uses surplus food to support people 
in London without access to nutritious meals. Oddbox also worked with FareShare 
to ensure produce at risk of being wasted in their production line was collected and 
redistributed to those in need.    
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https://www.breadandbutterthing.org/members
https://www.breadandbutterthing.org/members
https://thefelixproject.org/
https://fareshare.org.uk/
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Schools and colleges

Schools serving less advantaged populations worked to 
advance social mobility by improving core educational outcomes 

for their pupils. In relation to academic performance, this involved 
‘catch-up’ interventions to address learning gaps, improve numeracy 

and literacy skills, and provide additional support at GCSE level. Enrichment 
activities were also an important way develop essential skills, social capital, 

and cultural capital. State schools secured additional funding to deliver these 
activities, while grammar schools and independent schools made their facilities 

and resources available to pupils from less advantaged SEBs. 
Adopting a personal development approach to careers education, offering 

vocational courses and partnering with employers were all popular approaches for 
schools and colleges to improve pupils’ post-16 employability and chances of social 
mobility. Schools and colleges also aimed to improve pupils’ awareness of university 

pathways and access to higher education, through initiatives including one-to-one 
support, campus visits, and summer schools. 

Schools and colleges also invested in professional development for teachers 
and leaders to enhance their skills and improve their ability to support 
pupils’ social mobility. There were schools and colleges that engaged 

in wider community initiatives, from advocacy and support for 
refugee communities to foodbank campaigns and volunteering. 
Independent schools continued to offer partial or full bursaries 

and scholarships for pupils from less advantaged SEBs, 
and also offered ongoing pastoral support to mitigate 

challenges faced by these pupils.

 
Universities

To widen access to higher education for young people 
from less advantaged SEBs, universities used targeted 

outreach and access schemes in 2021-22. These schemes 
developed essential skills among secondary school pupils, and 
offered specific pathways to courses such as law, medicine and 

dentistry. Additional support at the application stage, discounted 
courses and scholarships also aimed to improve access for those 

from less advantaged SEBs. Once they were at university, students 
from less advantaged SEBs continued to receive targeted financial 

and pastoral support to improve academic outcomes, mental 
wellbeing, and likelihood of retention. Universities supported 
students’ future employment through applied learning and 
work placements, as well as one-to-one careers guidance 
before and after graduation. In examples of best practice, 

universities also worked to improve socio-economic 
diversity, equity and inclusion as employers, through 

staff and student social mobility networks, SEB 
data collection, and awareness-raising 

activities. 
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Schools and colleges

Enablers 

Passionate,	committed	staff

Across all schools and colleges 
participating in the 2022 SOMOs, 
entrants emphasised the passion 
and commitment of teachers 
and school staff who drove their 
social mobility work. This included 
staff in dedicated pastoral and/or 
careers roles, subject teachers, and 
school leaders. These members 
of staff went above and beyond 
their expected responsibilities to 
provide academic, emotional and 
practical support for pupils from 
less advantaged SEBs.
 
In examples of best practice, 
schools adapted staff roles 
to accommodate additional 
responsibilities such as mentoring, 
engagement with universities and 
connections with employers. This 
allowed school staff to continue 
having a positive impact while 
being supported to maintain a 
manageable workload.
 
Financial investment and  
support 

For the independent schools 
participating in the 2022 SOMOs, 
large-scale fundraising and 
access to financial resources 
were significant enablers for their 
social mobility activities. Without 
access to the same resources 
as independent schools, state 
schools leveraged funding from 
a range of sources including 
trusts and foundations, corporate 
partnerships and  
private donations.

Improving	academic	outcomes

Pupils from less advantaged SEBs are more likely to face a range of barriers which 
negatively impact their academic performance at school.20 This may be reflected in 
lower levels of numeracy, literacy and/or GCSE grades,21 which in turn has a knock-
on effect on their future education, employment and training pathways. Schools and 
employers who entered the SOMOs in 2022 adopted a number of strategies to reduce 
these barriers and improve pupils’ academic outcomes.

At state schools serving less advantaged populations, teachers provided additional 
support to develop pupils’ numeracy and literacy skills. At The Forest Academy, 
where pupils typically started below national averages in English and Maths, the 
curriculum was structured to provide students with ‘catch-up’ time and support in 
core subjects. A significant amount of curriculum time was dedicated to developing 
pupils’ reading, which had a positive impact on raising reading ages across the school. 
At Queen Katherine Academy, the English department revised curriculum choices, 
resources and delivery to improve accessibility for those from less advantaged SEBs. 
For older pupils, the school developed Year 7 to Year 11 pupils’ literacy skills and 
progress building up to their GCSEs, to improve their confidence once they reached 
this crucial stage. Chelsea Academy offered additional support to pupils struggling at 
GCSE level, to help them achieve their target grades, such as individual tutoring and 
monitoring to ensure pupils were benefiting from the additional support. 

There were also grammar schools, independent schools and employers who 
partnered with state schools to improve academic outcomes. Reading	School 
partnered with primary schools in areas of relative deprivation to provide mentoring 
and support for Year 5-6 pupils facing a learning gap. This involved Reading School’s 
Year 12-13 students delivering weekly mentoring sessions throughout the academic 
year, and support for parents of those on Pupil Premium to develop their children’s 
interest and attainment in Maths and English. Christ’s	Hospital delivered learning 
interventions to address lost learning and attainment gaps among primary pupils 
from less advantaged backgrounds in Sussex. Through the East Surrey Learning 
Partnership, Caterham School coordinated partnerships between independent 
and state schools to improve outcomes for those from less advantaged SEBs. 
Interventions included a Primary School Resource Library, which included equipment 
for specialised lessons such as iPad education bundles, musical instrument sets, 
photography equipment and coding resources. The Sodexo Stop Hunger Foundation 
worked with Innovations for Learning (IfL) in 2021-22 in the Middlesborough area, 
providing tutors for five to seven-year-olds who were struggling with reading skills and 
needed additional learning support.
 
Beyond numeracy and literacy, grammar schools, independent schools and 
employers delivered interventions to improve academic performance and interest 
in other subjects. In terms of STEM education, Reading	School delivered Science 
and Me, an immersive science programme for over 200 primary schools, which took 
place in Reading School’s science labs and was led by their Science teachers. The 
East Surrey Learning Partnership’s Science Programme involved regular lessons 
in Chemistry, Biology and Physics for Year 5 pupils using the facilities available at 
Caterham School’s science department. Among employers, National	Grid worked to 
improve socio-economic diversity in STEM through their Engineering Positive Futures 

20 Banerjee, P.A. (2016) A systematic review of factors linked to poor academic performance of disadvantaged students in science and maths in schools. Cogent      

    Education 3(1), DOI: 10.1080/2331186X.2016.1178441. 
21 Hunt, E., Tuckett, S., Robinson, D., Hutchinson, J. & Coleman, C. (2022) COVID-19 and disadvantage gaps in England 2020. London: Education Policy Institute.   

https://www.innovationsforlearning.org/uk/home
https://www.tandfonline.com/doi/full/10.1080/2331186X.2016.1178441
https://doi.org/10.1080/2331186X.2016.1178441
https://epi.org.uk/wp-content/uploads/2022/02/EPI-Disadvantage_Gaps_in_England_2022.pdf
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programme, which allowed educators to apply for annual grants to purchase STEM 
resources of their choice. 

Employers also delivered financial education programmes in schools. Pension	Bee 
delivered financial literacy sessions in London schools which covered budgeting and 
interview preparation, while Santander UK delivered financial education at primary 
and secondary schools across the UK. In Scotland, the bank supported 1,000 young 
people through Moneywise workshops in 2022. 

Providing	enrichment	activities	

Extra-curricular or enrichment activities allow primary and secondary pupils to 
develop essential skills, and expose them to a range of social, physical and cultural 
activities. As such, enrichment activities are an important driver of factors that 
contribute to social mobility. However, pupils from less advantaged SEBs are less 
likely to have access to enrichment activities compared to their more affluent peers.22

 
State schools serving less advantaged populations aimed to overcome this gap by 
devoting available resources to enrichment activities, despite significant reductions 
to youth-focused community provisions. At Ark	Walworth	Academy, all pupils had 
one hour per week dedicated to enrichment activities, with options including first aid, 
Duke of Edinburgh, girls’ football, rugby, rowing, feminist society, samba drumming, 
chess, crochet and gardening. The school allocated dedicated time, leadership, 
staffing and resource to ensure the programme was accessible to all pupils at the 
school. At Broomfield	School, pupils were offered a range of societies and clubs 
including law, debating, philosophy, chess, maths, science, ecology, poetry, cultural 
diversity, coding and history. Debating competitions and mock trials through the law 
society contributed to improved confidence, communication and public speaking skills 
for participating pupils. 

To support their pupils’ cultural enrichment and to build aspirations, The Forest 
Academy secured significant funding to improve its extra-curricular provision for all 
pupils. In addition to arranging visits to the theatre, museums, sports fixtures and 
Russell Group universities, the school used additional funding to offer a wide range 
of musical instruments and to subsidise students’ music studies. Chelsea Academy 
offered a similar range of year-group trips to the theatre and museums to build 
cultural capital, and delivered activities including debating, creative writing, robotics 
and rowing to develop pupils’ essential skills. As part of their post-pandemic support 
for pupils, Tile Cross Academy used Covid catch-up summer school funding and the 
Holiday Activity and Food programme to deliver a two-week summer school. This 
included activities such as skiing and snowboarding, music workshops, a five-day 
drama project with the Birmingham Rep, a Greenpower electric car building project, 
and a range of sporting activities. 

Grammar and independent schools partnered with state schools to make their 
facilities and resources available to pupils from less advantaged SEBs. Reading	
School worked with primary schools and Berkshire Cricket to deliver coaching clinics 
and competitions, and delivered coaching and sporting opportunities in football, 
rugby, cricket and canoeing through their Future Stories Sports Camps. Through the 
East Surrey Learning Partnership, Caterham School used their outdoor learning 
centre for dedicated young carer days. Activities involved using an obstacle course 
and high ropes course to build confidence and leadership skills. 

Challenges 

Addressing	learning	gaps

While all social mobility activities 
described by SOMO 2022 entrants 
were affected by the ongoing 
Covid-19 pandemic, schools 
and colleges were undoubtedly 
the hardest hit. The pandemic 
presented ongoing and legacy 
challenges, and learning gaps 
between pupils from more and 
less advantaged SEBs were one of 
the most significant. To address 
this, schools implemented targeted 
catch-up programmes which aimed 
to address lost learning, improve 
academic performance and 
provide socio-emotional support 
for pupils from less advantaged 
SEBs.   

Limited	resources

Finding sufficient resources to 
fund sustainable social mobility 
programmes was a challenge 
for state schools serving less 
advantaged populations. As 
mentioned above, there were 
schools that were able to access 
funding from a range of sources 
to continue their work. Addressing 
the lack of resources available 
to families from less advantaged 
SEBs – from technology for online 
learning to food for regular meals – 
was another challenge for schools 
and pupils from less advantaged 
SEBs. Schools aimed to address 
these challenges by loaning 
or donating laptops, providing 
breakfast and lunch clubs for 
pupils, and supporting local food 
banks. 
 
Low	engagement

Pupils with the highest level of 
need were often the least engaged, 
which presented a challenge for 
schools and colleges. To re-engage 
these pupils and their families, 
strategies included one-to-one 
coaching for pupils, explaining 
the benefits of various post-16 
pathways to parents, and group-
based enrichment activities to 
inspire and enthuse the least 
engaged pupils.

22 Social Mobility Commission (2019) An unequal playing field: extra-curricular activities, soft skills and social mobility.  

    London: Social Mobility Commission. .   
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Creating	inclusive	school	cultures	

Schools serving less advantaged populations worked to improve accessibility for 
pupils facing specific socio-economic disadvantages in 2021-22, including pupils from 
refugee families who had recently arrived in the UK. In Southwark, Ark	Walworth	
Academy worked with refugees from Afghanistan in 2021. 21 secondary-age students 
were given school places, provided with uniform, PE kit and a school laptop, and the 
school developed a bespoke, multi-age curriculum with a translator for the cohort. 
In Peterborough, Queen Katherine Academy offered an accelerated curriculum 
for pupils who had recently arrived in the UK with little or no English language skills, 
which included 50% of the regular curriculum and bespoke support.  
In Redbridge, The Forest Academy offered an intensive English language programme 
so that pupils from refugee families could develop fluency in English, enabling them 
to access their mainstream lessons. 

State schools and colleges serving a range of populations engaged in activities to 
improve diversity and inclusion for their pupils and staff. At The Forest Academy, 
pupils ran an LGBTQ+ society, which organised events and raised awareness across 
the school, while the school also promoted diversity and inclusion through the 
personal development and assembly programme. Brinsworth	Academy established 
link school status with The Anne Frank Trust, and ran events and activities to 
address prejudice and discrimination related to disability, racism, homophobia 
and Islamophobia. The Student Union at St	Brendan’s	Sixth	Form	College ran an 
EDI Committee and Student Life Committee in 2021-22, and students led activities 
including Pride Club, a Pride Parade, weekly BAME group support sessions with Off 
the Record and a Black History month event. 

Building inclusive cultures also involved adapting school policies and practices, and 
Ark	Walworth	Academy’s commitment to reducing exclusions provided an example 
of this. Through its Seacole Unit, the school continued to provide a quiet space for 
students to reflect on their choices, discuss their choices with a range of professionals 
(including learning mentors, Inclusion Coordinators and Family Support Workers), 
revisit better choices that could have been made, and complete bespoke curriculum 
work to prevent them from falling behind. This in-school provision has reduced 
exclusion and suspension rates over the past five years, with no pupils suspended or 
permanently excluded over the past two years. 

Pathways	to	FE,	HE	and	employment	

Reflecting the importance of good employment as a pillar of social mobility, 
developing employability skills and facilitating pathways to further education, higher 
education and employment was one of the most common ways schools and colleges 
aimed to support social mobility in 2021-22. Among schools serving less advantaged 
pupils, Waterhead Academy used the Gatsby Benchmark framework to deliver 
holistic careers education in 2021-22. This included visits to colleges, universities 
and workplaces, employer presentations, contributing to community projects, and 
a Personal Development Programme which provided students with individualised 
support to prepare them for their next stage of education, employment or training. 
The Forest Academy similarly used a personal development approach to careers 
education, and invested significant staffing resources in careers. This included a full-
time career and progression mentor, who worked with all students to support them 
into future employment.

Supporting pupils’ post-16 pathways was another area of activity for schools and 
colleges serving less advantaged populations. Queen Katherine Academy offered 
BTEC options as part of its Key Stage 4 curriculum, while The Forest Academy offered 
three pathways for its sixth formers: an A-level pathway, a vocational Level 3 pathway, 
and a three-year pathway for students to re-sit English and Maths GCSE while 
completing vocational Level 2 courses. Students from Queen Katherine Academy, 
The Forest Academy and Ark	Walworth	Academy also progressed to apprenticeship 
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https://www.annefrank.org.uk/
https://www.otrbristol.org.uk/
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opportunities with employers including Amazon, the BBC, Caterpillar, Deloitte  
and PwC. 
 
Beyond post-16 pathways, schools and colleges serving less advantaged populations 
also ran initiatives to improve access to higher education for their students. 
Birkenhead	Sixth	Form	College worked with a range of external stakeholders to 
support its students – most of whom were from families with no history of university 
education – through its Uni+ Programme. This involved tutorials, one-to-one 
support from Academic Progress Mentors, work experience, and bespoke pathways 
to medicine and Oxbridge. Chelsea Academy offered multi-year intervention 
programmes to help their students access university. One example was the school’s 
Access Project, through which Pupil Premium students received tutoring in a chosen 
subject and in-school mentoring, attended workshops on university applications and 
sessions on interview practice, visited universities, and heard presentations from 
university graduates. The project aimed to increase the participation rate of students 
from this group at Russell Group universities. St	Brendan’s	Sixth	Form	College’s 
Aspire Programme supported its highest-attaining students to reach their higher 
education goals through summer schools, university access courses, Social Mobility 
Foundation work experience places, and Target Oxbridge placements. 

As explored in Chapter 2 (see Exposure to work environments), connections between 
schools and employers were a valuable way to improve pupils’ experience and 
understanding of work environments. Examples of collaborations between state 
schools and employers – which facilitated work experience, workshops and insight 
visits – included Ark	Walworth	Academy with JP Morgan, National	Grid and Hilton 
Hotel Group; St	Brendan’s	Sixth	Form	College with Burges	Salmon; and Waterhead 
Academy with the NHS, Highways Agency, BBC, First Choice Homes and NatWest. 
Meanwhile, Trinity	Academy	Leeds delivered its Empower programme, which gave 
students industry-based career opportunities for Year 7 to 11 pupils. This involved 
twice-termly visits for all pupils to companies including Balfour Beatty, the NHS, PwC 
and Leeds United Football Club. Visits were designed to provide insights into a range 
of career paths, as well as hands-on activities and competitions to ensure interactivity 
and engagement.  

For students from less advantaged SEBs who attended independent schools through 
bursaries and scholarships (see Widening access to independent schools below), access 
to connections and networks was important for future employability. At Bolton	
School, the Old Boys’ Association continued to run its mentoring programme for 
young alumni, with former bursary recipients making up 20% of mentees participating 
in the scheme. Mentors provided pupils with advice and guidance that may not 
have been accessible within their immediate circle of support, and helped them to 
develop a professional network to support the transition from education to work. 
Caterham School similarly facilitated professional networking through alumni 
events, which were available to all secondary schools participating in the East Surry 
Learning Partnership. These included virtual and in-person events, and connected 
pupils with professionals in sectors including finance, law, medicine, sustainability and 
professional sports.

Support	and	development	for	school	staff

Beyond direct work with pupils, schools supported teachers’ and leaders’ professional 
development to improve young people’s social mobility outcomes. Professional 
development activities included mentoring and well-being support for early career 
teachers (Queen Katherine Academy), and senior business leaders from KPMG 
mentoring headteachers from schools in less advantaged areas through Inspiration 
for All. Caterham School provided training on coding skills for teachers from state 
schools, as this was identified as an area where teachers had limited confidence 
through the East Surrey Learning Partnership. 
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Partnerships	and	community	support	

Schools worked collaboratively and in their communities to advance social mobility 
on a wider scale. Among schools serving less advantaged populations, Ark	Walworth	
Academy shared best practice with other schools in their trust and across London 
by hosting school visits. Among grammar schools and independent schools, 
Reading	School engaged with community activities through support and exchange 
programmes for young Ukrainian refugees housed in the local area. Brighton	College 
formed a community partnership with the local Syrian refugee community, and 
encouraged action among pupils and staff through letter writing to MPs, fundraising 
and material support. To support the Ukrainian refugee community in Brighton, the 
school organised student, staff and parent-led engagement activities such as social 
experiences and English lessons. 

In an example of wider community action, London	South	East	Colleges continued to 
run its national Foodbank campaign to support local communities facing increasing 
demands for food parcels. In 2021-22, London South East Colleges encouraged 
colleges across the UK to get involved with volunteering and fundraising activities 
linked to the campaign, and to articulate the value of their work through a social value 
‘calculator’. 140 colleges signed up for the campaign, with six corporate and charity 
partners brought on board to facilitate volunteering and training opportunities for 
college staff and students. 

Widening	access	to	independent	schools

Among independent schools that entered the SOMOs in 2022, a common way to 
support social mobility was through partial or full bursaries and scholarships for 
pupils from less advantaged backgrounds. At Bolton	School, one in five pupils 
received bursarial support for their education in 2021-22. The school launched an 
outreach programme in 2021 to drive bursary recruitment by working with the 
OnSide youth charity and The Bursary Foundation. Brighton	College’s Opening 
Doors programme provided a full scholarship for high-performing young people from 
less advantaged backgrounds. In 2021-22, the school offered twelve Year 12 places 
through this scheme. Additionally, the school ran a large-scale fundraising appeal 
to establish scholarship places for Ukrainian children agreed five to 18. £700,000 
was raised through this appeal, with the school covering additional fees and actively 
securing visas, accommodation and travel for pupils and their families. Christ’s 
Hospital worked with primary schools, community groups, local authorities and 
directly with less advantaged families to increase bursary applications in 2021-22, and 
supported over 75% of its students through free or low-cost boarding places. Stowe 
School continued to run its Change 100 fundraising initiative to provide fully-funded 
bursaries for high-performing children from less advantaged backgrounds, and 
funded ten places in 2021-22.  

Independent schools provided ongoing support to bursary students, to minimise 
a sense of exclusion due to their SEB and to address any specific challenges faced. 
Christ’s	Hospital created a new full-time role to increase counselling provision and 
pastoral support for bursary students, funded costs such as travel to and from school, 
provided IT equipment and funded data to support access to online learning, and 
distributed weekly food vouchers to the families of 100 less advantaged students. 
Bolton	School also increased pastoral support for their bursary pupils, and ran 
virtual Vision sessions – delivered by alumni who were previously on bursaries and 
guest speakers from minoritised backgrounds – to provide inspirational role models 
and expand horizons among bursary pupils. At Stowe School, bursary students 
were offered regular, confidential check-ins and ongoing communications with their 
parents. 
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Universities

Enablers 

Collaborative	working

Universities’ social mobility 
programmes were driven by 
collaborative working and 
partnerships. This included internal 
collaborations – for example, 
between Careers & Employability 
teams and academic departments 
– and external partnerships 
between universities, social 
mobility charities and employers. 
These collaborations strengthened 
social mobility programmes 
through each stakeholder group’s 
unique skills and expertise.
  
Top-down	and	grassroots	action

Many universities who entered 
the SOMOs in 2022 served 
large student populations from 
less advantaged SEBs. At these 
universities, student activism 
on social justice issues was an 
important motivator for action on 
social mobility. This grassroots 
action was coupled with top-down 
commitments from university 
leaders in terms of developing 
strategy, senior buy-in, and 
resources (see below). 

Dedicated	resources

Effective social mobility 
programmes were underpinned 
by significant investments from 
universities. To fund social mobility 
programmes and dedicated 
positions driving this work, 
universities secured funding 
from sources including research 
councils, foundations, and 
fundraising initiatives.

Improving	access

Higher education is a key driver of social mobility in the UK. Young people from less 
advantaged SEBs who attend university earn, on average, four times the amount as 
their peers who do not attend university. However, people from less advantaged 
SEBs are much less likely to attend university than those from more advantaged 
backgrounds.23 Barriers to higher education participation for people from less 
advantaged SEBs include financial concerns, insufficient advice and support before 
university, and lower prior educational attainment (which is itself a result of earlier 
socio-economic disadvantage).24

To address these barriers, universities adopted a range of strategies in 2021-22 to 
improve access for young people from less advantaged backgrounds. For example, 
London	Metropolitan	University’s Upward Bound outreach programme aimed to 
raise school attainment, confidence and resilience for Year 9 and 10 pupils in deprived 
areas of Islington, and to motivate them to apply for higher education. 

Universities used targeted access schemes to widen participation for those from 
less advantaged SEBs. Queen Mary University’s access schemes included Access to 
Queen Mary (for sixth-form students in areas of the UK with low historic progression 
rates to university), Bridge the Gap (for secondary school pupils interested in 
studying Medicine and Dentistry), and Pathways to Law (run in partnership with 
The Sutton Trust to support students from less advantaged SEBs to study law). 
Through University	of	Exeter’s Exeter Scholars programme, 1,000 undergraduate 
places were awarded to students from less advantaged SEBs. The programme 
included scholarships, financial, transition and employability support, academic skills 
development, and paid internships. University of Southampton’s flagship widening 
participation programme – Ignite Southampton – included outreach work with 
school pupils, support at the application stage, and financial and pastoral support for 
undergraduates. Beyond school populations, The Open University partnered with 
Uber to provide access to free undergraduate study for Uber Eats couriers, for whom 
a UK university qualification may have been out-of-reach. Where couriers did not wish 
to study, they were able to pass on the opportunity to a family member.
 
Universities and employers offered financial support and scholarships to enable 
people from less advantaged SEBs to access higher education. To improve access to 
qualifications required for the legal profession, BARBRI	Global worked with Russell 
Group universities to offer scholarships and fee discounts for the Solicitors Qualifying 
Examination (SQE). BARBRI also supported paralegals hoping to qualify as solicitors 
through scholarships and discounted fees for its online SQE Prep course, to improve 
affordability and access to the profession through an alternative route.  Santander 
UK worked with 85 university partners to reduce barriers to higher education, 
including through fully-funded placements and awards for students from less 
advantaged SEBs. The Open University raised over £158,000 through a fundraising 
initiative to enable disabled veterans, carers, and students from less advantaged SEBs 
to access free undergraduate and postgraduate qualifications. 

Additional support at the application stage was another strategy to improve access 
to higher education for those from less advantaged SEBs. In 2021-22, Zero Gravity 
scaled up its careers platform to support over 2,000 students from less advantaged 
backgrounds into highly selective universities across the UK. Support available via the 
platform included mentoring, masterclasses, and a community platform. 

23 The Sutton Trust (2021). Universities and Social Mobility: Summary Report. London: The Sutton Trust.  
24 Hubble, S., Bolton, P. & Lewis, J. (2021) Equality of access and outcomes in higher education in England. London: House of Commons Library.  

https://www.suttontrust.com/our-programmes/
https://www.suttontrust.com/wp-content/uploads/2021/11/Universities-and-social-mobility-final-summary.pdf
https://commonslibrary.parliament.uk/research-briefings/cbp-9195/
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At later stages of higher education, UCL’s In2research social mobility programme 
provided support for 50 students from less advantaged SEBs to access postgraduate 
research study. Co-developed by the university and In2scienceUK, the 12-month 
programme included researcher mentoring, workshops, a paid eight-week research 
placement and support through an alumni community. Undergraduates and 
graduates from a broad range of UK universities were recruited onto the programme, 
with an emphasis on students from the least represented groups in postgraduate 
research and academic careers – UK-domiciled Black, Bangladeshi and Pakistani 
students from less advantaged SEBs. 

Supporting	students

Once at university, students from less advantaged SEBs continue to face barriers 
which may negatively affect their academic outcomes, experiences of university life, 
and/or cause them to drop out completely.25 Recognising the negative impacts of 
the Covid-19 pandemic, the cost-of-living crisis, and the energy crisis, universities 
responded in a number of ways to support students financially, academically and 
pastorally. The Open University extended its Student Assistance Fund to provide 
£3.8m of emergency financial aid for students struggling to heat their homes and 
feed their families. Queen Mary University used hybrid learning strategies – both 
virtual and in-person – to ensure all learners had continued access to their courses. 
The university also continued its PASS (Peer Assisted Study Support) scheme, which 
facilitated ongoing academic support by pairing students in more senior years of 
study with those at earlier stages. 

There were organisations that worked to enrich university experiences for students 
from less advantaged SEBs. For example, Pagoda	Projects worked with the University 
of the West of England (UWE) to provide a fully-funded field trip to Berlin for 27 care 
leavers. Supported by Pagoda’s team in Berlin, the programme provided students 
with opportunities to learn about contemporary German history, culture, society, 
politics and economics. 

Improving	employability	

Looking beyond their time in higher education, universities used several strategies 
to improve students’ employability and support their onward social mobility. 
London	Metropolitan	University’s Career Education Framework was developed 
in collaboration with students, employers, academics and professional service staff 
across the university, and provided an embedded careers education model that could 
be adapted across any discipline. This included work-based learning, offering students 
opportunities to apply theoretical learning in practical situations, and workplace 
experience. At University of Southampton, the My Generation Career Coaching 
programme provided first-generation university students with one-to-one support to 
address the challenges they faced transitioning to the graduate labour market and to 
achieve their career goals. Queen Mary University provided post-graduation careers 
support to help its graduates realise their career ambitions, while the university’s 
alumni community was also leveraged to provide employment opportunities for 
recent graduates and alumni members. 

City,	University	of	London’s BSc Sociology degree included a Social Action module 
which developed both employability skills and relevant professional experience. In 
a collaboration between the Careers & Employability and Sociology department, 
students developed skills including communication, project management, teamwork 
and time management by working with external community organisations to run 
events and conduct research. The module also allowed Sociology students – who were 
predominantly from less advantaged SEBs – to gain relevant professional experience 
while studying. 

Challenges 

Capacity

Where social mobility activities 
were driven by university staff 
and students volunteering on 
top of their existing work and 
study commitments, individuals 
faced considerable challenges 
with available time and personal 
capacity. An innovation to 
overcome this challenge was 
paying students the real Living 
Wage for their social mobility 
work. In other cases, universities 
designated social mobility activities 
as part of (rather than additional 
to) existing staff workloads. 

Tailored support

While working remotely during the 
Covid-19 pandemic, universities 
found it challenging to provide 
students from less advantaged 
SEBs with tailored support with 
the diverse barriers they were 
facing. For students on social 
mobility programmes, support 
teams spent time understanding 
and working through individualised 
challenges with students. Tailored 
support included help with time 
management alongside caring 
responsibilities, adapted large-font 
materials for visually impaired 
students, and strategies to support 
autistic students with adjustments 
to remote learning.

25 Hubble, S., Bolton, P. & Lewis, J. (2021) Equality of access and outcomes in higher education in England. London: House of Commons Library.  
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Beyond student populations, The Open University partnered with DWP to provide 
skills-boosting resources for jobseekers in 750 Job Centres across the UK in 2021-22. 
As one of DWP’s national partners, The Open University also offered free courses 
to help jobseekers increase their employability and develop wider life skills. Free 
courses included digital skills, money management, and mental health. The courses 
were designed to be accessible for learners with less confidence due to previous 
educational experiences or a long gap since they last studied.  

Improving	socio-economic	diversity	and	inclusion	

Universities are significant employers across the UK. Improving socio-economic 
diversity, equity and inclusion for their staff was therefore another important 
way for universities to improve social mobility in 2021-22. Notably, University of 
Southampton established a Social Mobility Network in 2021-22, for staff and students 
who identified as coming from less advantaged SEBs. Like the employee-led social 
mobility groups described above (see Inclusion and belonging in the workplace), the 
network provided a community of support and action for staff and students with 
common experiences. The network launched a podcast, hosted social events, and 
delivered a seminar on the importance of social mobility to raise awareness across 
the university. The university also started collecting data to understand the SEB profile 
of its staff, identify class gaps, understand the intersections between SEB and other 
forms of disadvantage, and inform action on socio-economic diversity, equity and 
inclusion in the university’s workforce. which included 50% of the regular curriculum 
and bespoke support.  

Bridging the gap | Universities
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In this report, we have examined the work done by employers and educators to advance social mobility in 2021-22, 
based on evidence submitted to the UK Social Mobility Awards 2022. More organisations than ever demonstrated 
their commitments to social mobility over this period, with a wider and deeper range of activities to improve 
socio-economic diversity, equity and inclusion compared to previous years of the SOMOs. In this final chapter, we 
summarise key findings and areas for action to continue progress towards social mobility in the UK.

   Employers are focusing on ‘widening the gate’ through activities  
 to reach and recruit people from less advantaged socio-economic   
 backgrounds (SEBs).

As in previous years, outreach activities were highly popular in 2021-22. Outreach work was reported by the majority 
of employers (79%), and reaching people from less advantaged SEBs was a priority in sectors where these groups 
were under-represented – from law, finance and professional services to media and technology. These employers 
worked with schools, colleges and universities to raise awareness about career pathways, develop employability skills, 
and offer exposure to workplaces. 

A higher proportion of employers (75%) focused on recruitment activities to advance social mobility in 2021-22 
compared to previous years. This reflected commitments to ‘widen the gate’ and increase socio-economic diversity 
across sectors which have traditionally employed those from more advantaged backgrounds. Key recruitment 
activities included targeted pathways for young people from less advantaged SEBs (social mobility apprenticeships, 
paid graduate programmes), and employment schemes for specific groups (care leavers, refugees and asylum 
seekers, and prison leavers). Employers also worked to make their hiring practices more inclusive. Strategies included 
removing academic entry requirements, and increased transparency and support during the application process. In 
examples of best practice, employers used a combination of contextualised and anonymised recruitment approaches. 
This facilitated positive action for people from less advantaged SEBs, while minimising bias during the hiring process.

Socio-economic inclusion  A growing number of employers are working to create more inclusive   
 workplaces for staff from less advantaged SEBs.

Just over half of the employers (53%) who entered the SOMOs in 2022 reported activities to improve retention of staff 
from less advantaged SEBs. While employers were more likely to focus on socio-economic diversity than inclusion, 
activities to improve retention reflected a growing awareness that social mobility matters throughout the employee 
journey. This was true in sectors where people from less advantaged SEBs are under-represented, and sectors that 
typically employ high numbers of people from these groups such as retail, facilities management, construction, and 
hospitality. To create more inclusive workplaces, social mobility networks and employee resources groups (ERGs) were 
increasingly common. These groups were often staff led, and provided spaces for employees from less advantaged 
SEBs to share experiences and seek support. Social mobility networks also acted as hubs for internal events and 
activities to raise awareness and understanding of social mobility across workplaces.

Conclusions

Socio-economic diversity



   Page |45

Socio-economic equity  Further action is needed to ensure fair progression opportunities, stable   
 employment, and financial security for people from less advantaged SEBs.

People from less advantaged SEBs continued to be underrepresented at senior levels across almost all UK sectors in 
2021-22. However, less than a quarter of employers who entered the SOMOS (23%) focused on employee progression 
as a way to advance social mobility over this period. Data on employees’ SEB was essential to progression activities 
– all employers working on progression also reported collecting and using employee SEB data. These data played 
a key role in identifying underrepresentation at senior levels, and then taking action. Examples of progression 
initiatives included more transparent promotion structures, internal recruitment processes, and targeted training and 
development opportunities for people from less advantaged SEBs.

Good working conditions – including financial security and stable employment – continued to act as a key driver of 
social mobility in 2021-22. Ensuring decent living standards for employees became all the more important in light of 
pressures from the ongoing Covid-19 pandemic, cost of living crisis, and energy crisis. While not commonly mentioned 
by employers who entered the SOMOs in 2022, there were employers taking action in this area. Examples included 
becoming accredited Living Wage Employers, increasing transparency around pay, and improving parental leave 
provisions. Employers also increased pay, introduced bonus schemes, and increased (or introduced) pay for those on 
work placements, apprenticeships and graduate schemes. 

Socio-economic enablers  The most effective social mobility work is driven by employee SEB data, clear  
 strategies to prioritise action, and committed leadership to drive change.

Employers’ work to improve socio-economic diversity, equity and inclusion was increasingly driven by social mobility 
plans and strategies. Nearly two-thirds of employers (63%) developed or continued to implement social mobility plans 
in 2021-22, which were often embedded within existing diversity, equity and inclusion (DEI) strategies. Employers 
also put leadership and governance structures in place to drive action and ensure accountability for achieving social 
mobility-related goals and targets. Examples of leadership included appointing senior sponsors to actively champion 
social mobility internally and externally, dedicated social mobility leads or teams to ‘do the work’, and more junior 
employees (often from less advantaged SEBs themselves) driving grassroots action on social mobility. 

Employee SEB data was vital to drive evidence-based social mobility work – however, only 39% of employers reported 
collecting SEB data in 2021-22. This may have reflected employers’ uncertainty about how to measure SEB in the 
workplace, and employee reticence about providing this information. To overcome these common challenges, 
employers used the Social Mobility Commission’s ‘one question’ as a simple, reliable SEB measure and established 
trust by explaining why data were being collected and how they would be used. When collecting SEB data for the first 
time, anonymous one-off surveys helped to improve employees’ comfort and familiarity with the process. Later on, 
employers introduced optional SEB questions linked to HR systems, which provided ongoing insights into retention 
and progression of employees from less advantaged SEBs. Once collected, SEB data supported effective social mobility 
work by allowing employers to understand where people from less advantaged SEBs were under-represented, 
more effectively target interventions to address identified gaps, and monitor the outcomes of these interventions. 
Consultations with staff from less advantaged SEBs were also an important mechanism to ensure social mobility work 
was informed by their experiences and priorities for change. 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1106370/The-building-blocks-an-employers-guide-to-improving-social-mobility-in-the-workplace.pdf
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Submission process

The submission process for the 2022 UK Social Mobility Awards opened in April 2022 and closed in June 2022. The 
awards were open to UK-based private and public sector employers, schools, colleges, and universities. Organisations 
were able to submit more than one entry to each individual category (for each person entered), but only one entry per 
organisation for each organisational category. Organisations were able to submit separate entries to as many relevant 
categories as they chose.

Social mobility-related activities conducted from 1 January 2021 to 31 March 2022 were eligible for consideration. 
Entrants were asked to provide a written submission via an online platform, which comprised: a 200-word executive 
summary, a 200-word description of the aims of their activities, a 600-word description of activity or activities, and 200 
words each to describe any enabling factors, any challenges and how these were overcome, reach, and outcomes. 
Entrants were also asked to answer questions on their organisation’s sector and size, the location of their social 
mobility activities in 2021-22, and beneficiary groups targeted by their activities. 

Permissions	

Before submission, all entrants were asked to confirm that they were happy for content from their entries to be used 
for research purposes. All entrants named in this report were also given an opportunity to review named references 
to their organisations in November 2022. 

Analysis	and	reporting

Data from all eligible entries (n = 140) were analysed qualitatively using the Framework approach,26 which allowed 
analysis within and across cases and themes. Using themes covered in the submission template and other themes 
emerging from the data, we assembled a matrix in which each row represented an individual entry and each column 
a related theme. Within- and cross-case analysis was conducted to identify trends by sector and by type of activity 
across the employee journey. 

Entrants’ responses to questions on sector, size and activity location were analysed quantitatively to produce 
descriptive sample statistics. Beyond information provided by entrants, publicly available information on the number 
of employees per organisation was used to estimate aggregate figures on organisational size.

26 Gale, N.K., Heath, G., Cameron, E., Rashid, S. & Redwood, S. (2013) Using the framework method for the analysis of qualitative data in multi-disciplinary health research.         

    BMC Medical Research Methodology 13 (177). DOI: https://doi.org/10.1186/1471-2288-13-117. 
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