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FOREWORD

As someone born just six years after the end of WWII, I am delighted that the nation’s increased wealth has had the result 
that the abject poverty I witnessed growing up no longer exists.
However, that headline disguises a second order issue – social mobility.  Research shows that while we have fewer 
people in (extreme) poverty, people in (relative) poverty still have fewer chances of accessing the bounty of our post war 
progress.
That is an affront to social justice but it also has a greater negative impact.
The UK’s competitive advantage depends on us ensuring that no talent is wasted in the global struggle for economic 
growth. While tackling social injustice is a job for law makers, engaging the nation’s finest in the creation of wealth is very 
much the responsibility of business.
That is why I was delighted when Making The Leap announced their intention to launch the first UK Social Mobility 
Awards and why I was honoured to be asked to chair the judging panel.
And what an honour!  Applications flooded in from household names across the country giving the distinguished panel 
of judges the Herculean task of sifting, assessing and deciding whose actions best exemplified ways of giving talented but 
underprivileged citizens the chance to contribute to their greatest ability.
I am proud of the results and even more proud to know that so many businesses are taking the challenge of wealth 
creation so seriously. This report, excellently prepared by the Centre for Social Investigation, highlights the winning entries 
of the inaugural UK Social Mobility Awards.  It is my hope that you will be inspired by these case studies to review what 
you are currently doing to advance social mobility – and to do more!

I must close by congratulating Making The Leap for this brilliant initiative, the judging panel for taking the task so 
seriously and all those who entered for everything you are doing to assure the future of the UK.

Sir Kenneth Olisa OBE
Chair of Restoration Partners

CHAIR OF THE 
JUDGING PANEL
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ABOUT THE UK SOCIAL MOBILITY AWARDS & MAKING THE LEAP

THE UK SOCIAL MOBILITY AWARDS were launched in 2017 by the charity Making the Leap. The SOMOs are a 
unique set of awards that have been specifically established to recognise and encourage action that will promote 
and increase social mobility within Britain’s companies and institutions. These awards recognise best practice and 
innovation and celebrate excellence and achievement and elevate social mobility as a cause equal to the level of other 
diversity issues. By raising awareness and celebrating the people and organisations that are committed to bringing 
about social change, we believe that together we can advance the cause of social mobility in this country. 
In the main report that follows we set out the story behind the winners from the inaugural SOMOs, each sharing their 
remarkable achievements to bring about social mobility. In 2017, there were eleven categories

 ≈ Impact Management Programme of the Year
 ≈ Rising Star of the Year
 ≈ Innovation 
 ≈ Mentor of the Year
 ≈ Recruitment Programme of the Year 
 ≈ Progression Programme of the Year 

 ≈ Outstanding Achievement of the Year
 ≈ Leadership of the Year 
 ≈ Champion of the Year
 ≈ Community Programme of the Year
 ≈ Organisation of the Year

Having seen the success of our inaugural year, our ambition this year is greater. In 2018, we want more organisations 
to be a part of this movement. We want more companies to feel inspired by each other’s initiatives, to collaborate 
and share their own. We want more UK businesses to recognise – and talk about – how investing in social mobility can 
bring significant benefits.

ABOUT MAKING THE LEAP
MAKING THE LEAP IS A LONDON-BASED CHARITY, founded in 1993, that improves social mobility by raising the 
aspirations of, and increasing opportunities for, young people between the ages of 11 and 25. Their vision is to give 
young people from poorer backgrounds the same opportunities to succeed in their career as those from wealthier 
families. Every month, Making the Leap equip hundreds of young people with the soft skills they need to succeed. 
In 2018 alone, their aim is to raise aspirations and access to opportunities for over 8,000 young people

ABOUT THE 
UK SOCIAL MOBILITY AWARDS
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INTRODUCTION TO THE REPORT

MAKING SOCIAL PROGRESS IS SLOW WORK. If we take a long view on social progress in Britain, we can see that 
we’ve made incredible strides forward in some areas of society. We live longer than we used to, have higher incomes, 
and more of us are in professional jobs. We are also more geographically mobile and more diverse than a generation ago. 
And yet, despite all this change, patterns of social advantage and disadvantage are persistently replicated through the 
generations in Britain. The academic research on the topic suggests that being born to working class parents reduces the 
chances of reaching the top occupations, and that ‘social fluidity’ by this measure is around the same today as it was in 
post-war Britain. 
When we are talking about social mobility, therefore, and about the fairness and openness of British society, we are 
talking about a pattern so enduring that it might feel like a ‘social fact’. It is no small wonder that the people and 
organisations that set out to ‘make a difference’ can get frustrated with the lack of movement. However, if there is a 
single strand connecting last year’s UK Social Mobility Awards winners, it is the demonstration that the actions of people 
and organisations directly improve the life chances of individuals and the fairness of society as a whole.
Others have argued before now that private enterprise is a way to make a real difference. While government welfare 
policy is often considered a ‘safety net’ for the very poorest in our society, it is also apparent by now that we cannot sit 
around waiting for policy fixes for the inequalities in our society. This has probably never been truer than now. This is an 
era in which ideas of individualism have taken hold, when most people in British society believe in the modern liberal 
principles in which hard work and ‘making it on your own’ are prized. Arguably, it has never been more important to 
emphasise that people who appear to ‘make it on their own’ are often those starting out from positions of privilege. One 
of last year’s winners - the Civil Service Fast Stream Opportunity Network - has been successful, in part, by encouraging 
conversations on exactly this point which “just didn’t happen before”.
Much of the academic research on ‘social mobility’ defines it rather narrowly in terms of trajectories of movement 
between income groups or occupational class from parents’ position (origin) to own position (destination). However, 
the work that is being done by corporations and organisations – the case studies in this report - covers a broader view. 
Disadvantage comes in many forms. Some of the groups in society that are held back from enjoying the advantages of 
good labour market positions include: those growing up in poor neighbourhoods, those from poor households, those in 
long-term unemployment, the disabled, and people who have been in prison and who are looking for a chance to re-build 
their lives and take care of their families. These are the people being helped by last year’s SOMO winners. 
A popular idea is that education is the route to social mobility. However, it can never work for everyone: some 
children don’t fulfil their potential at school, being limited from achieving by socio-economic constraints and other 
disadvantageous circumstances. But, the SOMO award winners did not fall into the trap of assuming education is the 
fix. In their social mobility strategies, most showed awareness of the idea that there is untapped talent even among 
those who are not achieving a particular level of educational attainment. In doing so, these organisations implicitly 
demonstrate that they are helping to ‘level the playing field’.
Why do we care about social mobility at all? There are two grand theories. The first is about economic efficiency and 
the potential wastage of talent. If talented people are being prevented from reaching their potential because of their 
backgrounds, by implication, it follows that less talented people (but from privileged backgrounds) are taking those 
places. An economic efficiency argument states that we ought to strive for the best-fitting person in every role. If factors 
such as ethnicity, socio-economic background or other non-relevant qualities are used as criteria in the job market, it 
stands to reason there is some loss of efficiency. The second argument states that fairness should be a guiding moral 
principle of society, and that any economic consequences are irrelevant to this principle. Last year’s SOMO winners were 
motivated by both of these arguments. “It makes business sense too, we want to be a magnet for talent” KPMG have 
told us, illustrating the efficiency argument. And on the moral argument: “Businesses can be a force for good”, the Wates 
Group said, “within some of the most pressing issues that society is facing”. We have no reason to suppose that one 
motivation is better than the other, but where both the moral argument and economic argument send us in the same 
direction, we can hope that a greater number of organisations will follow suit in the future.  

INTRODUCTION TO THE REPORT
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INTRODUCTION TO THE REPORT

Many of the 2017 award winners stated that they are not just driven by Corporate Social Responsibility (CSR). Rather, we 
have been told, the actions being taken to improve the life chances of individuals are not merely tokenistic message to 
the outside world, but rather sit within the core of their company’s mission. “We don’t really talk about Corporate Social 
Responsibility any more - it’s become part of our core business”, explains Debbie Akehurst of Landsec. In the case studies 
which follow, one for each of the 2017 winners in turn, we have therefore attempted to get to the heart of the issue. 
What are the concrete actions that individuals and organisations take? What examples can these set for other people and 
organisations that want to follow in their footsteps?  
Some of the themes that have emerged from hearing the stories of the 2017 award winners are information for opening 
new possibilities, collaboration, and ripple effects. Information, in these case studies, is intimately linked to possibility. 
One of the main goals of mentorship and of training is to inform people of the options that lie ahead of them, and more 
than that, to make those options feel like possibilities. In visits to the Houses of Parliament, or inside the offices of a 
thriving business, young people have their eyes opened to possibilities: “They don’t know what’s out there”, says Chris Rix 
of Deloitte, “why would they if nobody tells them?” 
The second major theme to emerge is Collaboration. One of the challenges that stands in the way of attempts to reach 
disadvantaged groups in society is finding them. After all, children from poor neighbourhoods, ex-offenders or disabled 
people are not queuing at the door of large firms. Almost by their definition, some of these groups might be harder to 
see, being less likely to apply for corporate jobs through conventional means, many assuming such an application would 
be pointless. We found that the vast majority of 2017 award winners made use of agencies, charities, and community 
organisations to perform the crucial role of linking the large organisations trying to reach out with the individuals 
being reached. We heard the name of several organisations: Business in the Community, Depaul UK, Wildhearts Group, 
MyKindaFuture, Brightside, Ixion Holdings, the Shaw Trust, City Gateway, Career Ready and many more. This is in addition 
to city councils, job centres and schools. Clearly, cooperation is the key to success and community organisations deserve 
recognition for the essential part they play.
The third theme that comes through again and again is Ripple effects. The benefits of the intervention go beyond those 
directly involved in the schemes, reaching friends, families, classmates and siblings. It is likely that the societal benefit 
goes beyond those impacts that can be directly measured. 
In this report we present the eleven 2017 winners as case studies. These case studies were compiled based on submission 
information and on interviews conducted by Sara Mullen in January and February of 2018. We are very grateful that the 
winners were willing to spare the time to share their experiences with us, resulting in this report which, we hope, will 
inspire entries for 2018. Coming back to our earlier point, making social change is slow work, but these case studies show 
how much work is already underway and shine a light on the possibility of a fairer society in which those in privileged 
positions routinely do what they can to level the playing field for everyone else.

Sara Mullen, Anthony Heath, and Lindsay Richards
The Centre for Social Investigation, Nuffield College, Oxford
March 2018
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MEASURING CHANCES OF SUCCESS

AT THE CENTRE FOR SOCIAL INVESTIGATION, we specialise in high quality quantitative research into social issues. 
Our mission statement is to produce policy-relevant non-partisan research.  We are upfront about the limitations of 
our data and aim to make use of the best social statistics to which we have access. In our own tradition, then, we have 
decided to include some facts and figures here. These relate to the chances that various disadvantaged groups have in the 
labour market and, to keep things simple, we are just reporting the chances that people of working age (between 25 and 
60) will be ‘towards the top’ in terms of occupation which we define as being in a higher professional or managerial job. 
We know that this is not a perfect measure of success: many might aspire to run their own small business, and for many 
being in well-paid stable employment in itself is the goal. Let’s assume then, that by looking social class in this way we 
are looking at one dimension of success in the labour market. But it is an important dimension of advantage: we know 
that people in managerial and professional occupations have higher incomes, more stable income trajectories, regular 
holidays, a greater chance of progression up the ladder, and a far lower chance of unemployment.

TABLE 1 – PERCENTAGE IN HIGHER PROFESSIONAL OR MANAGERIAL JOBS

EMPLOYED/ ACTIVE, 
% OF WORKING AGE PEOPLE

HIGHER PROF/ MAN JOB, 
% OF THOSE IN LABOUR MARKET

Average 83.2 14.2

Father in management/ 
professional job

89.4 21.7

Father in working class job 80.4 9.8

Father unemployed or absent 70.5 8.8

Have degree level qualifications 92.7 28.8

Have GCSEs 79.0 3.9

Have no qualifications 45.3 1.8

London 80.7 19.0

The North East of England 82.0 9.1

No disability 89.0 15.1

Hearing/ sight impairment 69.1 10.4

Mobility impairment 71.3 9.8

Male 88.3 17.8

Female 78.5 10.4
 

 
Source: UKHLS 2014-16; sample restricted to those of working age (between 25 and 60)

MEASURING CHANCES 
OF SUCCESS
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LEADERSHIP OF THE YEAR 2017

KPMG: Leading the way  
with mobility measures
Why did they enter the Awards? 

KPMG ARE WELL KNOWN FOR THEIR COMMITMENT AND PIONEERING WORK in the Social Mobility space. They had 
recently won a Queens Award for ‘Promoting Opportunity through Social Mobility’, had come second in the Social Mobility 
Employer Index, and were appointed one of the Government’s founding Social Mobility Champions. The leaders in KMPG 
recognise the shift occurring both economically and politically.  They want to influence the debate across the wider business 
community and government as well as educate all their staff in this critically important area. For the SOMO 2017 awards “we 
entered this award as it acknowledged how important leadership is to effect change and, as a large business, we take that 
responsibility very seriously”, explained Jenny Baskerville - Head of Social Mobility.

What did they do? 

KPMG RECOGNISE THAT, DUE TO THE SIZE OF THE ORGANISATION and driven by their dedication and passion, they could 
have a massive impact both internally and externally. Working alongside internal teams such as Corporate Responsibility (CR), 
External Affairs, Inclusion and Diversity, Recruitment and Sustainable Procurement, KPMG is able to collectively deliver multiple 
interventions in this area. One of the key areas is the development and use of data. They have worked closely with The Bridge 
Group to develop an algorithm for identifying schools in the most deprived areas.  This includes the use of POLAR data, which 
classifies areas across the UK based on the proportion of the young population that participates in higher education (HE). They 
range from quintile 1 areas, with the lowest rates of youth participation (most disadvantaged), up to quintile 5 areas with the 
highest rates (most advantaged). 

This information informs them of where to target their outreach work. KPMG works with around thirty primary schools and one 
hundred secondary schools across the UK.  In the last financial year, they supported seventeen thousand young people across 
the UK. “Our work is embedded into the fabric of a school”, they explained, “for example, we have sponsored The City Academy, 
Hackney since it opened in 2009 and work with year sevens to year thirteen.” Career insight days and mentoring schemes are set 
up to support the students, with the CR team sourcing KPMG volunteers to support the school. In 2016-2017 alone, there were 
121 volunteers across all KPMG’s work-related learning programmes at the Academy providing 862 hours of volunteering. Some 
of the longer-term programmes such as the reading partner and tutoring programmes involve a weekly commitment; mentoring 
is a monthly commitment while other programmes are either spread across the year or simply involve one-off sessions, varying 
from one hour to a full day. The volunteers work to a guideline/template but mentors can tailor this to their individual mentees.

KPMG has an on-going dialogue with Government saying, “this is how we’ve done it and what we’ve learnt along the way” as 
well as sharing information with many other organisations. KPMG works with a wide range of charities and other partners such 
as: the Social Mobility Foundation, the Bridge Group, the National Literacy Trust, National Numeracy, EdComs and Chair and 
manage the secretariat for the sector initiative Access Accountancy.

Vital in their drive to improve social mobility in the UK has been the development of their alternative entry routes to the 
profession, for those who might be put off by traditional graduate routes. KPMG developed KPMG 360°, a sector-leading 

LEADERSHIP
OF THE YEAR 2017
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apprenticeship programme which promotes social mobility.  Their school leaver programmes were in part a response to Alan 
Millburn’s 2009 report on Fair Access to the Professions showing accountancy as having the largest decline in all professions 
in social mobility between 1958 and 1970 birth cohorts. In 2017, 70 per cent of apprentices who joined the firm were from 
disadvantaged backgrounds. They also work on influencing their huge range of suppliers and host conferences and workshops to 
drive the social mobility agenda forward. 

How do they measure their success?

KPMG TAKES A VIGOROUS INTERNAL APPROACH to measuring data and one of the key lessons to others, they explain, is: 

“ One hundred per cent start measuring, people listen to numbers. You can only manage what you 
measure. It’s all about measuring impact and therefore vital for investing funds. It makes business 
sense too, we want to be a magnet for talent and having a more representative workforce is critical 
to achieving that.” 

Socio-economic data on the make-up of their staff is continually being collected through their HR software with parental 
occupation being the strongest indicator of an employee’s socio-economic background. Their external work, out in the field, is 
closely measured and evaluated too. This internal and external measuring helps inform KPMG where they should be targeting 
their work in the future. This important socio-economic data is open for anyone to see in their Annual Report (available online at 
assets.kpmg.com).

“ We know we can effect change by being bold with our work, such as we did on the real Living 
Wage and by taking a lead on sharing our socio-economic data. We were the first to share such 
comprehensive data and demonstrate our transparent approach. This will enable us to benchmark 
against other organisations when more follow suit”.

Who are KPMG?
KPMG LLP, A UK LIMITED LIABILITY PARTNERSHIP, OPERATES FROM 22 OFFICES 
ACROSS THE UK with approximately 14,500 partners and staff. The UK firm recorded a 
revenue of £2.2 billion in the year ended 30 September 2017. KPMG is a global network 
of professional firms providing Audit, Tax, and Advisory services. It operates in 152 
countries and has 189,000 professionals working in member firms around the world. The 
independent member firms of the KPMG network are affiliated with KPMG International 
Cooperative (“KPMG International”), a Swiss entity. Each KPMG firm is a legally distinct 
and separate entity and describes itself as such

“Our work is embedded into the fabric of a school.”

“One hundred per cent start measuring, people listen to numbers”.

This case study was compiled based on interviews with Jenny Baskerville - Head of Social Mobility and Jatin Patel – External Affairs  
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PROGRESSION PROGRAMME OF THE YEAR 2017

PROGRESSION PROGRAMME
OF THE YEAR 2017

METRO BANK: Encouraging the 
community into the bank
Why did they enter the Awards? 

METRO BANK’S MODEL IS BASED ON COMMUNITY BANKING. This involves serving and supporting the local community 
in which each store is located. They actively engage with their communities, for example, working with local businesses to set 
up networking events, delivering their free financial education programme, Money Zone, to pupils and supporting community 
initiatives in the area. 

Tapping into these local communities helps Metro Bank to realise their policy of ‘growing their own’, promoting shared value for 
customers and employees. The bank has made large investments in this model and has seen a rapid growth of its workforce. “We 
are growing by 20% each year” explains Dan Godfrey, Director of People at Metro Bank. “We’re also promoting between 25% to 
30% of colleagues annually”. Their approach is ‘one in, one up’. Metro Bank’s ‘Learning to Lead’ programme has been supporting 
this rapid growth in a very successful way, and this is what led to the award for Progression Programme of the Year.

What did they do? 

METRO BANK WANTS TO ATTRACT CANDIDATES WHO WILL GROW and stay with them. They pride themselves on 
hiring for attitude and training for skill. Because of the sheer volume of recruits needed, Metro Bank made the route into the 
organisation more accessible. The standard entry criteria for many of their roles are five GCSEs, including passes in Maths and 
English and a pass on an aptitude assessment.

However, Metro came to realise that there was potential talent out there among people who wouldn’t necessarily meet 
these criteria. This meant that they were missing out on a large group of potential candidates to bring into Metro Bank. They 
approached the organisation ‘City Gateway’ which had experience of working in disadvantaged communities and with their help 
found access to a pool of people from many sources who joined their apprenticeship programmes (where the entry criteria were 
more relaxed).

Metro Bank runs a pre - employment programme including CV writing skills, interviewing skills, help with Maths and English if 
needed, and discussion about what it’s like to be in the world of work.

“We’re now running apprenticeship programmes ourselves because they give us access to local 
labour pools and we can offer them a career like no other. We don’t have any graduate recruitment 
programmes…we think they’re a bad idea as many of the graduates leave at the end of the 
programme and we have so much opportunity it’s very easy to create your own career pathway if you 
work hard and create FANS!”.
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Many of these apprentices feed into their winning Learning to Lead Programme, but it is open to anyone who wants to become 
a Leader. This is a fast track, six-month programme, where apprentices learn the skills to take on their first leadership role 
alongside carrying out their day job. Metro Bank needs many first line managers as a result of their ambitious growth strategy. 
Learning to Lead is a high-volume programme with around 220 people going through and graduating over the last couple of 
years. Participants learn how to become a mentor to others, to carry out team project work around real issues in the bank, and 
to present to senior staff at the end of the course in order to showcase their skills and passion for a Leadership role. All of this is 
made possible through their own Metro University where they have the resources to carry high volumes of training for all their 
staff, not just those on the Learning to Lead Programme.

How do they measure their success?

WHILST THE BANK HAS SOME DATA, they believe their success depends on their colleagues and particularly their leaders, 
who set the culture and tone through building relationships. While this can be difficult to measure, Jess Carter, Metro Bank 
Leadership University, Leadership Development Partner explained that “people who are promoted internally stay with us longer 
and have happier teams”. She said they have also received feedback on how their programmes have also had an impact outside 
the bank. Employees have reported that the skills learned on the Leadership programme - skills such as trust, resilience, taking 
personal responsibility and improving self-esteem - have had a positive influence on their personal lives too, which is a great 
legacy for their work.

Who are Metro Bank?
METRO BANK, THE REVOLUTION IN BRITISH BANKING, offers personal, business, commercial and private banking services, with a 
focus on providing a superior customer experience. Launched in 2010, it has already grown to more than one million personal and business 
accounts across more than 50 stores.

The bank was established on a simple precept - offer the best customer experience however, whenever and wherever the customer wants 
it. Its stores are open seven days a week, 362 days a year and customers benefit from its 24-hour UK-based contact centres, full internet 
banking services and its award-winning mobile app.

Unlike any other bank in the UK, every Metro Bank store provides free coin counting with Metro Bank Magic Money Machines, instant 
account opening, on the spot replacement for lost or stolen credit and debit cards, customer toilets, as well as safe deposit boxes. What’s 
more, Metro Bank actively welcomes dogs into the bank with a selection of dog goodies including fresh water bowls and treats. 

As part of its community ethos, Metro Bank supports a wide range of local causes, interest groups and businesses. Stores regularly host 
local charities, as well as holding networking events to bring local businesses together.

Priding itself on revolutionising UK banking, it was awarded Moneywise’s ‘Most Trusted Financial Provider 2017’ and was named the 
Evening Standard’s ‘Financial Services Company of the Year 2017’.

“People who are promoted internally stay with us longer and 
have happier teams.”

This case study was compiled based on interviews with Jess Carter - MBU Leadership Development Partner and Dan Godfrey – 
Director of People
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COMMUNITY PROGRAMME
OF THE YEAR 2017

ALLEN & OVERY: Preparing 
young people from disadvantaged 
backgrounds for the world of work
Why did they enter the Awards? 

ALLEN AND OVERY’S SMART START PROGRAMME is well-known in the Social Mobility arena. The firm believes that it is a 
leader of social mobility in the legal profession. “We want to collectively change the landscape through our programme”, explains 
Sue Wisbey, Pro Bono & Community Investment Officer at Allen & Overy. 
The Smart Start programme was developed in 2009 after an Allen & Overy Senior Partner attended a ‘Seeing is Believing’ visit at 
a secondary school, organised by Business in the Community. The main question that the Senior Partner was asked by students 
at the school was about gaining work experience.  Having attended a state school himself, the visit had a profound impact on 
the Partner and he asked himself the question, ‘How would I go about getting work experience now?’ Smart Start was developed 
through these conversations. “We were ahead of the curve then”, Sue said

What did they do? 

ALLEN & OVERY DEVISED A WEEK-LONG PROGRAMME OF WORKSHOPS, targeted at students who were either eligible 
for free school meals or were the first generation in their family to attend university. Using local area data on educational 
participation (the POLAR classification), the team were able to target and approach key schools. Since 2014, Allen & Overy have 
worked with a Social Enterprise called MyKindaFuture who help recruit students for the programme. In 2017 Smart Start received 
applications from 150 schools in 63 locations including Cardiff, Kent, Leeds and London.
The programme runs every summer, and is targeted at Year Twelve students, who can go on to be mentored during their last year 
at school or college. The first stage of the application process requires students to submit a 200-word written submission on a 
topical subject. Successful students are invited to the second stage – an assessment day with approximately 200 other students. 
Of these, around 65 students are invited to attend the week-long Smart Start programme in London.  Through workshops and 
team challenges, these students are equipped with the skills needed to succeed in a career in the City. The Smart Programme 
allows students to build on their skills – from analysis and negotiation to presenting and team working – and provides them with 
practical support including tips on interview technique, CV writing and how to improve personal impact. 
A key feature of the programme is that participants come from a range of different geographical areas and family backgrounds, 
which encourages them to develop their own networks and work with people they have not met before. After students have 
completed the programme, they are offered the opportunity of one-to-one support during their last year at school or college. 
Allen & Overy works with the charity the Brightside Trust, which provides an e-mentoring platform. Students are paired with a 
mentor from the firm (including some of its clients) and can attend up to five after-school mentoring and training sessions. 
By 2017, 460 Smart Start students had been matched with mentors. Students on the programme also have the chance to apply 
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for a bursary of £10,500 during their three-year degree. Since 2011, 11 of these bursaries have been awarded to students. 
In 2014 Smart Start was the first and only programme in the legal sector to be accredited by City and Guilds. “We’re really 
proud of that recognition,” says Sue, “the commitment displayed, and evaluation of our work played a major part in this”. 
The accreditation is also valuable for the students on the programme who can highlight this achievement on their CVs to help 
them in their careers.  

How do they measure their success?

THE SMART START PROGRAMME TAKES VARIOUS METRICS before the Smart Start students start the programme, and after 
the programme ends. In 2016, 93% of Smart Start participants said they felt more confident, 90% said they felt more ambitious, 
and 80% said they felt more prepared for the world of work. Sue explained:

“We see Smart Start as a vehicle to improve life chances. Some of these young people go on to be role 
models to their siblings and we know we’re making an impact from the figures we see.”

Success is evident in longer-term statistics too. Of those who took part in Smart Start in 2009, five years on in 2014, over 90% 
were in employment and less than 2% were unemployed. 

“Smart Start means that it no longer matters where you come from, or what your background is like. 
All that matters is what you do in life – your passion, your skills. With that you can go anywhere.” 

Who are Allen & Overy?
AT A TIME OF SIGNIFICANT CHANGE IN THE LEGAL INDUSTRY, Allen & Overy is determined to continue leading the market as it has 
done throughout its 87-year history.  The firm aims to do this by challenging itself to bring new and original solutions to the complex legal 
challenges their clients face.  Building on their long heritage enables them to attract the most talented people and continue to deliver this 
level of innovation with and for their clients.

To support their clients’ international strategies, the firm has built a truly global network which spans 44 offices in 31 countries. Allen & 
Overy has also developed strong ties with law firms in over 100 countries. This network makes it one of the largest and most-connected 
law firms in the world, with a global reach and local depth that is unrivalled.

Global coverage in today’s market does not simply mean having offices in key cities around the world. For Allen & Overy, it means 
combining their international resources and sector expertise to work on cross-border transactions directly in markets and regions that are 
important to their clients

“It no longer matters where you come from, or what your  
background is like. 

All that matters is what you do in life – your passion, your skills. 
With that you can go anywhere.”

This case study was compiled based on an interview with Sue Wisbey - Pro Bono & Community Investment Officer at Allen & Overy.
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IMPACT MANAGEMENT PROGRAMME
OF THE YEAR 2017

UpRising: Removing barriers  
to tomorrow’s leaders
Why did they enter the Awards? 

UNLIKE THE OTHER SOMO WINNING ORGANISATIONS, UpRising’s mission is solely focused on social mobility. It was set 
up in recognition of the need for diverse and marginalised communities to have their voice and interests better represented in 
society. Initially they focused their programmes on areas such as East London where demographics showed there was obvious 
deprivation. Now however, as their alumni have successfully come through these programmes, word of mouth is spreading the 
message about UpRising’s work on the ground much more widely. They now deliver their work all over the UK. UpRising have 
done a lot of work assessing the effectiveness of their programmes

What did they do?

WHAT BARRIERS ARE IN THE WAY? UpRising asked this question to a wide range of participants, former participants (alumni) 
and stakeholders in order to understand the factors that might help young people become tomorrow’s leaders. From this 
exercise, UpRising went on to develop their part-time, nine-month Leadership Programme which is free to those who take part 
and runs for three hours each week in the evenings, thus allowing for wide participation. The participants are known as UpRisers.  

In order to identify areas of need, UpRising use statistics on area deprivation to select areas where they might be able to make 
the most difference. In London, for example, they work in Bethnal Green and Tower Hamlets. Along with local authorities, 
community and faith groups, youth centres, Job Centre Plus, educational establishments and voluntary organisations the UpRiser 
alumni also play a key role on the intake of new participants. Also critical to the success of the programme are the connections 
that the organisation makes with important influencers such as senior politicians and business leaders who, alongside the 
alumni, act as mentors for the young people. The programme is supported by around two hundred mentors over several 
different locations. 

After graduation from the leadership programme, participants are advised to meet with their mentors once a month for up to six 
months. The meetings take place in a public space or over Skype/phone. Each month, the participant will develop an agenda and, 
together with their mentor, goals and development challenges are set to be completed by the next meeting. In this way, young 
people are continually achieving and growing throughout the mentoring process. 

The programme also depends upon close partnership working with other bodies who help them make the programme possible. 
For example, UpRisers from under-represented communities are taken for visits to significant businesses and buildings, such as 
the Houses of Parliament.  “We help them to navigate around business”, explains Lucy Caldicott, the Chief Executive of UpRising. 

“There are many benefits of encouraging social mobility from it being the right thing to do through 
to there being a clear business argument. Having a broader set of voices and experiences participate 
in decision-making creates better decisions. There’s lots of evidence that companies who are above 
average with their diversity make-up perform better.”
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How do they measure their success?

UPRISING IS BIG ON MEASUREMENT. Evidence is required to make a good case and to be able to prove that actions deliver 
results. For each programme questions are asked before, during and after. Lucy and her team track the effectiveness of their work 
continuously. “We have data sets for each of our outcomes and we have used and developed software to do this, with the help of 
some consultancy input.” Measurement is based on their ‘Theory of Change’, which includes metrics on confidence, knowledge, 
skills and networks. She explains “I think we won the award because measuring impact is an area where lots of people struggle 
and we’ve done a lot of work on this”.

They are very well organised and methodical with their data and they also use focus groups to gain feedback. The Leadership 
Programme was independently evaluated by Demos in 2016, who found that leadership, networking and advocacy skills were 
significantly improved after participation on the programme (report available online at Demos.co.uk).

“We want to keep measuring” Lucy said, “and we want to keep learning what happens to the young people after they finish the 
Programmes.  We’d love to know, for example, what they’re doing in five years’ time”. Uprising has plans to work with Sheffield 
University in the future to keep building on their data and knowledge

UPRISING IS A CHARITY THAT SPECIFICALLY SETS OUT TO ENCOURAGE SOCIAL MOBILITY for young people 
living across the UK. Their important work opens pathways to leadership and employability for 16-25-year olds who have 
talent, but lack opportunity. UpRising provides a solution, through UK-wide youth leadership, employability and democratic 
engagement programmes; identifying and inspiring young talent from under-represented backgrounds to be tomorrow’s 
leaders and make change in their communities. 

“Having a broader set of voices and experiences participate in 
decision-making creates better decisions”.

This case study was compiled based on an interview with Lucy Caldicott – Chief Executive of UpRising.

Who are UpRising?



14  |  UK SOCIAL MOBILITY AWARDS 2017

RECRUITMENT PROGRAMME OF THE YEAR 2017

RECRUITMENT PROGRAMME
OF THE YEAR 2017

BARCLAYS: Opening the door to a 
richness of diversity
Why did they enter the Awards? 

BARCLAYS WANTED TO DEMONSTRATE AND SHOWCASE THEIR BEST PRACTICE and to learn from others. It was also 
important for them to be part of this celebration demonstrating that social mobility is a subject to be taken seriously. “We’re 
starting to see some fantastic results”, explains Shaun Meekins, Head of Early Careers Operations. In Early Careers “our ‘USP’ is 
diving as deep as possible into society to find the hardest to reach people of all ages and create careers as a result”. 

What did they do?

THROUGH THEIR APPRENTICESHIP PROGRAMME, Barclays focus on NEET (Not in Education, Employment, or Training) 
people.  They do this by collaborating with a wide network of Diversity and Inclusion subject matter expert channels to help find 
and attract the hard to reach individuals and communities to their Programme. “Because we don’t ask for any qualifications and 
experience it has opened the door to a real richness of Diversity”, Shaun explained. They decided in 2015 to remove the age limit 
of 16 to 24 to include anyone even people in their 60s, as “Social Mobility should be for everyone”. 

Barclays wanted to re-define apprenticeships to focus on the acquisition of skills and ability to be successful in a financial services 
organisation. Even before the application for the apprenticeships takes place, referred candidates are invited to attend pre-
employability training classrooms. For candidates identified as having a mental health condition or disability, Barclays launched 
a bespoke approach to recruitment called ‘Able to Enable’. Rather than formal face-to-face interviews, it focuses on building 
competence and resilience - this means that even if they don’t go on to the next stage the candidates can take away new skills 
which can help them in gaining employment. The participants are observed in the workshops for certain behaviours and attitudes 
which can then, after light touch interview, take them on to the next level of the Programme. “It’s an offline experience, human-
to-human” Shaun said. 

The programme was piloted last year and it’s proving to be a channel for key talent. For their higher-level Programmes, they use 
innovative ‘strength’ based testing which has a cognitive element along with digital interviews, rather than traditional CV sifting

Also crucial to their Programmes is the mentoring opportunities they create through their Reach Network. This involves current 
employees who have a disability or who have an ethnic minority background, for example, who are then matched, as a Reach 
volunteer, with a mentee from out in the community. This can help a potential client or candidate to learn and share experiences 
through a real story. It can also be powerful to help to lift the confidence of those wanting to apply to the Programme.

“There are many benefits of encouraging social mobility from it being the right thing to do through to there being a clear 
business argument. Having a broader set of voices and experiences participate in decision-making creates better decisions. 
There’s lots of evidence that companies who are above average with their diversity make-up perform better.”
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How do they measure their success?

BECAUSE OF THE SHEER SIZE OF BARCLAYS, they can use scale and carry out research and run pilots around their 
Programmes. This also means they have the resources to provide data to support their work. They have Diversity and Inclusion 
‘Pillars’ which they measure against and metrics about the Apprenticeship Programmes, showing numbers flowing through and 
completing the various stages. This will be from the initial workshops to those completing Foundation, Advanced and Higher 
Apprenticeships.  Since 2012 they’ve offered over three thousand apprenticeships and in 2017 had a ninety-eight per cent 
higher apprentice retention rate. By helping people into work, they see their Programme having an impact on individuals and 
their communities

“We see peer-to-peer and generation-to-generation impact. We have positive retention figures and 
we now have people working for us who bring great life experience, and this helps us connect with our 
customers. They also bring skills that resonate and inspire their colleagues and it sends a message out 
into the community that Barclays is an inclusive and accessible employer, so it’s a win-win situation.” 

Who are Barclays 
Early Careers?

BARCLAYS IS A TRANSATLANTIC CONSUMER, CORPORATE AND INVESTMENT BANK offering products and services 
across personal, corporate and investment banking, credit cards and wealth management, with a strong presence in its two 
home markets of the UK and the US. With over 325 years of history and expertise in banking, Barclays operates in over 40 
countries and employs approximately 85,000 people. Barclays moves, lends, invests and protects money for customers and 
clients worldwide.
In the UK it runs its own Apprenticeship Programmes which focus on Diversity and Inclusion, including hard to reach and 
disabled candidates.

“It sends a message out into the community that Barclays is an inclusive 
and accessible employer, so it’s a win-win situation.”

This case study was compiled based on an interview with Shaun Meekins – Head of Early Careers, Operations.
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Civil Service Fast Stream 
Opportunity Network:  
An employee-driven conversation
Why did they enter the Awards? 

THE FAST STREAM OPPORTUNITY NETWORK (FSON) believes that this is an exciting time of recognition around the 
work of Social Mobility. They were inspired to act on the recommendations coming out of the 2016 ‘Bridge Report’ which 
was commissioned by the Civil Service to look at socio-economic diversity within their Fast Stream Programme (this equips 
candidates to become future leaders of the Civil Service). This reported that only 4.4% of Fast Streamers came from a lower 
socio-economic background. They had seen that there was no discussion about social mobility across the Civil Service and 
wanted to create a space for open conversation, and in doing so found that there was a strong appetite for people wanting 
to share and work across many different government departments in this area. This has led to Social Mobility becoming “an 
employee driven conversation”. Four people were instrumental in setting up the network despite the lack of tangible resources, 
such as data or money. Since then new networks have developed in over twenty government departments, with over three 
hundred and fifty members in the FSON and also in its sister network, the Cross Government Social Mobility Network. By 
entering the awards “we wanted to share our learning and experience and find out about other networks too”, explained three 
of the founders of the Network: Nicola Hanns, Shelina Hargrove and Lizzie Bowtell. 

What did they do? 

THE FOUNDERS OF THE NETWORK SAW A GLARING GAP AROUND SOCIAL MOBILITY within the Civil Service and 
decided to set up their own network which would then go on to be instrumental in influencing other networks to bring people 
together to start to tackle the issue. “Let’s step into this space” they decided. They took an open approach with setting up 
their network committee which they wanted to be as flexible and agile as possible, there were no formal roles such as Chair or 
Secretary, and the team expanded and contracted as needed. The network is open to anyone regardless of background, and to 
generate a conversation about social mobility the network provided suggested areas that may appear as barriers to social or 
economic progress, in addition to the NS-SEC (social class) measures, such as: those who were on a low income, had a non-
professional parental background, had a regional accent, had a non-traditional background in education, had been in care, had 
been in the justice system or had come from a family who had been on benefits or had a migrant or asylum background. 

Their networks have gone on to have a positive influence in several areas in government in high level policy-making and 
strategy development. Examples include advising on the new Diversity and Inclusion Strategy which was launched across 
the whole of the Civil Service last November, working with the Cabinet Office to produce a more streamlined set of socio-
economic background measures in partnership with industry, as well as working closely with those who develop and run the 
Fast Stream programme which has changed its assessment approach to enable a more diverse intake of candidates. 

“We now have an intake process which takes around fourteen weeks instead of six months and cognitive ability testing 
has been removed from the process. Both of these factors have a bearing on the type of people who apply and progress 
through selection”. 
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THE FAST STREAM OPPORTUNITY NETWORK (FSON) is a first-of-its-kind Civil Service diversity network, dedicated to championing 
social mobility and inclusion, founded in 2015. The founding committee’s aim was to build an inclusive network that could support Fast 
Streamers from lower socio-economic backgrounds, provide a consultation base to contribute to future policies and strategy, plan and 
undertake outreach activities, support existing diversity access programmes and run events for the membership base.

“We’ve opened conversations about people’s own backgrounds  
– this just didn’t happen before”.

This case study was compiled based on interviews with Nicola Hanns, Shelina Hargrove and Lizzie Bowtell (Founders of the Network)

Fast
Stream
Opportunity
Network

Who are the Fast 
Stream Opportunity 
Network? 

Instead of just having one intake centre in London the Fast Stream has opened another in Newcastle to expand their range 
and intake of applicants. Interestingly, their selection assessments have moved towards a strength-based methodology rather 
than the traditional competency based one. Nicola Hanns explains “FSON was part of early conversations around the move 
to strengths for Fast Stream assessment and providing input on the lived experience of assessment and selection for the Fast 
Stream from the perspective of candidates from lower socioeconomic backgrounds”. In the Civil Service a whole new strengths 
framework is being developed and has been trialled in several departments. A formal framework is due to be launched in April 
for the new performance year which outlines these strengths and how they’re assessed.

This work of the FSON has shown it is easier to tap into people’s skills and experiences now that the Fast Stream is less 
likely to exclude those who previously did not have access to the coaching which helped others to navigate the competency 
questions. Many of the assessors and recruiters have been trained too so there is anonymised recruiting (where names are 
removed) along with unconscious bias training. Most radically, qualification requirements do not apply to in-service candidates 
and have been removed or changed for certain Fast Stream schemes for external candidates. The new assessments have 
improved the quality and diversity of their candidates. FSON has also organised events such as a LinkedIn development day, 
promoting the development of professional networks, and have become skilled at spreading their message through such 
communications channels as Twitter and blogs. 

How do they measure their success?

THEY HAVE SEEN EARLY INDICATIONS OF A MARKED IMPROVEMENT in attraction and success rate for those from 
lower socio-economic background into the Fast Stream programme. They believe they have helped to shape the recruitment 
and induction process and open conversations about people’s own backgrounds. For example, senior leaders are now talking 
about how their own background helped them to succeed and “these conversations just didn’t happen before”. They measure 
their membership by numbers which have grown significantly since the Network was first set up. “We just went out and 
did it and never took no for an answer”. These members have created a wider engagement within government and have 
become very influential in policy making, bringing the importance of social mobility to the fore. Through their networks 
and champions, they have seen a ripple effect across the different departments and they believe strongly that this will keep 
happening in the future. 
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WATES GROUP:  
Investing in communities
Why did they enter the Awards? 

THE WATES GROUP WANTED TO SHOWCASE HOW BUSINESSES CAN BE A FORCE FOR GOOD regarding some of the 
most pressing issues that society is facing, and also to share the work which they are doing with other businesses. Wates, as a 
family-owned construction, development & property services business, has always had a philanthropic approach but this has 
changed over the years from one of giving charitable donations to now taking a much more strategic view, aiming for a longer-
term sustained approach.  To achieve this, they have an overarching five-year plan called ‘Reshaping Tomorrow’. This includes 
“investing in the communities in which we live and work and ensuring an inclusive workforce and culture together with other 
priorities”, explains Rachel Woolliscroft, the Group Sustainability Director. Our approach to community investment is made up 
of three aims which are: 

1) To inspire the next generation to become the workforce of the future by supporting those from underrepresented groups 
and encourage them to make the built environment a career of choice not chance 

2) To create employment and training for those furthest from the workforce

3) To encourage and engage our colleagues to give back to the communities in which they live and work

What did they do? 

Wates Group run a number of programmes under these aims such as a pre-employment programme called ‘Building Futures’, 
the ‘Build Yourself’ education programme (made up of three parts) and the ‘Reshaping Tomorrow week’ for teams to get 
involved in their local communities, targeting different groups depending on the programme. For example, they are keen to 
create a more diverse built environment sector, so they encourage young women and those from ethnic minority backgrounds 
to consider their sector through their education programme ‘Build Yourself’. They partner with the organisation Career Ready 
within these school engagement programmes. In their employment strand they run a two-week pre-employment course, 
‘Building Futures’, in some of the most challenging areas across the UK.  

In partnership with Ixion Holdings, who are part of the Shaw Trust, the programme has been delivered for over ten years. It 
has seen fifteen hundred people come through, where 55% have moved into employment afterwards, a huge success rate 
compared to comparable programmes elsewhere. Wates have a rigorous selection process and recruits up to 18 for each 
programme. The course is promoted through several channels – local referral organisations and social media. A face-to-face 
interview takes place with the candidates in which their personal objectives and interpersonal skills are assessed. “We also 
need to make sure the group gel as a team” Rachel explains. A range of activities is delivered over the two weeks including 
health & safety, employability skills and practical work skills. A mock interview with our supply chain or Wates is undertaken at 
the end of programme – employment opportunities are encouraged but not guaranteed. 

They also take a clear leadership stance with their engagement with social enterprises ensuring their procurement spend 
delivers wider benefits for society.  
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How do they measure their success?

‘BUILDING FUTURES’ CAN SHOW A SUSTAINED IMPACT through the tracking of outcomes and also the independent 
social return on investment study completed by New Economics Foundation. They found that this programme generates 
approximately £1.83 of social value for every £1.00 that Wates invest.  

“I think that people are becoming more and more interested in their purpose in society and we want to engage with them 
through the way we operate. It also makes us more trusted which is attractive to potential recruits”. Rachel Woolliscroft, Group 
Sustainability Director

Rachel also believes that it’s important to have supportive and inspired leaders and to be clear of what impact you want 
to make. A key thing is also to ‘stick to the knitting’ for a minimum of three to five years so that you can demonstrate the 
sustained impact that you are having. “This has made us credible”.

The Wates Group, established in 1897, is one of the leading privately-owned construction, development and property 
services businesses in the UK. It employs approximately 4,000 people and generated turnover of £1.53bn in 2016. 
Wates was named Construction News’ Contractor of the Year in 2017; Building Magazine’s Major Contractor of the Year 
in 2016 and was awarded the Queen’s Award for Enterprise for Sustainable Development for the second time. 

In 2017 Wates was named Organisation of the Year at the inaugural UK Social Mobility Awards.
Wates is committed to the long-term future of the built environment and to leaving a positive legacy for the 

communities in which they work and live.

“investing in the communities in which we live and work and 
ensuring an inclusive workforce and culture”.

This case study was compiled based on an interview with Rachel Woolliscroft - Group Sustainability Director.

Who are the Wates Group?
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Ricky Shearsby and  
Tomorrow’s people:  
Changing destinies 
Why did he enter the Awards? 

IT WAS PRICEWATERHOUSE COOPERS (PWC) WHO SUGGESTED to Ricky Shearsby that he enter the awards. As part of 
his work with Tomorrow’s People, Ricky was ‘giving a pitch’ to PwC during which he explained that he himself is an example 
of someone who used to be a Tomorrow’s People client, an ex-offender who didn’t finish school. “I’ve been there”, he said. 
Ricky said that at the time: “I didn’t really get the term social mobility - it’s just something I’ve been doing for five years, 
empowering people”. 

What did he do? 

RICKY BECAME THE MANAGER OF THE VARIOUS ‘HUBS’ ACROSS LONDON from the starting position of being a client of 
Tomorrow’s People himself. Growing up on a council estate in London, Ricky didn’t see his parents go out to work on a regular 
basis apart from some part-time cleaning. Once, when asked what he was going to do when he left school, he replied, “I’m 
probably going to be a drug dealer”. He believed that his path and destiny was already mapped out for him. 

He then took part in a Tomorrow’s People Programme during which he went to the Head of Office of Barclays where he ‘got 
to dress smart’ and this completely opened his eyes to what he could do.  “I had never been in an environment like that”, he 
said. “A lot of the Partners that we work with, for example in Canary Wharf, have no idea of the impact that visiting these offices 
have on the young people; they wouldn’t normally have access there”. The young people Ricky works with can probably relate to 
him as he is living proof that you can ‘change your destiny’. Ricky believes that due to our historic class system there is a lot of 
untapped talent, skills and creativity in society. 

Tomorrow’s People partner with many organisations including the Hospital Club, a private members club for the creative 
community, who have recognised themselves that their membership is very white and middle class and are now working to 
change that. Industries like this are now starting to recognise that people are doing a lot for themselves. The ‘Hospital Club’ now 
offers five weeks membership to some of his clients and this has led one young person to go on and have a placement in Jazz FM.  
Ricky has also set up a charity to fight knife crime in his local area of West London and gives workshops on the subject. He tells 
the Corporate Executives that make donations that their children will need to co-exist in the future with these kids so “this is all 
of our problem”. 

How does he measure his success?

RICKY BELIEVES THAT DEMONSTRATING THE IMPACT OF INVESTMENT in a transparent way is vital. With the help of the 
Bank of England, Tomorrow’s People can demonstrate that for every £100 invested in their work this benefits society by £400, 
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through Job Centres and other government agency costs. They use data to understand their clients’ needs; fi nding out such things 
as disability, ethnicity, learning diffi culties, care background, substance issues and police background amongst other information. 
“The more we know the better we can help them”, he said. 

“I don’t know how other people measure their own success but I’m a happy father and I go out to work and earn a decent wage. 
I am the fi rst person to do this in my family and now my kids see me go out to work every day. That’s success for me and this will 
have a ripple effect both in my family and my community.”

RICKY SHEARSBY MANAGES SEVERAL LONDON YOUTH HUBS FOR TOMORROW’S PEOPLE. They deliver 
different programmes and projects across London in areas of deprivation, such as Lambeth and Stratford. 

Tomorrow’s People is a national employment charity. They were founded in 1984 by a corporate – Grand Metropolitan 
plc (Diageo) - to address youth unemployment. They work closely with young people who are unemployed due to their 
backgrounds, their upbringings and, sometimes their own mistakes. They prepare young people, so they are able to make 
positive contributions to their local communities and society.  

They run various programmes over the UK, including ‘Engage’ in London, which is a six-week programme for twelve 16 
to 24-year olds that provide them with a wide range of skills such as interviewing techniques, CV writing and confi dence 
building. They aim to get sixty-fi ve percent of them into work, training or education after the programme. They partner 
with various Corporate Social Responsibility partners such as the Bank of New York, who provide interviewing support, 
Barclays, Accenture and the Hospital Club in Covent Garden. They have just partnered with LinkedIn who will help to 
develop profi les for the young people. They run a programme in Lambeth called ‘Moving on Up’ which is funded by the 
Walcott Foundation. This works on a one to one need and clients include those visiting food banks, the homeless and sex 
workers. They also have a programme in Stratford working with a Housing Association helping their clients into work and 
training. Outside of London they have hubs in Edinburgh, Glasgow, Newcastle and Bristol. Their aim is to have twenty-
two hubs by 2022. 

“I didn’t really get the term social mobility – it’s just something I’ve 
been doing for fi ve years, empowering people”.

This case study was compiled based on an Interview with Ricky Shearsby – London Youth Hub Manager – 
Tomorrow’s People

Who is Ricky Shearsby 
and Tomorrow’s People?
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Debbie Akehurst and Landsec: 
Investing in ex-offenders  
and the long-term unemployed
Why did she enter the Awards? 

OVER THE LAST COUPLE OF YEARS LANDSEC’S WORK HAS BECOME MORE RECOGNISED and they have won several 
awards including the Business in the Community’s ‘Work Inclusion’ Award in 2016. Debbie Akehurst has been working within 
this field for many years and is passionate about bringing the private, public and third sectors together to work collaboratively 
on the Community Employment Programme (CEP). The company put her forward as it was an opportunity to recognise her 
individual contribution in this area. 

What did she do? 

THE CEP WAS BORN OUT OF A REVIEW that she carried out for the company which was influenced by the 2008/9 recession 
where around 400,000 workers in the construction sector lost their jobs. They were keen to do something positive in times of 
high unemployment combined with something that made good business sense. Along with various other programmes the CEP is 
now the largest and takes up eighty per cent of Debbie’s time. 

As a result of the review it was decided to set up a construction academy, working alongside their supply chain and using 
various agencies and charities to refer those that needed the help. This could be the long-term unemployed, ex-offenders and 
those who were still in prison. Debbie said that she believes the programme works well; it made sense to set up their academies 
within a prison setting and to provide the skills training there, rather than waiting for clients to come out. She told me that 
figures show a significant reduction in reoffending where people have been through their Academies. 

“It’s important to recognise that the work we do is demand led. We knew there was a shortage of scaffolders, so we set up the 
scaffolding academy. We don’t train for the sake of training - it’s for real employment opportunities and many of the ex-offenders 
earn good money when they leave prison and go straight into a real job.” 

The programme is now also setting up aerial and vertical cleaning programmes, teaching prisoners how to abseil, and they are 
about to open another academy within a prison and work with a charity called ‘Bounce Back’ to deliver this work. “Some said it 
just wouldn’t work but we know that the work is out there”, Debbie said.

Once their buildings, such as shopping centres, have been completed, Landsec want to support the communities within that 
area and have set up other academies around customer service, retail, hospitality, security and catering work experience. They 
also make a considerable financial investment into their social mobility work. “We look at social mobility for everyone”, Debbie 
said, “we don’t have an upper age limit for our programmes and believe that everyone should have a fair chance in life.” 

Social mobility is embedded within the Company and they have competences around Social Mobility as part of every 
employee’s performance measurements. “It is part of our KPIs (Key Performance Indicators)” she said. “We don’t really talk about 
Corporate Social Responsibility any more - it’s become part of our core business”.  
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How does she measure her success?

DEBBIE AND LANDSEC REALISED SOME TIME AGO that their programme makes business sense and that having a skilled 
workforce makes sense for the organisation and for the wider economy. 

“It’s all about having the right people around the table. There are lots of great things going on out there, but I thought it could 
be even more powerful if there was more collaborative working”.

The programme signifi cantly reduces the re-offending rate to twelve per cent for those who have been through their academies 
and leave with a job, compared to around forty-two per cent without support. There are also targets for charities in order to 
understand which projects are working well. It is not just about hard measurement, however, and while CEP has an economic 
benefi t there is also ‘softer stuff’ too which is harder to measure. There are also case studies where gaining employment has been 
shown to have a real ripple effect on those around them. For example, one employee reported back that they were able to take 
their family on holiday for the very fi rst time since gaining employment. 

“Stepping out of generations of unemployment is very powerful. When we started the CEP, our aim was to get to a target of 
1200 people into employment by the end of 2020. We are currently at 1035 and we know we’re ahead of schedule. Every year 
we have our own employment awards for the different programmes to celebrate those who have gone on to fi nd employment. 
I love it because it is full of incredible stories”, Debbie said.

DEBBIE AKEHURST IS THE ARCHITECT of Landsec’s award winning programme Community Employment Programme 
(CEP), initially created in 2011. 

At Landsec, they believe great places are for people to experience and are made with the experience of great people. 
As the UK’s largest listed commercial property company, with 23.7 million sq. ft. of real estate and a portfolio valued at 
£14.2 billion, they own and manage some of the most successful and recognisable assets in the country. They also aim 
to lead their industry in critical long-term issues – from diversity and community employment, to carbon and climate 
resilience. Everything they do is grounded in experience and begins with people. They deliver value for their shareholders, 
great experiences for their customers and positive change for their communities. 

“Stepping out of generations of unemployment is very powerful. 
Our programme is full of incredible stories”

This case study was compiled based on an Interview with Debbie Akehurst - Former Head of Economy and 
Communities, Landsec

Who is Debbie Akehurst 
and Landsec?
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SOCIAL MOBILITY CHAMPION
OF THE YEAR

Chris Rix and Deloitte:  
Volunteering to shape futures
Why did he enter the Awards? 

OVER TEN YEARS AGO CHRIS RIX, partner at Deloitte, became involved with the charity ‘Teach First’, initially as a coach 
to the teachers. The charity works for equality of education in England and Wales and amongst other activities takes talented 
teachers and specifically trains them to work within low income areas to raise aspirations and improve life chances. Last year he 
attended a celebration dinner for the charity in London to mark their fifteenth anniversary, here he learnt about the forthcoming 
Social Mobility awards and went on to apply. 

What did he do? 

CHRIS’S OWN JOURNEY STARTED WITH COMING FROM ‘NOT THE BEST SCHOOL’ and receiving free school meals, and 
he has gone on to become a valued tax partner at Deloitte. He was inspired through the extra-curricular activities at his school, 
which had had the foresight to get involved with the local business community. Inspired by an accountant who visited the school 
and explained about the profession, Chris’ interest was sparked, and he went on to become an accountant himself. 

Deloitte works with over 50 local society partners (charities, schools and social enterprises) around the UK as part of their 
One Million Futures ambition. Through these partnerships, Deloitte helps individuals from deprived socio-economic backgrounds 
break down barriers to education and employment, by raising aspirations, improving skills and developing leaders. Each employee 
in Deloitte is given three and half hours per month to spend on volunteering and work with their local society partners. In the 
North West, where Chris is based, Deloitte works with Depaul UK, a homelessness charity and Greenbank, a charity which offers 
training, employment, sport and recreation services to disabled and disadvantaged people in Liverpool. A key part of Deloitte’s 
support package is the provision of pro bono work for their society partners, and this year they are launching their own social 
innovation fund, through which three of these partners will benefit from a £100,000 cash contribution and £50,000 of pro bono 
services. Through this combination of funding, volunteering and pro bono services, Deloitte’s ambition is to create a sustainable 
legacy whilst inspiring their people to make a difference that truly matters.    

From a business perspective, Chris believes it is important to use contextualisation as part of the recruitment process for new 
employees joining Deloitte, seeking to ensure a strong diverse workforce. “Our clients are diverse therefore we need a diverse 
workforce to reflect that”. Socio-economic metrics are used within the recruitment process. For example, Deloitte take into 
account whether the new recruit is the first to go to university in their family and whether they received free school meals. 
Background is also taken into account when looking at academic results and Deloitte understands, for example, that someone 
attaining C grades from a poorly-performing school may have done better, given the circumstances, than someone attaining 
the same scores from a high-achieving school. Deloitte also use ‘blind’ recruiting in order to reduce the role of unconscious 
biases in hiring. 

“We assess future potential through online psychometric testing. We want to be able to have a conversation with a young 
person who is making an informed decision, is it right for you and is it right for the business? That’s why it’s so important to take 
the world of work into these schools through our mentors”
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Conversations need to be sensitively handled and Chris remembers from his own background that “you just don’t realise when 
you’re a kid that you might be from a deprived background, it’s just your ‘normal’”. 

How does he measure his success?

CHRIS IS INFLUENTIAL IN THE NORTH WEST BUSINESS COMMUNITY and believes that a collaborative approach to social 
mobility is key to success.  

“The Social Mobility Commission has been taking positive steps to understand and co-ordinate the efforts of the many 
interested stakeholders, but after the board’s resignation in December, I am really keen to see how it moves forwards under the 
new Chair, Nick Clegg”. Chris also believes that sharing information helps create equality of opportunity.

“We have some complex work to carry out and this relies on the quality of our people. So, we need to attract and retain those 
people who will give us diversity of thought and experience as a business imperative”. 

Deloitte measures the numbers of volunteers and how many “futures” they have shaped, through their social impact strategy, 
One Million Futures, which launched in 2016. Another way to understand the impact is to get feedback from the schools, 
teachers and young people themselves. 

“It’s helping them to be themselves regardless of their background, you just see them shine. You’ve raised their aspirations. 
They don’t know what’s out there, why would they if nobody tells them”. 

CHRIS IS A PARTNER AT DELOITTE AND HAS BEEN INSTRUMENTAL in championing the work of social mobility in 
the North West, including leading a group of one hundred and fi fty Deloitte volunteers.

“Deloitte” is the brand under which tens of thousands of dedicated professionals in independent fi rms throughout the 
world collaborate to provide audit, consulting, fi nancial advisory, risk management, tax, and related services to select 
clients. These fi rms are members of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee 
(“DTTL”). Each DTTL member fi rm provides services in particular geographic areas and is subject to the laws and 
professional regulations of the particular country or countries in which it operates.

“We need to attract and retain those people who will give us 
diversity of thought and experience as a business imperative”.

“you just don’t realise when you’re a kid that you might be from a 
deprived background, it’s just your ‘normal’”.

This case study was compiled based on an Interview with Chris Rix – Partner, Deloitte

Who is Chris Rix 
and Deloitte?
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MENTOR
OF THE YEAR

Lorcan Lennon and KPMG: 
Why did he enter the Awards? 

LORCAN STARTED HIS CAREER AT KPMG working with a range of public sector clients. After a number of years of this, he 
did a secondment to the CBI (Confederation of British Industry) through KPMG’s ‘Out of the Box’ initiative where employees 
were given the opportunity to try new experiences, and he had the privilege of working closely with the Director-General 
as Chief of Staff this year which helped give him an insight into how business influences government and vice versa, and 
encouraged him to find out more about politics and his interest in social mobility grew. At the same time, he heard that a 
new mentoring programme was being launched by his old public-sector team back at KPMG through BITC (Business in the 
Community) at the St Matthew Academy in Lewisham, to support students as they approached their GCSEs. He had never 
committed to anything like this before but signed up and became one of the original members of the programme. KPMG’s CSR 
(Corporate Social Responsibility) team recognised his work and nominated him for the Award.

What did he do? 

SEVERAL PERSONAL FACTORS INFLUENCED LORCAN’S DECISION to mentor at the Academy. He felt that he had had 
a fortunate upbringing and had not really had any in-depth experience of disadvantaged communities and certainly had never 
met anyone who had been permanently excluded from school before. He also had just moved to a new house in the Lewisham 
area and wanted to do something in support of his local community. 

Lorcan and his mentees meet once a month, with every third month being at the KPMG offices and the others in the school 
library. They have a guidebook that uses BITC materials to give some structure to the sessions, but it’s a mutual agreement 
between Lorcan and his mentees as to what they specifically focus on, depending on what’s on their mind or their priorities at 
that point in time “It’s really important to focus on the basic stuff like taking responsibility and making sure they bring their 
mentoring guide book (provided by BITC) to the sessions”, he said. Lorcan feels that communication is very important as is 
leading by example. “I have a made a very strong commitment to this in my busy work life and its vital to be there when I say 
I’m going to, and I expect them to do the same.”  

They work through the book and develop skills such as CV writing. “I bought my own CV in to show them what one looks 
like”. He also asks the mentees what they want to discuss and makes sure that their relationship is not a teacher/pupil one. 
“When I first started they called me ‘Sir’, it’s a different dynamic”, he said. One of the ‘light bulb’ moments he witnessed was 
through the simple act of taking the young person into the KPMG offices in Canary Wharf, which can be seen from their school 
but seems like a distant ‘bubble’. He has observed how being in this environment has inspired his mentees onto a different 
path.  It has also been important to work with school and Paula Maquieira, an inspiring careers manager, who has helped to 
match him with right pupils, which has been the key to the success. 

How does he measure his success?

HE BELIEVES HIS SUSTAINED EFFORT has helped him to be successful mentor. Juggling with many pressing priorities Lorcan 
always makes the space in his calendar for the sessions and ‘doggedly’ sticks to it. He thinks that maintaining that relationship 
over the three years with those who have already left school has been important too. 
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LORCAN IS THE DIRECTOR OF KPMG’S VICE CHAIR’S OFFICE and has mentored several pupils from St Matthews 
Academy in Lewisham since 2015. 

KPMG LLP, a UK limited liability partnership, operates from 22 offi ces across the UK with approximately 14,500 
partners and staff. The UK fi rm recorded a revenue of £2.2 billion in the year ended 30 September 2017. KPMG is a 
global network of professional fi rms providing Audit, Tax, and Advisory services. It operates in 152 countries and has 
189,000 professionals working in member fi rms around the world. The independent member fi rms of the KPMG 
network are affi liated with KPMG International Cooperative (“KPMG International”), a Swiss entity. Each KPMG fi rm is a 
legally distinct and separate entity and describes itself as such.

“I like the fact that I meet people though the mentoring from lots of 
different paths – different upbringings, different outlooks, different 

aspirations – this is what makes it so interesting and fulfi lling.”

“One of my mentees who was on the point of exclusion is now 
at Sixth Form”.

This case study was compiled based on an Interview with Lorcan Lennon – Director, KPMG

Who is Lorcan Lennon 
and KPMG?

“One of my mentees who was on the point of exclusion is now at Sixth Form. I have helped another mentee with anger issues.” 
Through these relationships there is a ripple effect, Lorcan explains. For example, the mentees talk to their siblings and friends 

about their experiences which can be a powerful infl uence. He is now going on to do two-to-one and three-to-one mentoring 
bringing a new dynamic as the mentees support one other. He recognises that encouraging social mobility is key to the 
vibrancy of the country’s ultimate economic success. 

“Improving social mobility has never been more important. The country is at a crossroads as we prepare to leave the EU, 
added to which we continue to grapple with the problem of improving our productivity. Making the most of the talents 
everyone in this country has to offer is critical to making a success of this” 



SOCIAL MOBILITY  
IN THE UK: 
a few key facts

“ Poor kids, through no fault of their own, are less prepared by 
their families, their schools, and their communities to develop 
their talents as fully as rich kids. For economic productivity 
and growth, our country needs as much talent as we can find, 
and we certainly can’t afford to waste it. The opportunity gap 
imposes on all of us both real costs and what economists term 
“opportunity costs.”

Robert D. Putnam, Academic and Author

Social Mobility – or lack of – is a deep problem in our society. In fact, Britain has some of the lowest levels of social 
mobility in the developed world, and inequality is growing. Here are a few key facts about the issue, and why it’s so important 
to improve it in the UK. 

 Top professions are dominated by those from advantaged backgrounds – 24% of vice-chancellors, 32% of MPs, 
61% of top Medics, 34% of FTSE-100 chief execs, 51% of top journalists, 74% of the top judiciary … went to 
private school, though only 7% of the population do. 

 This means that if we tackle social mobility, certain professions will be more diverse and representative 
of the public. 

 Studies have shown that graduates from wealthier backgrounds earn much more ten years after graduating 
than poorer students who study the same degree at the same university. 

 This means that if we tackle social mobility, young people will be rewarded fairly for their aptitude, 
hard work and talent.

 Often, recruitment processes equate talent with middle class characteristics – such as poise, accent and polish, 
rather than objective measures of how good someone might be at a job. 

 This means that if we tackle social mobility, young people from all backgrounds will find more 
opportunities to get on the career ladder.

 Research has shown that diversity – which includes socio-economic background – leads to improved business 
outcomes, and included examples of companies with both types of diversity having 45% more market share. 

 This means that if we tackle social mobility, businesses will benefit. 

 Failing to improve Britain’s current low levels of social mobility has been estimated to cost the UK economy up 
to £140 billion a year by 2050 – or an addition 4% of GDP. 

 This means that if we tackle social mobility, society and the economy will benefit. 

The need to improve UK Social Mobility is an issue we can all agree on, regardless of our background or political views. 
It’s about giving individuals the best possible start in life. It’s about bringing ambitious employers the benefits that a 
diverse workforce brings. It’s about making the UK a place of business and opportunity for all. 

Thank you for being a supporter of UK Social Mobility. 
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