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Firm mission
statement

Statistics for almost any profession – law,
journalism, accounting, even medicine – tell a
depressingly familiar story. The factors that
determine opportunities and outcomes remain
resolutely unchanged. Where you went to school,
where you grew up, and what your parents did for
a living still matter. The pandemic has also
exacerbated the inequalities facing young people
of lower socio-economic backgrounds.
Our work on social mobility is a crucial
component of our Diversity and Inclusion strategy.
Diversity makes us a better law firm. When it
comes to social mobility, barriers to the
profession or progression within it can be hard to
identify. Social background is complex and
changing, which is why we are placing particular
focus on it, to create a more inclusive business
where everyone can feel as though they belong.
This isn’t just important for our people, but for our
business too – an inclusive culture brings more
creativity and better solutions for our clients.
This report sets out just some of what we have
been doing to increase access to the legal
profession, our ambitions for the future, and how
measuring our own performance against the
Levelling Up Goals can help us to further recruit,
retain and progress people from many different
social backgrounds.
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Foreword by Rt Hon
Justine Greening
Even in thriving cities like London, many young
people feel locked out of opportunity, despite the fact
that it is often right on their doorstep. Those living
further away, including in more disadvantaged areas,
often face even bigger hurdles in getting the chance
to make something of their lives, and the pandemic
has made this situation worse, hitting less
advantaged communities the hardest.
That’s why it’s so important that we level up the
country, to ensure that we don’t waste the talent that
is undoubtedly found in those communities. There
now seems to be genuine consensus across the
political divide that action is needed to address the
problem. That also reflects society’s expectations,
heightened by the pandemic, that business should
conduct itself for the public good and deliver a more
authentic socially responsible agenda.
How well a business delivers that agenda should also
form part of how its success is measured, and that
requires a clear and wide–ranging set of objectives.
In conjunction with a group of business leaders and
university vice chancellors, we have launched 14
Levelling Up Goals that will provide the architecture
for action and, based on the UN’s Sustainable
Development Goals, they will also help benchmark
progress.
The Levelling Up Goals establish a common
approach for organisations that will identify gaps in
access to opportunity, as well as the solutions that
will remove those barriers. They focus on key life
stages, from early years through to adulthood.

Hogan Lovells is challenging preconceptions of law
as a career and taking steps to demystify the sector.
The firm recognises that recruiting from a wider
talent pool will deliver a broader perspective which
benefits not only the individual, but also the
business. Its leadership knows that this requires the
firm to work hard each and every day in order to
achieve a culture of excellence and inclusion.

Hogan Lovells is already setting a good
example through its outreach programmes
and use of contextual recruitment, while
acknowledging there is still more work to
be done to improve retention and
progression of those from lower
socio-economic backgrounds.

Justine Greening
Founder of the Levelling Up Goals
and Former Secretary of State for
Education and International
Development Secretary
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Levelling Up Goals
With delivering on our commitments to Diversity & Inclusion and Responsible Business one of our firm’s five
strategic priorities, we are proud to be aligned to the Levelling Up Goals across a number of areas. For the
purposes of this report, we have focused in the next pages on the Goals which are particularly relevant to our
business in the UK and our work in the social mobility space – both in terms of the steps we have taken to date
and where we are heading in the future.
Click on each goal to find out more

Find out more about the Levelling Up Goals.
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The steps we’ve taken…
Find out how we’ve been delivering on the levelling up goals to date

Start early, and keep going
Goal 2: Successful school years
Goal 4: Right advice and experience
We know that many students make career
decisions long before they finish school. That’s
why we were a founding member of PRIME,
an alliance of law firms across the UK
improving access to the legal profession.
We also work with organisations such as The
Sutton Trust, Aspiring Solicitors, Rare
Recruitment, The Law Society, and The
Miranda Brawn Diversity Leadership
Foundation on programmes to demystify the
legal profession, raise students’ aspirations
and provide work experience to demonstrate
that a career in the legal sector – whether as a
lawyer or in business services – is achievable.

Case study 1
Kye
Saich
Trainee,
London

University outreach
and financial support
Goal 3: Positive destinations post 16+
We run outreach programmes aimed at
encouraging school and university students
from less advantaged backgrounds to consider
law as a career. We offer work experience and
mentoring, providing information on what a
job in the legal sector involves, and what
career paths are available.
We also understand that, increasingly,
choosing further study can come with a
significant financial burden. To make choices
easier, we offer bursaries to students from
lower socio-economic backgrounds. We want
it to be possible for anyone to participate in
our work experience programmes and, for
those who need it, we cover the cost of
equipment, travel, accommodation and
other expenses.

“I joke that my background meant I would always find myself ticking every box on the extenuating
circumstances form – free schools meals, first in my family to go to university and from a single
parent household which struggled financially. When I finished school I had to work, so trained as an
Electrician, getting involved in the union during my apprenticeship, which sparked my interest in the
law. As a parent I needed to juggle work and study, so I went to evening school to complete my Law
degree. I didn’t have time to attend events and build the networks I needed to get into commercial
law.
I gained a place on the Diversity Access Scheme through The Law Society, which funded my LPC and
provided me with a mentor to support me through my training contract application process, and
without that I wouldn’t be here today. From the beginning I’ve found the firm extremely
understanding about my individual circumstances – from commitments as a parent to needing extra
time during assessments due to my dyslexia and dyspraxia.
I took an unconventional path to get here and I’d like to see even more focus on access to the
profession. Whether it’s schools or universities, we should be casting the net as widely as possible to
include talent sitting in social mobility cold spots and non-Russell Group universities. It’s taken a great
deal of resilience and determination to get to where I am and it’s because of my background, not
despite it, that I’ve developed these skills which are so essential to being a lawyer.”
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The steps we’ve taken…
Find out how we’ve been delivering on the levelling up goals to date

Recruitment

Understanding the trends

Goal 5: Open Recruitment

Goal 6: Fair career profession

We are dedicated to a recruitment process
that is fair and accessible to all, and we use
a variety of measures to ensure that we
achieve this.

While there has been marked success in
joining the profession, and our firm, by
individuals from diverse social backgrounds,
we have also sought to understand what
happens beyond recruitment. Alongside other
firms, we have participated in two pieces of
research with Bridge Group, which have
highlighted that those coming from lower
socio-economic backgrounds are leaving the
profession sooner and progressing less quickly
than their more advantaged peers.

Key among these is Rare Recruitment’s
Contextual Recruitment System (CRS), which
enables us to take the economic background
and personal circumstances of a candidate into
account, allowing us to identify candidates
with the greatest potential. Since using CRS,
27% of training contract offers have been
made to individuals with social-mobility flags.
We have also seen a good increase in the
number of trainees that we have recruited
from social mobility backgrounds. This has
progressed from 13% in 2015/2016 to 29%
for 2019/2020. We also use Rare’s Vantage
programme, which allows us to search for
particular diversity criteria, such as low
performing schools or ethnicity, to target those
students who may otherwise be overlooked.

Understanding these trends is key to putting
the right interventions in place to retain and
progress more individuals from nontraditional backgrounds.
Find out more about the research we
participated in with Bridge Group:
Socio-economic background
and career progression in the law
Pathways to partnership: challenging
the myth of meritocracy

“I’m from a small rural town and I didn’t know any professional personally - let alone lawyers. I was the
first in my family to go to university, so I didn’t really know what to expect or how to navigate starting a
legal career. I never imagined I would work in the City at a major international law firm.

Case study 2
Jade
Rigby
Associate,
London

I had a lot of self doubt during that time; I thought there would be barriers to my success because of
my background and the things I didn’t know that I didn’t know. My vacation scheme experience
completely changed that view. Susan Bright gave a presentation to my group and it made me feel like
this firm was for me, like the door was open if I wanted to walk through it.
I’ve actually found that being from a lower socio-economic background gives you a really useful skill
set when it comes to practicing law - you learn to be practical and to use creative problem solving
early on.
I think that the firm is a great place to be whatever your background, but I wonder if a lot of young
people know this. It’s brilliant we are launching virtual work experience for school students so anyone,
anywhere can get a flavour of who we are and the work we do. In a world where your career path can
be set by the time you sit your A levels, it’s important to show all school students that the door is
open for them too.”
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…and the steps we’re going to take
Outreach - further level
the playing field
Goal 3: Positive destinations post 16+
Goal 5: Open recruitment
It is essential for us to build on our outreach
efforts, to grow the pipeline of young people
aspiring to a career in the legal industry. We
will continue to invest more in schemes like
Pathways to Law, Ladder to Law and our
partnership with The Sutton Trust, and ensure
we rigorously measure their impact, so that we
become even better at identifying potential
candidates who are underrepresented in
the industry.
Despite its ravages, Covid-19 has opened up
the legal industry to students who may be
geographically disadvantaged and would not
have previously applied for work experience
with us. Goings forwards, we’ll be offering
virtual work experience opportunities for
school aged and university students through
Forage. The programme provides hands-on
work experience for students, to get a flavour
of what it means to be a lawyer in a firm like
ours, but also to help strengthen their
applications for future graduate opportunities.

Case study 3
Christopher
Hutton
Partner and Social
Mobility Partner
Sponsor

We know there is equally huge value in hosting
work experience in person, and as we return to
in person recruitment events, assessment days
and open events, we will provide financial
support for those who may find this a
prohibitive expense, to ensure money isn’t
a barrier in taking up these opportunities.

Driving up data disclosure
Goal 14: Achieve equality, through diversity
& inclusion
By knowing the make-up of our organisation,
we can better understand the challenges and
barriers some people face, and put
interventions in place.
We ask our people to share their diversity data
with us on an annual basis across a number of
characteristics including social background,
and we are committed to driving up the
disclosure to give us a better picture of who
makes up our business. This is especially
important in relation to those characteristics
like social background which are invisible.

“For a long time – well into university – I still wasn’t clear on what exactly a training contract or being a
lawyer meant in practice. My parents didn’t come from a professional background, and I attended the
local comprehensive school. A chance encounter with a lawyer at a careers event sparked my interest.
By some miracle I got into Cambridge, and only there did I start to interact with City firms and build
some knowledge. Like many students from similar backgrounds, I had to work during my Summer
breaks so couldn’t attend Vacation Schemes.
Beyond developing technical skills, the first few weeks of my training contract were therefore a steep
learning curve in terms of how to work in the professional environment of a City firm. I felt like I had
overstepped what someone with my background was entitled to do. It wasn’t the work itself, but
trying to fit in to what was a very alien environment.
I am really proud of the work the firm has done on demystifying the profession through outreach
activities and being a founding member of the PRIME commitment. We have also levelled the playing
field through use of Rare’s Contextual Recruitment System. To further drive progress, we need a
broader understanding throughout the firm of the challenges individuals coming from lower
socio-economic backgrounds experience. Someone could look exactly the same as you, but may
have faced very different barriers. By ensuring everyone has this awareness, we can create a more fully
inclusive firm which will in turn better serve our clients.”
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…and the steps we’re going to take
Retention and progression
Goal 8: Good health and well-being
Goal 14: Achieve equality, through
diversity & inclusion
We’re working hard to retain and progress
those from underrepresented groups across
the board. We participated in research in
partnership with social mobility consultancy
Bridge Group, which showed that lawyers
from lower socio-economic backgrounds are
statistically more likely to leave the legal
profession earlier, despite being more likely to
be top performers early on in their careers,
and take on average a year and a half longer to
be promoted to partner than their more
economically advantaged peers.
A common theme from the research is the
sense of not fitting in, a feeling that they had to
be ‘someone different in the office to how they
are at home’. In order to address this, we set
up a working group to act as a sounding board,
and hold up a mirror to our organisation.

Continuing the conversation
We are committed to an open and constructive
conversation with our people and with our
clients. We would be delighted to continue
this dialogue and would welcome the
opportunity to introduce you to the diverse
talent we have at Hogan Lovells.

The group has three aims:
Advocate:
Make conversations about different types of
social background more commonplace and
comfortable, to drive an inclusive culture
for all our people

Celebrate:
Support our people to share stories about
their diverse social backgrounds
Educate:
Support everyone in the business to
understand why social mobility matters –
to us and to our clients

We’re supporting this group to grow into an
employee network, sitting alongside our
existing networks focusing on other areas of
diversity, so they can engage more people in
the business to think, talk and act on matters
relating to social mobility at all levels.

Contact us:
Susan Bright, Global Managing Partner
for Diversity & Inclusion and Responsible
Business susan.bright@hoganlovells.com
Julie-Anne Johnston, Senior Diversity,
Inclusion and Wellbeing Manager
julie-anne.johnston@hoganlovells.com
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