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1. Executive Summary
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Executive Summary – diversity and disadvantaged groups 

This summary presents the key findings from a survey of 8,006 employers (each of which had at least two employees). The research looked at 
employer attitudes and behaviours towards groups which may be disadvantaged in the labour market, as well as the overall diversity of their 
workplaces.

• In terms of diversity in the workplace, employer action appears to have decreased since 2022. Employers in 2024 were less likely to report 
that they monitor the diversity of their workforce (a decrease of 10.9 percentage points (pp) to 39%) and were more likely to report that they did 
not actively seek to ensure their workforce is diverse (an increase of 10.9pp to 64%).

• The likelihood of employers reporting no benefits in employing a diverse workforce has increased since the 2022 survey (an increase of 6.9pp 
to 27%). However, most employers (65%) felt that there were no barriers to employing a diverse workforce, which was consistent with the 
2022 survey findings.

• Most employers (66%) report that they do not receive applications, interview or employ people from disadvantaged groups; SMEs were more 
likely than large employers to report this.

• The most common form of support employers said would help encourage them to consider employing people from disadvantaged groups was 
a financial subsidy (22%); although compared with 2022, employers were overall less likely to say that each form of support they were 
prompted with would encourage them to take action on this.
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2. Introduction and methodology
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Background and aims

• The DWP Employer Survey 2024 is the second wave of a cross-sectional representative survey of employers in Great 
Britain (GB). Wave 1 of this survey was conducted in 2022 and published in 2023. 

• The survey is designed to gather evidence from employers on their policies, awareness and attitudes in relation to key 
topics of interest to DWP. The topics covered by the survey include:

• Health and disability in the workplace

• Recruitment, retention and progression of staff

• Engagement with government employment schemes and wider engagement with DWP

• Pension provision

• Groups who may be disadvantaged in the labour market. 

• The survey in its current form was commissioned in 2021. It consolidated three different cross-cutting employer surveys 
that were taking place across the department into one, biennial, modularised survey. This new survey format was intended 
to streamline DWP’s ask of employers, and therefore to reduce the burden on employers in terms of DWP research 
participation.

• This survey allows DWP to understand how employer attitudes and behaviours have changed since 2022, as well as 
providing information on new topics of interest to DWP such as menopause and flexible working.

https://www.gov.uk/government/publications/department-for-work-and-pensions-employer-survey-2022
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Methodology

• Wave 2 of this survey was conducted between the 28th February and 25th April 2024. It used a mixed mode design 
(conducted online and via telephone) and reached a total of 8,006 employers in Great Britain. 

• The survey questionnaire was modularised so the sample size for individual questions differs from the total number of 
responses achieved across the survey.

• The data collected has been weighted to make it representative of the underlying population of employers in Great Britain in 
terms of business sector, size and country. The weighting approach was consistent with wave 1 and used counts from the 
Inter-Departmental Business Register (IDBR), a comprehensive list of UK businesses. More information on the survey 
methodology is detailed in the technical report.

• The mode split for this wave differed slightly to wave 1. Wave 2 consisted of 3,059 telephone interviews and 4,947 online 
surveys whereas, wave 1 consisted of 4,794 telephone interviews and 3,208 online surveys. The effect of this change in 
mode on the data collected and comparisons between waves has not been fully explored.

• The definitions used to categorise employers according to organisation size are detailed below.

▪ Large employer: an organisation with 250 or more employees

▪ Medium employer: an organisation with 50 to 249 employees

▪ Small employer: an organisation with 2 to 49 employees*

▪ Small and medium-sized enterprises (SMEs): organisations with 2 to 249 employees
*Note: These definitions are slightly different to the ONS harmonised definitions of employer size, as this survey excluded organisations with less than 2 staff members. 
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Approach to reporting

• The findings in this slide deck are based on employers’ direct experiences of DWP services and policies, and their 
experiences of a variety of workplace management topics. The survey included a small number of perception and attitudinal-
based questions which ask employers about their views of DWP services and policies, and some of these were asked 
whether or not employers had experienced these services and policies directly. These perceptions and attitudes are 
important in better understanding how employers view what the Department delivers and to help the department understand 
and address any concerns from this stakeholder group.

• Where comparisons are made in this slide pack between different population groups or variables, only those differences 
found to be statistically significant at the 5% level (p<0.05) are reported. 

• In some cases, it was not possible to include within these slides the data from all respondent sub-groups, however this 
analysis is available in the accompanying published data tables. 

• In this slide pack, key information is provided for each reported question. The number of respondents presented with each 
question (unweighted) and description of these respondents (Base=N) is provided under each graph. The chart titles contain 
the corresponding question number.
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3. Diversity in the workplace
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Almost 4 in 10 employers monitor the diversity of their workforce; 
SMEs were less likely to report this than large employers

Chart 1: Proportion of employers who monitor the diversity of their 
workforce, by organisation size, L1, 2024 

Unweighted base: All employers (2,667): SMEs (2,556), Large employers (111)

• Almost 4 in 10 employers (39%) reported that they monitor the 
diversity of their workforce.

• Over half of employers (55%) said they do not monitor the 
diversity of their workforce; 6 per cent did not know.

• Employers with 2-4 staff were more likely than all other 
employer sizes to say they do not monitor the diversity of their 
workforce (63% said this).

• Large employers were more likely than small and medium-
sized enterprises (SMEs) to say they monitor the diversity of 
their workforce (79% vs 39%). 

• Compared to the 2022 survey, employers were less likely to 
report that they monitor the diversity of their workforce (a 
decrease of 10.9 percentage points (pp)).
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Most employers report that their diversity monitoring is not broken 
down by grade / level of seniority 

Chart 2: Proportion of employers who reported that they monitor 
diversity by grade/level of seniority, by organisation size, L2, 2024  

Unweighted base: Employers who monitor the diversity of their workforce (1,297): 
SMEs (1,210), Large employers (87)*

• Employers who reported that they monitor the diversity of their 
workforce (39%) were asked whether this was broken down by 
grade/level of seniority. Most employers said that their diversity 
monitoring was not broken down in this way (67%).

• Around 1 in 4 (26%) employers said their diversity monitoring 
was broken down by grade/level of seniority; 7 per cent did not 
know.

• Large employers were more likely than SMEs to say that their 
diversity monitoring was broken down by grade/level of 
seniority (56% vs 26%).

• There were no significant differences in how employers 
responded to this question compared to the 2022 survey.
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Around 1 in 5 employers actively seek to ensure that their workforce is 
diverse in terms of personal characteristics; employers were less 
likely to say they do this in 2024, compared to 2022

Chart 3: Proportion of employers who say they actively seek to 
ensure their workforce is diverse in terms of personal 
characteristics, L3, 2022 and 2024
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Unweighted base: All employers: 2024 (2,667), 2022 (2,666)

• Around 1 in 5 (21%*) employers reported that they actively seek 
to ensure their workforce is diverse in terms of personal 
characteristics such as ethnicity, gender and socioeconomic 
background.

• Of these, 18 per cent said they ensure their workforce is diverse 
through internal regulations or procedures; whereas 4 per cent 
said they do this through diverse recruitment panels.

• The majority of employers said they do not actively seek to 
ensure their workforce is diverse (64%); SMEs were more likely 
than large employers to report this (64% vs 22%).

• Compared to the 2022 survey, employers were less likely to say 
they actively seek to ensure their workforce is diverse through 
both internal regulations on recruitment, and diverse recruitment 
panels (a decrease of 5.6pp and 2.1pp, respectively); employers 
were also less likely to select ‘other’ in 2024 (a decrease of 
3.4pp).

• Employers in 2024 were more likely to say they did not actively 
seek to ensure their workforce is diverse (an increase of 10.9pp).

*This value is different to the sum of the percentages shown in Chart 3 due to 
rounding of weighted values to the nearest integer.
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Employers most commonly cited no benefits in employing a diverse 
workforce; SMEs were more likely to report this than large employers

Chart 4: Perceived benefits in employing a diverse workforce in terms of 
personal characteristics, L4, 2024

Unweighted base: All employers (2,667)

• All employers were asked what the perceived 
benefits are in employing a diverse workforce in 
terms of personal characteristics (e.g. ethnicity, 
gender and socioeconomic background). 

• Employers most commonly cited no benefits 
(27%). This was followed by an improved company 
culture (23%) and a wider talent pool to pick from 
(18%).

• Large employers were more likely than SMEs to 
report each of the perceived benefits, for example, 
48 per cent of large employers cited improved 
company culture as a benefit to employing a 
diverse workforce, compared to 23 per cent of 
SMEs.

• SMEs were more likely than large employers to 
report no perceived benefits (27% vs 4%).
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In 2024, employers were more likely to cite no benefits in employing a 
diverse workforce than in 2022 

Chart 5: Perceived benefits in employing a diverse workforce in terms of personal 
characteristics, L4, 2022 and 2024 
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• Compared to the 2022 survey, employers were 
more likely to report no benefits in employing a 
diverse workforce in terms of personal 
characteristics (an increase of 6.9pp).

• Employers were less likely to report the 
following perceived benefits: 
o Improved company culture (a decrease of 

7.9pp)
o Better understanding of their customers (a 

decrease of 5.3pp)
o Increased innovation (a decrease of 

3.3pp)
o Enhanced productivity (a decrease of 

4.3pp)
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Most employers said there were no barriers in employing a diverse 
workforce; SMEs were more likely to say this compared to large 
employers

Chart 6: Perceived barriers in employing a diverse workforce in terms 
of personal characteristics, L5, 2024
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• Most employers (65%) said that there were no barriers in 
employing a diverse workforce; employers with 2-4 staff were 
more likely than all other size bands to say this (68%).

• The most common barrier cited by employers was language 
barriers (9%). This was followed by diverse individuals not 
applying as often (7%).

• Large employers were more likely to cite diverse individuals 
don’t apply as often, compared to SMEs (18% vs 7%).

• Compared to the 2022 survey, employers were slightly less 
likely to cite lack of technology to support employing a 
diverse workforce (a decrease of 0.7pp); however, this 
response option was amended from 2022 which may have 
influenced this decrease. 

• The remaining response options were not significantly 
different between 2022 and 2024.
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4. Disadvantaged groups
The next set of questions are about disadvantaged groups. By disadvantaged groups we mean individuals who may be 
disadvantaged in the labour market, including those who have experience of homelessness, prison leavers, people with drug and/or 
alcohol dependency, care leavers, or ex-armed forces.​
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Few employers receive applications, interview or employ people from 
disadvantaged groups, but it is more common amongst large 
employers
Chart 7: Employer recruitment activity towards disadvantaged 
groups, by organisation size, M1, 2024 

Unweighted base: All employers (2,667): SMEs (2,556), Large employers (111)

• When employers were asked about their recruitment activity towards 
disadvantaged groups, most employers said they did not receive 
applications, interview, or employ people from these groups (66%).

• Large employers were more likely than SMEs to say they receive 
applications from disadvantaged groups (51% vs 13%), interview people 
from disadvantaged groups (56% vs 19%) and employ people from 
disadvantaged groups (66% vs 18%). They were also more likely to 
report that they did not know if they were undertaking any of the activities 
they were prompted with (15% vs 7%).

• SMEs were more likely than large employers to select none of these 
(66% vs 13%).

• Compared to the 2022 survey, employers were less likely to say they 
receive applications from disadvantaged groups (a decrease of 4.0pp) or 
interview people from disadvantaged groups (a decrease of 4.5pp).

• In 2024, employers were more likely to report that none of these options 
were relevant (an increase of 4.9pp).

• Note: it is not clear why employers have answered in the way they have 
(e.g., more employers saying they interview or employ people from 
disadvantaged groups than receive applications from these groups). This 
is potentially a result of employer interpretation of the question and/or 
their recruitment practices.
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The most common form of support that would encourage employers to 
consider employing people from disadvantaged groups is a financial 
subsidy
Chart 8: Support that would help or encourage employers to consider 
employing people from disadvantaged groups, M3, 2024

Unweighted base: Employers who are not currently employing people from disadvantaged groups (1,975)

• Employers who reported that they were 
not currently employing people from 
disadvantaged groups (82%) were asked 
what would help or encourage them to 
consider employing people from these 
groups.

• The most common response was a 
financial subsidy (22%), followed by 
information on how to reach/engage with 
people from these groups (19%). 

• Almost half of employers (49%) said that 
none of the support measures they were 
prompted with would encourage them to 
consider employing people from 
disadvantaged groups
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Employers in 2024 were less likely to say that each support measure 
would encourage them to consider employing people from 
disadvantaged groups

Chart 9: Support that would help or encourage employers to consider employing people from 
disadvantaged groups, M3, 2022 and 2024
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Unweighted base: Employers who are not currently employing people from disadvantaged groups: 2024 (1,975), 2022 (1,891)

• For each form of support that 
employers were prompted 
with, they were less likely to 
say this would help or 
encourage them to consider 
employing people from 
disadvantaged groups in 
2024, compared to the 2022 
survey.

• Employers in 2024 were more 
likely to say that none of the 
options they were presented 
with would help (an increase 
of 17.2pp).
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Substance dependency or having a criminal record are the most 
common barriers to employing someone from a disadvantaged group

Chart 10: Perceived barriers to employing someone from a 
disadvantaged group, M4, 2024
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• The most common barrier to employing someone from a 
disadvantaged group cited by employers was drug or 
alcohol dependency and in recovery/or receiving treatment 
(50% said this).

• This was followed by a criminal record (47%) and lack of 
education/skills (32%).

• Almost 1 in 5 employers (17%) said none of the barriers 
they were prompted with would make them less likely to 
employ someone from a disadvantaged group.

• The wording of the response options changed between 
2022 and 2024 and therefore comparisons between survey 
waves are not possible.
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The most commonly cited group employers would be interested in 
supporting into employment was ex-armed forces personnel

Chart 11: Groups employers would be interested in supporting into 
employment, M5, 2022 and 2024 
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• Almost half of employers (47%) said they would be 
interested in supporting ex-armed forces personnel into 
employment. 

• This was followed by care leavers (30%) and individuals 
experiencing homelessness (21%).

• Large employers were more likely than SMEs to be 
interested in supporting care leavers (45% vs 30%), prison 
leavers (26% vs 12%) and people with drug/alcohol 
dependency (15% vs 8%) into employment.

• Compared to the 2022 survey, employers were less likely to 
say that they were interested in supporting each 
disadvantaged group into employment.

• Employers in 2024 were more likely to select none of these 
(an increase of 6.3pp) or don’t know (an increase of 5.1pp).
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