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Our commitment to building a diverse and inclusive culture

Our aim is to create equal opportunities for all our people to build a successful career, balanced with life outside of work. 
Key to achieving our aim is our ability to provide an inclusive environment, harnessing a culture which welcomes diversity 
of thinking, preference and skills. 

Over the last 12 months we have driven a number of initiatives aimed at ensuring all of our people are able to access and 
enjoy the same rewards, resources and opportunities, regardless of whether they are a woman or a man. The work has 
spanned all our employment policies and processes, including flexible working, learning and development, performance 
management, recruitment and selection, remuneration, reward and recognition and succession planning.

The highlights of the work undertaken include:

Attraction & Retention

Empowering internal talent to achieve their potential, through: 
•     Showcased the career paths and profiles of individuals achieving great heights in non-traditional roles across the  

company; Business Interruption Senior Manager, Risk & Solvency Manager, Head of Compliance, and those working 
flexibly across senior positions

•     Developed a dedicated women’s development and networking forum, ‘Inspire Leading Women’ which supports female 
talent through hosting inspirational talks, workshops and opportunities to learn from, and share experiences with a 
number of role models both within and outside of the company

•    Created a mentoring and coaching programme, Accelerate, aimed at pairing up high potential individuals with  
inspirational leaders and role models to build confidence and support growth, development and opportunity

Attracted a more diverse talent pool, through:
•    Developed a new employer brand, ‘real people, real purpose’ which reinforces our company purpose and showcases 

our inclusive culture. We’ve used it to celebrate our people and to highlight the diverse careers offered, dispelling the 
traditional perception of the insurance industry and insurance employees

•    Redesigned our role profiles, applying behavioural economics and gender-decoding to our recruitment advertising to 
ensure equal appeal to male and female applicants

•    Used the Apprenticeship Levy to provide a more diverse range of employment opportunities for people with different 
levels of formal education, creating ‘non-traditional’ routes into insurance careers and management roles

•    Became a proud sponsor of Leeds Beckett University’s “Women in Leadership” programme, supporting a series of 
events and activities designed to accelerate the interest, ambition and potential of the university’s female students. 

Practices & Policies

Enhanced our policies and practices, through:
•    Reviewed our policy framework and subsequently enhanced many ‘people’ policies which support all of our people
•    Promoted flexible working for all, irrespective of gender, role or grade; this helps our people to balance their work and 

personal life and contributes to their overall wellbeing
•    Created a family-phase coaching programme which supports transitioning out of and back  into the business during an 

extended period away from the work environment

Leadership & Culture

•    Engaged leaders across the organisation with gender diversity, inviting personal commitments, ownership and  
accountability in creating an inclusive population

•    Delivered unconscious bias awareness sessions to recruiting managers to ensure ‘personal preference’ is not brought 
into decision-making

•    Attended industry events to build knowledge, share ideas and promote the gender agenda at an industry wide level.
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Year One Results

A snapshot of headline statistics in terms of first year results:

2016 2017

Total workforce population 52% women / 48% men 51% women / 49% men

Population in management position 28% women / 72% men 29% women / 71% men

Population working flexibly 28% women / 4% men 34% women / 9% men

New starters joining business 55% women / 45% men 60% women / 40% men

Appointments to management 26% women / 74% men 26% women / 74% men

Our first year as signatory to the Charter has largely focussed on bringing all our people on board with our commitments, 
addressing any issues or queries raised and making significant progress towards cultural change. 

Our ‘big wins’ in the first year have centred on the promotion of a workplace that encourages all of our people to achieve 
their potential. Our flexible working campaign has supported people right across the organisation in achieving an optimal 
work/life balance, whether their choices relate to personal circumstances, or personal preference. And as the results above 
show, in 2017 we had a significant uplift of colleagues working flexibly, suggesting that this action has been welcomed.
Sessions such as unconscious bias awareness and improved transparency around progression opportunities, as well as 
widely available information around remuneration have been well received, and support the elimination of bias from our 
people processes.

Our dedicated female development and networking programme, Inspire Leading Women, has, over the last 18 months, 
continued to grow from strength to strength. The forum hosts inspirational talks and workshops with high profile female 
role models, and provides the opportunity to learn from and share experiences with peers and colleagues right across the 
business. 

The launch of a new, dedicated coaching and mentoring programme in July 2017 was created to propel, sponsor and 
guide our talented individuals in areas such as instilling confidence, juggling home life and a career and providing inspira-
tion to succeed and break down barriers to their progression.

Our new employer brand, ‘Real People, Real Purpose’ showcases the diverse personas of our own people as part of the 
attraction strategy. The brand aims to generate a more gender-balanced talent pipeline by improving the overall balance 
in application rates. Early indications across our female graduate application cohort rates show an increase from 36% 
female applications in 2016, to 44% female applicants in 2017, with a significant increase across our overall application 
rates which stood at 6001 applications throughout 2016 and increased to 8458 in 2017.
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In Summary

Our aim is to deliver incremental year-on-year improvement against our 
targets. Delivering real, sustainable change through the actions we have 
underway will be the real ‘win’ in terms of the lasting change we seek, and 
will support the broader shift across the insurance industry as a whole. 
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