
Client Case Study – Lloyd’s of London 

Lloyd’s of London employs circa 1,000 people across the globe, with the vast majority based in 
London England. It has a history of providing insurance services around the world for 300 years and is 
deeply proud of the fact that tradition remains a key feature of working in the market. The Liberty 
Bell (the bell from the first insured shipping disaster) takes pride of place on the trading floor, itself a 
bastion of tradition and accepted behaviours. 

 
Against this backdrop of staunch tradition, Lloyd’s recognised that its recruitment process was not 
delivering a broad diversity of talent to the market and that, if this state prevailed, they would fall 
behind in the delivery of innovative services that reflect the changing needs and dynamics of the 
modern world. 

 
In 2015 Lloyd’s of London commissioned the Clear Company to undertake a review of their 
recruitment process to help identify barriers facing diverse talent. The three stage review 
encompassed all of Lloyd’s recruitment streams and involved a wide range of stakeholders including 
the CEO, Inga Beale, and the executive team. 

The first phase involved a complete review of all recruitment policy and process, covering: 

• Competency Framework 
• Linked Question Bank 
• Job analysis and job description development 
• Person specifications – competency development and assessment criteria 
• Shortlisting matrices 
• Provision of tools to support inclusive recruitment 
• Recruitment advertising 
• Assessment methodology and implementation 
• Offer and onboarding management 
• Induction to the organisation 

The second stage involved behavioural analysis and examination of the ‘real life’ experience of 
recruitment stakeholders using these policies and processes. In other words, an analysis of how the 
people doing the job interpret and implement policy and process and what impact that has on 
diversity of talent
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Taking four months to complete, the findings from the research stages were combined to deliver a 
set of conclusions and recommendations with the intention of developing a road map of activity to 
support change over the short, medium and longer term. When we deliver the findings to any client, 
we always tell them things they are not expecting to hear and some of those messages are not 
comfortable listening for the organisation. We use careful, supportive language to get these 
messages across, but we never hide the reality of current state. Communicating openly and honestly 
is at the core of our partnership with all clients. 

 
 
Two and a half years later and the Clear Company is still as active as ever with Lloyd’s, having 
delivered solutions for Lloyd’s and then expanding our focus to the broader market with 
Inclusion@Lloyds (a diversity group made up of 75 market providers including Aon, Aecom, Markel 
International, XL Catlin etc.). 
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Road Map for Change 

The starting point was a complete overhaul policy and process tools at Lloyd’s covering 
everything we reviewed in the initial stages of the partnership. Every element needed 
development to support best practice. 

• Competency Framework 
• Linked Question Bank 
• Job analysis and job description development 
• Person specifications – competency development and assessment criteria 
• Shortlisting matrices 
• Provision of tools to support inclusive recruitment 
• Recruitment advertising 
• Assessment methodology and implementation 
• Offer and onboarding management 
• Induction to the organisation 

As we developed new tools, frameworks and policies, the organisation needed to educate the hiring 
manager population to support development of competence and confidence to recruit inclusively. 

The next step was to retain the Clear Company as a Lloyd’s Trusted Partner, a programme that sees a 
small number of external suppliers dedicated to supporting the internal HR and Resourcing Functions 
at Lloyd’s in genuine collaboration. Clear Company staff engaged on the programme are not treated 
as ‘visitors’ to Lloyd’s having their own security passes to enter the Grade One Listed Lloyd’s building 
without supervision. 

Next followed the development and delivery of a bespoke training and development workshop - 
the Lloyd’s ‘Qualified to Hire’ programme, accredited by the Clear Company. 
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The Lloyd’s Qualified to Hire Recruitment and Selection Workshop – accredited by the Clear 
Company 
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Article from last quarter Inclusion@Lloyd’s news bulletin 

The Clear Company has so far trained almost two hundred hiring managers and recruiters at Lloyd’s 
and there is a waiting list through 2018 and beyond. We have sustained in excess of 99% ‘total 
satisfaction’ with the course outcomes since we started the delivery in September 2016. The Lloyd’s 
partnership with the Clear Company has greatly enhanced their ability to invest in and support their 
colleagues. 

Lloyd’s then turned their attention to the broader market through the activity of 
Inclusion@Lloyd’s, the company’s commitment to drive change and make a difference to the 
whole market. 

The Clear Company was commissioned to develop and deliver of a ‘market wide’ inclusive 
recruitment review, that replicated the process we undertook for Lloyd’s, across six organisations 
from the market. The results formed the basis for the current diversity and inclusion road map for 
Inclusion@Lloyd’s members. Lloyd’s is now sponsoring the development of inclusive recruitment 
best practice by investing in and supporting their market providers through the development of 
training courses, toolkits, an industry benchmark to show progress (this is the new Clear Assured 
assessment and development framework) empowering whole organisations and prioritising 
activity. 
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Implementation of Clear Talents in Recruitment – an online system that manages the identification, 
provision and implementation of reasonable adjustments for candidates going through recruitment 
processes at Lloyd’s – in 2015 Lloyd’s had zero requests for adjustments from disabled candidates. In 
2016 they had 248 requests for graduate 
recruitment alone. Currently they receive twenty per week. The system advises recruiters of the 
appropriate solutions and then tracks implementation, creating a full audit trail. 98+% of adjustments 
made are ‘soft’, no cost solutions. 
 

 
Image shows how candidates applying for roles at Lloyd’s are requesting adjustments by 
creating a ‘profile of needs’ on the Clear Talents in Recruitment system. 48 in the last week, 
all administered by a maximum of 3 people. The Clear Talents in Recruitment system makes 
the provision of reasonable adjustments an easy process and provides a full audit trail of 
everything that is done for a candidate. 
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Image shows that the report is available to recruiters at every stage of the process and 
introduces new information only when the candidate is formal moved to the next stage. This 
prevents recruiters being able to allow the nature of adjustments to influence assessment 
decisions and provides a watertight legal compliance trail to support the employer. 

 
 
Implementation of Clear Talents at Work, sister to the in Recruitment system, this manages the 
provision of triage and support for all employees at Lloyd’s. 766 employees from a population of 867 
in the UK, have created profiles of their circumstances and how they impact on their ability at work. 
The system covers everything from dietary requirements, health, mental health, disability, gender, 
age, sexual orientation, religion, belief systems, maternity, paternity all nine protected characteristics 
as defines by the Equality Act 2010 and more. Their results are shown below: 
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Image shows statistics on a quarterly basis, indicating how adjustments are being 
delivered. 

 
 
 
 
 

Current statistics for the Lloyd’s organisation in the UK. Every employee is invited to take 

part in the process of creating a ‘profile of needs’ and there is an exceptional level of 
uptake and engagement. Previously, Lloyd’s were making reasonable adjustments at 
work for fewer than 50 people a year. N.B. 728 people out of a cohort of 766 have 

created a ‘profile of needs’ and 48% of those required some form of adjustment, the rest 
were helped by our ‘Self Help Guides’ provided to users who have simple adjustment 
needs like changes to computer settings, all of which are managed by the system with 
the individual user. 
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The Clear Company has developed an innovative continuous development solution for all organisations 
in the Lloyd’s market to adopt and use as part of their mainstream recruitment. Unlike all other 
standards, the Clear Assured system is not based on a single assessment repeated annually or bi-
annually. Rather, the system rewards actual activity with recognition of performance. Changes are 
made in real time, based on effort and evidence of change submitted through the system or by 
completion of system suggested activities. The system also signposts a host of expert organisations 
who can provide specific support for development 
 

 
 

The launch of the Lloyd’s Market Clear Assured assessment and development toolkit for 
recruiters 
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The system works by first engaging all recruitment stakeholders (internal and external) in a survey to 
determine what are the biggest perceived current barriers to diverse talent. 

 

This data capture is reported as a consensus opinion for the prioritisation of approach, which then 
becomes the starting point of a continuous journey of development, measurement, assessment and 
review. Each area of priority activity, across four broad topic areas (Policy & Process, Finding Talent, 
Assessing Talent and Retaining Talent) produces a requirement for change but also suggests other 
issues to explore that will have an impact on the organisation’s opportunity to improve practice. 
Implementation is then supported though the Clear Assured system and then measured for impact. 
The system then makes suggestions of other issues to consider, gives guidance on activities to 
undertake and so the chain of development continues and progress is made consistently. 
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As impact is recorded, Clear Assured changes the status of the organisation on the live award 
tracker as below. 
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Stakeholder management, through the system, maintains focus, commitment and a sense of 
importance for D&I in recruitment. 

In summary, the Clear Company and Lloyd’s have developed a highly valued partnership by both 
parties, based on continuous support for the development of best practice in inclusive recruitment. 

Both parties are committed to sustained innovation through the development of new tools and 
services to support the attraction and retention of diverse talent. Every area of human capital beyond 
skills and experience is taken into account to ensure inclusion is deep rooted in everyday activity. 

Tools, training and easily accessible solutions ensure that Lloyd’s, and now the broader market, have 
everything they need to support the development and maintenance of appropriate competence and 
confidence of the hiring population. 

The market is committed to openly displaying its progress and celebrating its achievements through 
the Clear Assured assessment and development framework. 

Most importantly, this partnership is just one example of evidence based progress 
measurements 

Highlights include



   
 

 

Lloyd’s department head reporting 25% reduction in headcount cost as a result of the 
improved quality of hire following team success on the Inclusive Recruitment & Selection 
‘Qualified to Hire’ two-day Workshop 

• Changes to the gender balance of emerging talent recruitment from 36% female 
to 54% female 

• 47 requests in one week for adjustments to recruitment process to accommodate 
candidates with protected characteristics, from a previous base of 0 in a whole 
year. 

• Market wide training reaching 15 organisations and realising 25 newly 
accredited hiring managers and a waiting list for future courses 

• Lloyd’s have developed their own version of the Clear Assured assessment and 
development solution and embedded it within talent procurement. Supply chain 
partners have to undertake this and provide evidence of continuous development 
in order to supply talent to Lloyd’s 

• Resource Solutions (MSP) have commenced their development programme at Lloyd’s 
and are making headway, they have adopted certain elements of the toolkit already and will 
be continuing with their activity from now on. 

 

 

 

 

 


