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CaReeRs in insuRanCe

Insurance industry takes steps 
towards gender balance
More women are becoming company directors of the country’s blue chip companies, but the government’s 
target of achieving one in four female board members of FTSE 100 companies by 2015 is still short

tReVoR hemsLeY

Most gender discrimination 
issues in the insurance sector 
occur at boardroom and senior 
management level rather than in 
the workforce as a whole.

At both RSA and LV=, for 
example, women make up more 
than 50% of the workforce and 
at some smaller brokers the 
proportion even exceeds 75%. 

But at boardroom level, a 
September 2013 survey by 
Insurance Times found that 
women accounted for only 17 of 
100 directors in the UK’s top 10 
insurers. And the government-
backed Davies Review reported 
in March that women’s 
representation on the boards of 
the top 100 blue chip companies 
had reached 20.7%, up from 
12.5% in 2011.

Although moving in the right 
direction, this was still short of 
the government’s aim to have at 
least 25% of FTSE 100 boards 
made up of women by this year. 
And pay between the sexes is 
still uneven (see chart).

Higos Insurance Services 
head of personal lines Trudy 
Brown says: “Although there has 
been a shift towards females 
in more senior positions, 
when I’m away from 
my own company 
I often find myself 
the only female in 
the room at senior 
level meetings.”

Nevertheless, 
there are many 
examples of what can be 
achieved when companies adopt 
the right attitude. 

At Admiral, for example, 
women account for five out of 
12 board members and four out 

of 12 members of the senior 
management team.

And thinking across the 
industry seems to be going  
in the right direction. For 
example, the ABI’s recently 
re-launched Future Leaders 
programme, to which firms 
nominate high-flyers, has 17 
female and 19 male delegates. 

promoting diversity
A wave of initiatives are also 
springing up.

The Independent Women 
in Insurance Network, 

launched in June, 
enables industry 
professionals to 
network and mentor 
each other. It says 
500 people have 

already attended 
events or expressed 

interest in doing so.  
And inclusion@Lloyd’s, 

jointly run by the London 
Markets Association and Lloyd’s, 
was founded in January 2014 to 
promote diversity, inclusion  

What is the main focus of your 
business?
Aspects built its brand and reputation on meeting 
the recruitment needs of clients and candidates in 

the general insurance industry. We focus on professional, 
technical and support positions across all insurance 
disciplines, and solutions for short and long-term 
strategies. All of our staff have worked in the insurance 
industry and have a thorough understanding of it.

What state is the UKGI market in from 
a recruitment perspective? 
In 2014 some insurers made a big shift towards 
splitting regions into two – north and south – rather 

than three. This meant a lot of change across the UK and 
loss of positions in all sectors and staffing levels. Some of 
these talented individuals have found it difficult in the 
market to secure a position at a similar level, especially 
executives. With Manchester and London becoming the 
hot spots for insurance staff, we will no doubt see salaries 
and the potential for staff shortages appear.

Although we witnessed a continued increase in the 
broker market activity throughout 2014, we believe that 
2015 will again see a change following acquisitions and 
duplication of roles. As a result of this there are new 
start-ups appearing and there are sure to be more to come. 

Which roles do you find are the most 
sought after? 
The broker market has the largest increase in 
vacancies throughout the UK. This began to rise in 

the second half of 2014 and January has been the highest 
level of new instructions to date for this sector for us. In 
contrast we have seen a decline in underwriting/insurer 
positions in some regions. One spike has been within 
compliance and auditing.

What kind of relationship do you feel 
direct clients need with you?
We have identified continued focus by insurers and 
brokers who have grown their in-house recruitment 

divisions. But their relationship with us as a specialist 
recruiter remains strong as we are well placed and visual 
within the market to head-hunt, qualify and present the 
best talent. Our most successful assignments have been 
with clients that allow us to understand not only their 
immediate requirements, but longer term succession 
needs. We trust in each other and have a clear and open 
relationship that enables us to adapt to changing needs.  

How can you help implant training 
schemes within organisations? 
We have been involved in this area for several 
years, not only with clients directly, but also 

providing support as well as running workshops and 
seminars. In addition, during review meetings we are 
able to provide clients with a market overview to assist 
them on how to develop their staff.
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and best practice within the 
Lloyd’s market. 

Meanwhile, broader  
diversity initiatives are also 
becoming more commonplace.

At LV=, for example, a 
diversity inclusion strategy 
was introduced in September 
2013 and a network set up 
the following March to enable 
women across the group to  
find ways of improving the 
working environment. 

And in November 2014 the 
company kicked off an  
all-women event with two  
non-executive directors talking 
about their own experiences.

Many feel that the role 
model concept could help 
attract women into particularly 
male-dominated areas such as 
actuarial, IT and underwriting.

Lloyd’s deputy chair of 
Inclusion@Lloyd’s Charlotte 
Myers: “Role models could be 
a great help, and women in the 
industry should also consider 
getting a mentor to help with 
their careers. There is a range 

of mentoring programmes 
available both industry-wide 
and within companies.”

everyone agrees
It seems few corners of the 
insurance industry don’t agree 
on the importance of breaking 
down barriers to women 
achieving senior positions. 

The only real area of dispute 
is over the use of quotas, a hot 
topic now that a draft European 
directive proposes women 
should fill 40% of non-executive 
and 30% of executive board 
positions within PLCs by 2020.

Inet3 chairman Catherine 
Bell says: “To get traction for 
women in business it will be a 
necessity to have quotas. All over 
the UK there are capable women 
who are not given a business 
voice and the chance to prove 
their valuable contribution.” 
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Women in insurance: breaking 
through the glass ceiling 
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I stumbled into insurance in the late 1990s when the newly 
formed Royal & Sun Alliance insurance company had a 
recruitment drive for trainee underwriters. It expanded its 
Maidstone office by 120 staff, doubling in size, with most 
of the new recruits being school leavers. Although there 
was an equal mix of male and female employees, the 
executive management team was male dominated while 
females made up a majority of the team leaderships. 

This still reflects the insurance market in the South 
East, with only a handful of women at director level.

Myself and fellow director Heather Parkhouse opened 
Barker Munro Recruitment, a specialist general insurance 
recruitment agency based in Kent, in 2010. We recruit 
for a wide spectrum of clients from small independent 
brokers to leading regional, national and international 
insurance organisations across the South East. 

The most sought-after roles are entry-level 
opportunities, followed by the opportunity to cross over 
from the personal lines market into commercial. There 
has always has been a lack of experienced commercial 
brokers and underwriters, and experienced candidates 
are in great demand.

I recently asked Claire White – engineering 
underwriting account manager and 2013 CII Young 
Achiever of the Year – what advice she had for young 
people entering the insurance market. She said: 
“Insurance is such a diverse industry. Be open to where 
you start out. Finding a good company that invests in 
you and has opportunities is better than holding out for a 
specific role. Get your qualifications under your belt early 
on; it’s a ‘no regrets’ decision and it will give you a great 
foundation to build your career in any direction.” 

I would also add that gaining work experience in the 
insurance industry is crucial. Even six weeks during the 
summer each year makes you stand out when you’re 
seeking that highly sought-after opportunity.

I have been recruiting in the South East insurance 
market for almost 15 years, but recently we have tried 
to encourage our clients to diversify their vacancy 
requirements and consider the next generation of 
candidates entering the market. We want to entice young 
people into what is the third largest industry in the world. 

According to 2014 figures from the Cranfield Institute 
of Management, the FTSE 100 has seen a slight increase 
in women appointed to board directorship. The UK 
insurance industry must become more diverse and 
gender is just one area where it can improve if it is to 
reflect its global counterparts. 

Although traditionally a male dominated market,  
a high percentage of the workforce is due to retire over  
the next five years, which will open up more opportunities 
for women. 

There is a strong female presence at the middle 
management level, which should mean they will be the 

executives of  
the future in this 
exciting and 
changing industry.

20.7
Percentage of women 

on boards of UK’s  
top 100 companies  

by March 2014 
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