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Classification: Internal

Agenda
1. Context & Challenges (25 minutes)

– Roundtable discussion

2. NFUM’s Solutions & Impacts (25 minutes)
– Roundtable discussion

3. Implementation & Outcomes (35 minutes)
– Roundtable discussion

4. Wrap up (5 minutes)
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Context & Challenges

- Eric Cumberlidge
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NFUM Products & Services
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• £1.8 Billion GWPI PA
• £11.5 Billion Assets
• 1,000,000 Customers
• Top 5 Commercial
• Top 10 overall 
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NFUM Corporate Structure 
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2500
Sales

Tied Agents UK Wide 

3000
Staff

York & Bristol, 
Glasgow & 

Belfast

Operational 
Claims and 

Underwriting 

Stratford 
Tiddington HO
RHP 6 Offices

500 
IT Staff

43 FTE inc
10 On Scheme

Plus 20 
flex

PolicyCenter, 
ClaimCenter, 

BillingCenter, IFaces, 
Workday, FRISS, 

FileNet, CLOAS, AIA etc  

7,000 of 
60,000 

days

£500 per 
day

£80 
Million

Change Portfolio



Classification: Internal

Our Resourcing Challenges c2018 

• Team demographics 
• IR35 (20+)
• Market conditions/£££
• Hybrid working
• Lack of visibility & footfall
• Quality of applicants
• Dichotomy: 

Age/Experience/Expense 
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Higher cost 
experts, few 

years left

No experience, 
lower cost, 
working life 

ahead

Middle 
Ground

Presenter Notes
Presentation Notes
Quality: issues both permie and contract; variability of agencies too
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Roundtable Discussion 1:
What resourcing 
challenges are facing your 
BA team?
What are the top issues 
around the table?



Solutions & Impacts

- Eric Cumberlidge
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Our Multi-front Solutions:

9

• Tackling the pay issue
• Increasing visibility
• Growing our own
• Partnering
• Embracing hybrid
• Retention strategies

Presenter Notes
Presentation Notes
Tackling the pay issue  making the business case for why we had to implement a one-off realignment of our existing team’s pay outside of the confines of the annual pay rise parameters; had examples of good people we lost for much higher ££s/London wages in the hybrid envt AND the salaries we were need to offer for new staff.
Addressing the issue meant we could retain existing staff & attract early career BAs at competitive rates without being unfair to our existing staff. 
Increasing visibility: with traditionally low staff turnover we had got somewhat complacent in use of social media. We increased our online presence at the same time as upping our careers activities in the wider region and getting some welcome publicity at awards events.
We stuck our tow in the water with the L4 Apprenticeship scheme in 2018 and are now on our 5th cohort, taking on a mix of school leavers, graduates and career changers.
We also found it easier to recruit early career BAs with 1-2 years experience than the traditional more experienced BAs who had joined our team. We have found them to adapt quickly and add value immediately. BCS qualifications has helped us to recruit ‘known quantities’ with an understood quality level.
Having lost a couple of people as a result of hybrid working patterns (the ability to stay local and take a high salary city-based job), we have now embraced it. We have attracted a few good BAs who would not have applied to us had we required them to be in the office 100%. 
We have put in retention strategies for our different cohorts of BA: traditionally we had mostly middle-aged BAs who had already established where they wanted to be in their career. We now have a very different demographic with totally different career aspirations. Leading to us reviewing job profiles and different progression tracks. (another slide next).
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Roundtable Discussion 2:
What solutions to your BA 
resourcing challenges has 
your company adopted?

What future steps are you 
considering?
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Jumar Partnership 2019

6-12 Jumar
2 contractors 

20+ 
contractors
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Line Manager Support

Full Service Wrap

Long term relationship

Joint planning

Knowledge retention
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Early Careers & Retention

2018
BA 
Apprentice 

2019 
Commenced 
Advanced 
Diploma 
Scheme

2020 – 2023 12 
BA Apprentice

2023
IT Degree 
scheme open

2024
Leadership & 
Management 
Degree 
scheme 
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Teaching 
Department 

Hiring 
Department
 

If we don’t create new analysts, who will?
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Impact
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Implementation & Outcomes

- Karen Jones
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Roundtable Discussion 3:
What impacts will your 
resourcing challenges and 
planned actions have on 
your existing team?
What are your key take 
outs from this session?
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Attraction: Building the Pipeline & Marketing 
your Opportunities
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Presenter Notes
Presentation Notes
PIPELINE OF FUTURE APPLICANTS
Build co/scheme awareness
Relationships with schools/colleges – take people along: parents & pupils love to hear from those who have done it
Career fairs
Work experience schemes yr 10 onwards
Internal awareness -> friends & family
Social Media
Go for awards
Work with your training provider
Word of mouth -> success breeds success!
Involve apprentices past & present
PROMOTING OPPORTUNITIES
TIMING – tie it in with national apprenticeship week; 
Timetable recruitment around the exam year advertise key dates early
Attend timely events
Understand your target markets:
School leavers
Uni/College leavers
Parents
Career changers
Social media relevant to target mkts
Multi channel approach
Involve apprentices past & present





Our Social Media Campaign ….

24%

18%

42%

16%

111k views, 1023 clicks

Presenter Notes
Presentation Notes
Target:
School Leaver
Parents
College Leaver
Career Changer

Circulation: Facebook, LinkedIn & Instagram, 35 mile radius
Ran for two weeks from National Apprenticeship Week
Different formats for screen/mobiles
Cost £680
111k reach
1023 clicked for more detail – 24/42/18/16% respectively for the sentiments above.
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Apprentice Recruitment Process
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Short list: 
Invite to test

Stage 2 (on site):
Interviews;

Group Exercise; 
Site tours & lunch

Stage 1 (Teams): 
Information 

session; Q&A; 
Role Play 

Applicants Offers

200+ 54, 37 completed 33, 26 attended 19 5

Presenter Notes
Presentation Notes
Have a robust process & spread the burden of the CV-sift
Plan well in advance: who do you need on what days to interview and support? Book rooms etc
Involve your team: not only have we found the wider team wholeheartedly buying in to our Grow Your Own strategy but the applicants open up much more with existing apprentices who can tell them exactly what to expect. They ask more Qs!!
Have your scoring criteria in advance and the weights you are going to attach: capture feedback from all elements of the process  be prepared to give detailed & constructive feedback. We want the declines to have a positive experience too.
Advertise well in advance with dates: many of your applicants will be taking exams
Two idea time slots to interview: before Easter and after A’Levels. We did both to maximise potential recruits
If you want people who can WFH and from the office, see them in both environments
We’ve varied the process slightly during and after Covid – mix of virtual/in person and vary between asking them to present and taking part in a Group Exercise
Given attrition rates (ones we drop & those who drop out), you need volume upfront





Classification: InternalExperienced BA Recruitment Process
• 2021/2022: Only 2 recruits
• 50% applications suspect 
• Lead recruiter burnout/frustration
• Jan 2023: re-set & a new campaign:

– Rolling advert on our website
– Concentrated effort on LinkedIn
– Trialling new & established Rec. Cons.
– G+ verbal/mathematical reasoning
– Salary expectations

• Over 6 months:
– RCs needed ‘managing’
– 3 x 20 somethings with 1-2 years experience
– All grads – various commutes
– All value-adding & adding to the culture

20

78 applicants

12 
I’views

3 too junior

3

60 ‘No’s, 3 dropped 
out

Presenter Notes
Presentation Notes
WFH flexibility  London salaries  national labour shortages: good applicants can cherry pick
Suspect applications – formulaic CVs; very precise achievement metrics; swallowed a BA manual; foreign nationals; online BA ‘qualifications’; ‘work experience’ at shell companies. This trend started post covid and continued ever since. Both direct and via RCs  RCs need training to spot these: CV sifting effort time consuming
What we found:
The younger environment helped attract & has helped onboarding
Happy to travel 1.5 hours if only have to be in office ½ a week
Young BAs are looking for a great envt and career possibilities: all of ours came for those things
All keen to carry on learning & happy to help mentor apprentices
We had to meet salary expectations, which meant having to address our own salary bands for existing staff
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Apprentice Onboarding – the first six months

Presenter Notes
Presentation Notes
Be prepared – have their kit and desks ready; organisation induction activities
Involve the whole team – get them in the office!
Plan ‘internal’ projects/activities to help introduce them to your company and the Analysis function within it
Be aware:
	Do not underestimate the level of support required: YOU will be exhausted
	Make sure you have garnered help
	Engage with your Training provider and ensure they are booked on courses, have an external mentor assigned and have dates for onboarding on to the formal scheme
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Support network in place …
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People 
Manager

AssistKD 
Mentor Project 

Mentor

‘Buddies’ 
Campus 
culture

Presenter Notes
Presentation Notes
Be aware:
	Do not underestimate the level of support required: YOU will be exhausted
	Make sure you have garnered help
	Engage with your Training provider and ensure they are booked on courses, have an external mentor assigned and have dates for onboarding on to the formal scheme
Informal buddies!
Campus culture – aka the 6th form common room!  they all lunch together, support each other & have ‘young BA’ nights out.
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Outcomes – Anticipated & Unanticipated
 Average Age from 48 to 39 in 5 

years
 Campus Culture
 Talent, enthusiasm and fresh 

approaches
 Quality work to defined standards
 15 apprentices to date:

• 7 qualified;
• 3 starting year 2; 
• 5 starting year 1;
• 1 leaver (wants to come back);
• 1 trialling degree level

 Talent, enthusiasm and fres, 
innovative approaches

 Invigorated the established team
• Mature BAs love to mentor!
• The office is a fun place to be
• ‘Old Dogs’ learning new tricks

 Need to rethink our career paths
 Need for robust quality control 

measures

Presenter Notes
Presentation Notes
Old curmudgeons  reinvigorated!	
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