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Summary 
 

The purpose of this report is to provide an update since the report in September 
2016 on the Attracting Talent project which aims to review the City of London 
Corporation’s employer brand; consider ways to reduce barriers to entry; and to 
support workforce planning and succession planning. 
 

Recommendation 
 
Members are asked to note progress on the project. 
 
 

Main Report 
 

Background 
 

1. A report was presented to the Establishment Committee on 16 September 2016 
with an overview of the Attracting Talent Project and how the project would be 
taken forward. The Project aims have been based on both external research and 
a detailed analysis of workforce data - in particular recruitment data by protected 
characteristic from the application stage through to successful appointments.  
 
The project aims are to: 

 
A. reduce barriers to entry and create a more diverse workforce 
B. support workforce plans and succession planning 
C. review and update the City of London Corporation’s employer brand  

 
2. Members will recall that the workforce profile data for 2016-2017 identified that 

whilst 35% of applications across all recruitments in that year were from BAME 
applicants, 23% were appointed. This compared to White applicants who made up 
62% of applicants and 75% of appointments. The difference between male and 
female applicants and appointments was not disproportionate. 

 
3. The composition of our senior roles (grade I and above) is just over 20% women 

compared to just under 80% males. 
 
 
 
 



Current Position 
Project Aim A Reducing Barriers 
Anonymised shortlisting trials  
4. These have highlighted various issues which have informed the attracting talent 

project. There were three different sets of trials. The first involved HR 
professionals re-shortlisting 3 closed campaigns without the personal data of 
applicants. This identified that overall there was 61% agreement with the original 
shortlists but around 40% of applicants who had not been shortlisted met the 
criteria when the personal data had been removed.  
 

5. The second trial was conducted in conjunction with the recruiting manager from 
the outset and it was agreed that personal data would be removed before 
shortlisting. However, in this instance the post required a degree and the 
recruiting manager was keen to include the university attended because of the 
reputation of certain universities in this area of work (Bournemouth) for the type 
of role. Only three of the applicants fully met the shortlisting criteria although 6 
were shortlisted. 
 

6. The third trial involved two campaigns where a high level of applications was 
expected (58 and 65 were received). HR anonymised the applications before 
shortlisting took place. This trial identified that BAME applicants were 3 times 
more likely to be shortlisted when personal data had been removed.  
 

7. The overall findings from the trials and review of recruitment practice were as 
follows: 

 The job application form and person specification requirements that need to 
be addressed are too long. This means prospective applicants spend a lot of 
time - perhaps more than an hour or longer completing the application form 
and addressing   the person specification requirements. In most campaigns 
there are usually several abandoned applications.  By way of example of the 3 
recruitment campaigns all at grade C recently closed, there were 10,8 and 6 
completed applications received. However, a further 10,8 and 5 applications 
were started but not completed. The dropout rates can be as high as 50 
partial applications for one campaign. Whilst there will be other factors, the 
requirements at the application stage and complexity involved in applying do 
appear to be a barrier. Lengthy application forms also make shortlisting 
complex and long. This can lead to inconsistencies in shortlisting.     

 Removing personal data cannot be automated within our current system and 
therefore must be undertaken manually and could not currently be rolled out 
across the board without the benefits of automation. 

 In other situations, because of the high volume of applications a number of 
candidates were appointable. However, there is no provision to retain details 
on file in the event a future vacancy occurs.   

 Currently search and select organisations that we use for senior recruitment 
do not gather monitoring information of all applicants.   

 
8. The following initiatives have been developed or are in progress with a view to 

reducing barriers to entry and creating a more diverse workforce when 
implemented. 
 



9. Simplified person specification -  The template will concentrate on the job 
requirements and the behaviours will be removed as they add a level of 
complexity for candidates and shortlisting panels. In addition, they will identify 
how each element will be assessed (application, test or interview). Current 
guidance already requires recruiting managers to look closely at the job 
requirements. Job descriptions will also be reviewed to ensure that they are fit 
for purpose. 
 

10. Inclusive and gender-neutral wording for job adverts - we have researched 
and identified software which will identify any less obvious wording that can act 
as a barrier in the recruitment process and the intention is to introduce this by the 
end of the financial year. 

 
11. Simplified version of the application form for lower graded staff - the current 

application form is a ‘one size fits all’ and so a shorter form concentrating on the 
job requirements is being developed. This will ease the process for candidates as 
well as simplify shortlisting. 

 
12. New and updated training -   the current recruitment and selection course is 

being updated. It   is clear from both research and our own trials that unconscious 
bias can play a big part in the recruitment process.   Unconscious Bias training 
will be integrated into training. Classroom based courses will be supported by 
online guidance   and training which will enable recruiting managers to refresh 
their knowledge and skills prior to undertaking any recruitment. 

 
13. Attracting Talent Toolkit – a toolkit has been created to support managers and 

HR to ensure an inclusive approach is taken in recruitment and provides 
information on unconscious bias and anonymised shortlisting as/when required. 
This will be incorporated in a refreshed recruitment guide for managers. 

  
14. Use of social media – we are exploring wider use of social media for both 

generic advertising and to target a more diverse range of applicants. 
 

15. Search and Select -  organisations used for senior positions will be   required to 
collect the same monitoring information and asked to anonymise applications. 

 
16. Other senior recruitment - for all posts at grade I and above HR are already 

part of the interview panel. These posts will now also be anonymised prior to 
shortlisting and if possible assessment panels will have a gender and ethnicity 
balance. 

 
17. Other recruitment - where the recruiting manager and HR determine that 

anonymised recruitment will assist in creating a more diverse workforce this can 
take place subject to resources being available. This will be particularly 
encouraged at grade H.    

 
18. Talent Pool -  Work is underway to examine the potential for and current thinking 

about talent pools. As a first stage we will invite appointable but unsuccessful 
candidates from interviews to have their details retained for 6 months in the event 
other suitable vacancies arise for which they may be interested.   



 
19. Refreshed personal data monitoring information the opportunity will also be 

taken to gather data related to transgender and social mobility indicators. These 
will be consulted on shortly with a view to gathering information as part of the 
recruitment process.  A further report will be presented to the Committee 
following the consultation exercise.  

 
20. Other future work - Future projects include looking at career paths for lower 

grade posts. A debate remains about diversity and inclusion targets versus 
aspirational goals. A report will be made to a future meeting of this Committee in 
this regard.  

 
Project Aim B – Supporting workforce plans and succession planning 
 
21. Work is underway in associated work streams to support workforce plans and 

succession planning. A Workforce planning toolkit and training have been 
developed as a separate project. This will help bring to light key skills or a skills 
matrix for departments and the types of roles that will be required for them to 
deliver their business plan and in turn the Corporate Plan.  

 
22. To support succession planning the City Corporation has: 

 

 Managed and recruited to the Graduate Programme since 2015 and now has   
the apprenticeship programme aiming to recruit and support 100 apprentices 
per year at entry level 2 and 3. Apprentices are paid the London Living Wage.  
 

 Established a refreshed work experience commitment having secured the 
silver award by Fair Train last year. A new managers’ guide and 
enhancements to the way experience placements are monitored and tracked 
are being developed. We are also investigating the development of 
internships which currently happen on an ad hoc basis. Members will be 
aware that we have already committed to paying work experience placements 
of two weeks or more the London Living Wage. 
 

 Other work to support succession planning may include developing the talent 
within the City Corporation in order to retain people. There will be a new 
leadership and development programme. This will present a good 
developmental opportunity for women and underrepresented groups who 
participate, to be better prepared for promotion and progression.  
 
  

Project Aim C Review and update the City of London Corporation’s employer 
brand 

 
23. To improve our employer branding, the Jobs page on the City Corporation 

website is being refreshed and updated in phases.  Interim improvements to the 
website have been made which include adding links to information such as 
benefits, graduate recruitment and work experience.  A wider   exercise to refresh 
our employer brand is currently being scoped out. Other initiatives include: review 
of the job advert template; adding profiles of people working at the City 



Corporation to demonstrate the diversity in the workforce; showcasing the career 
pathways that are available.  

 
Corporate and Strategic Implications  
 
24. The Attracting Talent project is a direct response to the City Corporation’s 

commitment to creating a diverse workforce representative of the community it 
serves.  
 

25. It also supports and complements the work of other departments and key 
strategies such as the Responsible Business Group and Social Mobility Index as 
well as: 

 Corporate Plan – growing the economy > London nurtures and has access to 
the skills and talent it needs to thrive. 

 Employability Strategy – support steps to improve social mobility (the ability 
for talent from all backgrounds to gain access to and progress in employment) 
within the City Corporation. 

 The Education Strategy 

 HR Transformation Plan – we are an employer of choice for high performing 
individuals, delivering excellent services and rewarded fairly. 

 
26. A test of relevance, was undertaken at the outset of the project and is being kept 

under review. The actions identified in this update report represent positive steps 
towards meeting our Public Sector Equality Duty. 
  

 
Conclusion 
27. Detailed external research and analysis of the end to end recruitment practice 

within the City Corporation and its image as an employer, has resulted in a 
number of wide ranging proposals. These are both short and longer term 
changes to the way we attract a more diverse pool of applicants and in turn 
successfully recruit and establish a more diverse workforce. Whilst this project 
was originally instigated as part of our re-invigorated commitment to the equality 
and inclusion agenda, this initiative is also aligned and contributes to a number of 
key strategies and commitments of the City Corporation. 

 
Background Papers 
 
Attracting Talent Report to Establishment Committee September 2016  
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