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Executive Summary
FOREWORD 

A Demographic Analysis of the P&C Insurance Industry in Canada 2012 – 2022
The third research report on the industry’s work force  published by the Insurance Institute of 
Canada on behalf of the industry.

The Insurance Institute of Canada (The Institute) is proud to present this demographic research report of the 
property and casualty insurance industry. On behalf of the industry, and in recognition that human capital 
issues – such as recruitment, retention and succession planning, education and training – were (and still 
are) at the forefront of industry concerns today, the Institute has been conducting demographic research 
since 2007. 

The Institute believes that these research studies have provided – and continue to provide – information 
that (a) is valuable to industry employers as they develop and implement appropriate human resources 
strategies, (b) informs the initiatives of the Institute’s Career Connections program, and (c) has influenced 
the educational programs offered by the Institute, on behalf of the industry. 

The 2007-08 Research Study 
A Demographic Analysis of the P&C Insurance Industry in Canada 2007-2017 (2008)
This landmark research study conducted a census of the demographic composition of the insurance 
industry and forecasted the industry’s human resources needs and capacity into the future. From this first 
Institute study, we learned that the industry’s workforce is aging (in 2007, 49 percent of those working in 
the insurance industry were between the ages of 41 and 60; as compared to 45 percent in the labour force), 
that industry employees tend to retire younger (by two to three years), and that retirement projections 
will have a significant impact on the industry’s labour force (25 percent of the 2007 labour force could 
retire between 2012 and 2017). 

The 2009 Research Study
A Demographic Analysis – Part II: Recruitment and Retention Issues in the P&C Insurance 
Industry in Canada (2009) 
The second report picked up on the first report’s recommendation that there was a need for industry-wide 
and company-specific systematic work force planning required as applied to the four cohorts – youth, 
immigrants, aboriginals and mature workers. This second report was compiled as a resource guide to 
help organizations create the strategies needed to meet their hiring needs, training and development 
assessments and the potential leadership gaps.

The 2012 Research Study 
A Demographic Analysis of the P&C Insurance Industry in Canada 2012-2022 (2013)
This third study replicates the census of the industry’s work force five years after the first census and 
surveys both the human resources professionals and current employees in order to investigate the impact, 
if any, of recent economic and other events on employment trending and to again forecast the future 
human resource requirements of the industry. 

The Institute would like to express its appreciation to the industry Research Steering Committee that 
provided guidance and insight through the three phases of the research project. Their input into the design 
and implementation of the survey tools helped to ensure the two online surveys and census garnered 
relevant and valuable data. 
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A Demographic Analysis of the P & C Insurance Industry
The Institute would also like to express our gratitude to the industry employers that participated in the 
surveys and the census, the industry employees who took the time to answer our on-line survey, and to the 
four regulatory bodies that provided key data on their licensees. Thank you. Without your participation we 
would not have such insight into the industry’s insurance professionals. 

The Institute is indebted to the project team at R.A.L. Consulting, and in particular Dr. Richard Loreto, for his 
expertise and guidance throughout these research studies and writing of the reports. 
The Insurance Institute of Canadaiv



Executive Summary
Introduction

Scope and Objectives of the Report

A Demographic Analysis of the Property & Casualty Insurance Industry in Canada 2012 – 2022 has been 
researched and written by the consulting team at R.A.L. Consulting Limited of Hamilton, Ontario under 
contract to the Insurance Institute of Canada (hereinafter referred to as the Institute). The scope of the 
report encompasses three sequential research phases that were carried out over a period of 18 months 
(starting on June 1, 2011):

1. Survey of senior human resource professionals (employers) in Canada’s property and casualty 
insurance industry to identify their perceptions on the issues of recruitment and retention of 
employees in key occupational categories and in strategic labour market cohorts. The survey 
instrument is a hybrid version of the instruments deployed in 2007 and 2009 and was accessed 
online. (September 2011)

2. Survey of current industry employees in strategic occupations and labour market cohorts to 
identify their perceptions on career development as a means of providing a sound foundation for 
the creation of recruitment and retention programs at the company, sector, and industry levels. The 
survey replicates many of the questions asked in the survey conducted in 2009 as well as adds 
several new questions. It was conducted online. (February to March, 2012)

3. Demographic analysis of the industry's work force based on data supplied by individual 
companies and provincial regulators. This “census” of the industry's work force replicates the work 
first carried out in 2007. In the first census, the data collected enabled forecasting on retirement 
projections of the industry’s labour force to 2017. With the 2012 census, it is possible not only to 
formulate new projections going forward to 2022 but also to compare past projections with the 
reality in 2012. (June to September 2012)

Specific research objectives of the report were set for each research phase:

PHASE 1: Survey of Senior Human Resource Professionals 

OBJECTIVES: 

1. To assist industry stakeholders with the recruitment and retention of strategic labour market 
cohorts – immigrants, aboriginals, youth, career changers, and mature workers – by identifying the 
views of senior human resource professionals on:

 The relative importance of recruitment and retention activities at the company level;

 Company recruitment and retention tools that are targeted at one or more of the labour force 
cohorts; and

 The effectiveness of these tools in recruiting or retaining workers in the four strategic labour 
force cohorts.

2. To compare the results of this survey with those conducted in 2007 and 2009. 
The Insurance Institute of Canada   1



A Demographic Analysis of the P&C Insurance Industry 
PHASE 2: Survey of Current Industry Employees

OBJECTIVES: 

1. To identify the perceptions of current industry employees in strategic occupations and labour 
market cohorts on a variety of career development matters.

2. To link employees’ views on career development with employers’ views on recruitment and 
retention strategies and programs.

3. To compare the results of this survey with the employee survey conducted in 2009. 

PHASE 3: Demographic Analysis of the Industry's Work Force

OBJECTIVES: 

1. To analyze the context for recruitment and retention initiatives by updating empirical research on 
the labour market characteristics of the target cohorts and the trends characterizing their 
participation in the labour market across Canada.

2. To collect comprehensive statistical data from participating companies and provincial regulators 
on the demographic characteristics of current and terminated employees in strategic occupations 
and labour market cohorts.

3. To develop demographic profiles of current and terminated employees at the national and 
provincial levels.

4. To compare the results of the 2012 industry census with those of the 2007 industry census.

5. To identify the recruitment gap attributable to demographic and other factors during the period 
from 2012 to 2022.

6. To analyze the degree of congruence between the data collected from the employers' and 
employees' surveys, respectively, and the demographic analysis of the industry's current and 
terminated employees.

7. To recommend how the effectiveness of recruitment and retention initiatives at both the company 
and industry-wide level can be maximized.

Overview

This document represents an Executive Summary and as such includes modified versions of Part I – 
Introduction and Part VI – Key Findings, Conclusions and Recommendations from the Full Report. For a 
complete and in-depth understanding of the labour market research undertaken by R.A.L. Consulting 
Limited on behalf of the Insurance Institute of Canada, please consult the Full Report, available at 
www.insuranceinstitute.ca/research.
The Insurance Institute of Canada2
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Project Team

R.A.L. Consulting Limited has carried out this project under contract to the Insurance Institute of Canada. 
The members of the R.A.L. project team are:

Richard Loreto, project manager and report author
Gerald Bierling, researcher

Biographies for the project team and information on R.A.L. Consulting Limited can be found at the 
company’s website (www.ralconsulting.ca).
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and her substantial organizational skills have been instrumental in moving this project along in an effective 
and timely manner. We also are in the debt of the industry Research Steering Committee that provided 
valuable input on each phase of the project. Without the input of these industry professionals, we would 
not have been able to design and implement successfully the two online surveys and the census. 

The substantial support received from the industry’s stakeholders, however, does not relieve the consultant 
of the ultimate responsibility for the findings and recommendations contained in this report.
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Executive Summary
Key Findings, Conclusions and Recommendations

Overview

Collecting the data properly and analyzing the data comprehensively are the necessary conditions for 
success in a project of this type. Understanding what the data are telling us and how this analysis leads to 
specific courses of action are the sufficient conditions for success in a project of this type.

In this part, we set forward what we think the data are telling us and how these conclusions are related to 
the steps that the industry should take to ensure that it has a productive work force over the next 10 years 
and beyond. We shall pose a number of questions regarding the issues of recruitment and retention. On the 
basis of the answers, we shall recommend courses of action Canada's property and casualty insurance 
industry should follow.

Findings and Conclusions

Recruitment

How has the demographic composition of the industry’s workforce changed between 2007 and 2012?

In the Full Report we provide an answer to this central question using four related demographic concepts: 
cohort analysis, median age, demographic profiling (“footprints”), and entry to exit ratios. It is useful in this 
Executive Summary to review our findings and extract a clear conclusion from them.

The relative salience of Foot’s boom, bust, and echo cohorts within the industry’s work force has shifted 
dramatically from 2007 to 2012. The industry’s share of boomers (aged 46 to 65 in 2012) has fallen across 
Canada from roughly one-half to one-third of the industry’s professional work force (see Chart II-4). This 
decline is evident in every province and region and across all occupations, company types, and companies 
of different size. The industry’s boomer share matches that in the wider labour force in Canada (37 percent). 
With the exception of Alberta, the industry’s share for the bust cohort is slightly higher than in 2007. In 2012, 
the bust cohort (aged 33 to 45) continues to represent around one-third of the industry’s work force but 
only 28 percent of Canada’s labour force. The share for the echo (aged 17 to 32 in 2012) has more than 
doubled overall from about one-eighth to just over one-quarter (27 percent). The growing salience of this 
cohort is clear in every province and region and across all occupations, company types, and companies of 
different size. The industry’s echo share is just under that of the labour force (29 percent).
The Insurance Institute of Canada   5



A Demographic Analysis of the P&C Insurance Industry 
Chart II-4
Industry Cohort Shares, 2007 and 2012 (percent)

Across all industries in Canada, 47 percent of the labour force is below the age of 40. The work force of the 
property and casualty insurance industry parallels this trend. In 2012, the median age of the industry’s male, 
full-time employees is 40.5 years and that of its female, full-time employees is 41. Comparing 2012 with 
2007, the male median age has fallen by 1.5 years and the female median age has remained the same. 

The prime feature of the industry’s demographic “footprint” on the labour force is the over-representation of 
women in most age groups (see Chart II-5). Conversely, men are under-represented in most age groups, 
although this is less true for men who are in their thirties. There is also an imbalance with respect to age. Over 
15 percent of Canada’s labour force is in the 15 to 24 age group but only just over five percent of the industry’s 
work force. At the other end of the age spectrum, a little more than 14 percent of the labour force are in the 55 
to 64 age group compared to almost 13 percent in the property and casualty insurance industry.

Chart II-5
Demographic Footprint: Industry versus Labour Market, Canada, 20121

1 Labour market data are for 2011.
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Key Findings and Conclusions
The age imbalance evident in the industry’s demographic footprint produces low work force entry to exit 
ratios.2 The trend of low entry to exit ratios in the property and casualty insurance industry was identified in 
2007 and is re-confirmed by the 2012 census results. Although the industry’s Canada-wide ratios are 
essentially the same in the two time periods, there are some noticeable declines at the sub-national level. 
This is especially true in the three western provinces. Furthermore, the industry’s ratios are well below those 
in the wider labour force (1.0 for men and 1.1 for women in 2011). 

The notion of an entry to exit ratio for management employees must be considered differently. The under-
45 age group is the feeder group to management. Across the broader labour force, the under-45 to 45-plus 
ratio has been in decline since the late 1980’s for both men and women. By 2011, there were roughly 1.5 
labour force participants under the age of 45, both male and female, for every participant 45 or older. The 
industry’s ratio for all professional occupations tracks the labour force ratio. However, the ratios for both 
men and women who are either senior or middle managers are well below one.

CONCLUSION: The demographic composition of the industry’s work force has changed noticeably 
over the past five years, especially with respect to its age structure. The best indicator of the 
changing age structure is Foot’s template of the boom, bust, and echo cohorts. The share of the 
echo cohort has increased at the expense of the share of the boom cohort. As a result, in 2012 the 
work force of the property and casualty insurance industry is both younger and more aligned with 
the age structure of Canada’s labour force than was the case in 2007. The driver of this trend is 
found in the answer to the next question.

Has the level of recruitment increased or decreased? 

In the view of the industry's human resource management professionals, recruitment activity has increased. 
Several pieces of evidence support this observation. The first is that human resource management 
professionals assigned a higher level of importance in 2011 to recruitment compared to other issues. 
Secondly, it was their perception that both changing economic conditions and continuing organizational 
consolidation within the industry, at most, had a modest impact on recruitment activity. Thirdly, although 
the participation rate for recruitment (nine in ten employers) was the same in both time periods, the share 
of employers who said that they had hired 100 or more employees in the past two years was greater in 2011 
(57 percent) than in 2007 (42 percent).

The best answer to this question using the census data3 comes from an analysis of the collective work force 
of the 20 companies that submitted information in both 2007 and 2012. During this five-year period, the 
overall increase in the collective full-time work force of these companies was 40 percent (see Table II-24).

2 The labour/work force entry to exit ratio is defined as the ratio of employees in the targeted professional occupations under the age of 25 
to employees who are in the 55 to 64 age group.

3 Unless otherwise stated, any reference to the industry census data in this part of the report is with respect to the data submitted by the 
20 companies that participated in both 2007 and 2012.
The Insurance Institute of Canada   7



A Demographic Analysis of the P&C Insurance Industry 
Table II-24: Change in Group of 20 Full-time Employees by Occupation (number and percent)

CONCLUSION: Recruitment activity within the industry has increased noticeably. More recruitment 
has taken place despite the degree of economic turbulence in Canada since 2008.

What have been the trends with respect to the recruitment of specific occupations?

Although the industry's human resource management professionals suggests that on average recruitment 
is "somewhat difficult", there are three occupations that are perceived as the most difficult to recruit: 
actuary, accident benefits adjuster, and claims adjuster/examiner. At the other end of the difficulty 
continuum, customer service representatives and technical support positions in the areas of claims, 
underwriting, and sales are perceived as the least difficult to recruit. In general, recruitment is made more 
difficult by the relative absence of qualified internal and external candidates. It is made less difficult when 
employees provide referrals and the company has a competitive level of compensation.

The soundness of these perceptions is reinforced by several findings from employees' survey. Both in 2009 
and 2012, the most important source of information regarding a respondent’s first job in the industry came 
from a family member or friend working in the industry (see Chart IV-11). 

In addition, a “competitive salary” was ranked highest as an aspect of a respondent’s ideal job (see Table IV-
12) and the “offer of a higher salary” was the most likely reason a respondent might leave his or her current 

employer within the next five years (see Table IV-11).

N N
Change 

(N)
Change 

(%)
% Share % Share

Occupation 2007 2012 2007-12 2007-12 2007 2012
Actuarial 141 263 122 86.5 1.0 1.4
Underwriter 2,111 2,856 745 35.3 15.4 14.8
Claims 5,125 6,881 1,756 34.3 37.3 35.7
Broker/agent 21 28 7 33.3 0.2 0.1
Information technology 1,335 1,507 172 12.9 9.7 7.8
Sales & service 3,067 4,648 1,581 51.5 22.3 24.1
Management 1,936 2,918 982 50.7 14.1 15.1
  Senior management 309 331 22 7.1 2.2 1.7
  Middle management 912 1,133 221 24.2 6.6 5.9
  Other management 715 1,454 739 103.4 5.2 7.5
Risk management NA 164 NA NA NA 0.9
Total 13,736 19,265 5,529 40.3 100.0 100.0
The Insurance Institute of Canada8



Key Findings and Conclusions
Chart IV-11
First Job Information by Source, 2009 and 2012 (percent)

Table IV-12: Aspects of Ideal Job, 2009 and 2012 (percent)

Job Aspect
%

Job Aspect
%

2009 2012

Competitive salary 85 Competitive salary 71
Good healthcare and other benefits 63 Good healthcare and other benefits 52
Flexible work arrangements 59 Flexible work arrangements 47
Full-time, permanent employment 55 Good pension benefits 47
Good pension benefits 53 Accommodation of work/life balance issues 46
Adequate paid time off (e.g. vacation) 52 Full-time, permanent employment 44
Challenging work 46 Adequate paid time off (e.g., vacation) 36
Collegial and respectful work environment 40 Opportunity for promotion 32
Opportunity for promotion 39 Challenging work 32
A short commute 36 Relationship with my manager 29
Access to training/education 27 Relationship with my co-workers 29
Corporate culture that support your values 25 A short commute 29
Job autonomy 19 Collegial and respectful work environment 23
Corporate social responsibility of the 
organization 15 Access to training/education 20
Opportunity for part-time work 9 Corporate culture that supports your values 16
Diverse workplace in ethnic and racial terms 9 Job autonomy 14

Working for an employer of choice 10
Corporate social responsibility of the 
organization 9

Diverse workplace 8

Opportunity for part-time work 6

41
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A Demographic Analysis of the P&C Insurance Industry 
Table IV-11: Reasons for Intended Exit, 2009 and 2012 (percent)

Industry census data suggest that recruitment activity has been substantial across most occupations (see 
Table II-24, above). The occupations of actuary (86 percent), sales & service (52 percent), and manager (51 
percent) are above the 40 percent average increase for all occupations. Within the managerial category, the 
number of front line managers has gone up 103 percent. However, information technology (13 percent) 
stands out as an occupation where the increase has been well below average.

CONCLUSION: Recruitment activity has been broadly based in occupational terms. There is a high 
degree of congruence between employer and employee perceptions of what factors lead to 
successful recruitment.

Have new employees been recruited on a full-time or part-time basis?

According to the human resource management professionals who responded to the 2011 survey, almost 
all of the vacancies filled in the last two years were filled on either a permanent, full-time (84 percent) or a 
temporary, full-time (12 percent) basis.

Data from the industry census shows that full-time employees accounted for 92 percent of the increase in 
employment between 2007 and 2012.

CONCLUSION: Recruitment activity has primarily focused on the hiring of full-time employees. 

Reason for Exit
%

Reason for Exit
%

2009 2012
Offer of higher salary 56 Offer of higher salary 46
Career advancement within the industry 42 Career advancement within the industry 37
Employment opportunities outside the 
industry 36 Retirement 32
Retirement 36 To make better use of my training and skills 26
To make better use of my training and skills 31 Career change 22
Family obligations 17 Family obligations 10
Workplace difficulties with supervising 
manager 12

Workplace difficulties (e.g., conflict with 
colleagues) 8

Spouse's relocation 10 Return to school 6
Return to school 7 Inability to meet employer’s expectations 4
Workplace difficulties with colleagues 7 End of contract or term of employment 4
Inability to meet employer's expectations 6 Spouse’s relocation 4
Health reasons 5 Health reasons 4
End of contract or term of employment 3
The Insurance Institute of Canada10



Key Findings and Conclusions
Has there been more or less use of targeting as a strategy for recruiting particular labour market 
cohorts such as youth or mature workers?

Between 2009 and 2011, the utilization of targeting as a recruitment strategy for each of the labour market 
cohorts increased, however, the level of utilization remained relatively low. In both time periods, youth and 
mature workers were targeted the most. Training and financial support (especially for industry designation 
and development) were targeted towards youth; mature workers were the object of programs regarding 
workplace/job arrangements and financial incentives. The primary purpose of targeting did not differ from 
that of recruitment in general, i.e., to meet overall staffing needs.

The results of the employee survey shed some light on the use of a targeting strategy. Accommodation of 
work/life balance issues and flexible work arrangements are among the top five aspects of the ideal job for 
respondents who are 55-plus (see Table IV-13). Access to training/education is relatively more important to 
younger (under-35) respondents than those in older age groups. These findings are aligned with the key 
tools deployed in the targeted recruitment of youth and mature workers, respectively. 

Table IV-13: Aspects of Ideal Job by Age Group, 2012 (percent)

The survey also tells us that the vast majority of the workers who intend to retire over the next five years 
want to continue working part-time. This is true in both 2009 and 2012. Yet, in 2012 three in five 
respondents who intend to retire indicate that part-time work (58 percent) is “not applicable” to them. One 
in three (32 percent) of this group of respondents state that phased retirement programs are “not 
applicable” to their situation. In the case of phased retirement, 20 percent of respondents who intend to 
retire and 14 percent of 55-plus respondents indicate that it is “not available”. It would appear that a 
number of employers either do not target mature workers or have a less than comprehensive strategy.

% of Age Group
Job Aspect <35 35-54 55+

Flexible work arrangements 47 56 49
Accommodation of work/life balance issues 51 54 42
A short commute 35 31 28
Good healthcare and other benefits 57 56 61
Good pension benefits 39 55 65
Competitive salary 84 79 66
Adequate paid time off (e.g., vacation) 46 39 34
Full-time, permanent employment 57 48 37
Opportunity for part-time work 3 6 13
Opportunity for promotion 54 32 12
Access to training/education 31 20 11
Challenging work 37 36 35
Job autonomy 14 17 16
Collegial and respectful work environment 24 26 26
Working for an employer of choice 12 10 10
Relationship with my manager 35 32 28
Relationship with my co-workers 36 32 28
Corporate culture that supports your values 17 18 19
Diverse workplace 9 9 7
Corporate social responsibility of the organization 11 11 10
The Insurance Institute of Canada   11



A Demographic Analysis of the P&C Insurance Industry 
CONCLUSION: Targeting is slowly evolving as a recruitment strategy within the industry. However, the 
apparent fixation on youth means the industry’s approach lacks the diversification that is required to 
recruit successfully in Canada’s aging and more diverse labour market. 

Has the effectiveness of targeting as a strategy increased or decreased?

Our analysis provides two avenues of response to this question. The first is what employer representatives 
said about the number of employees hired (during the past two years) as a result of targeted recruitment. In 
2009, two-thirds (64 percent) of respondents hired fewer than 50 employees; in 2011, the share was four-
fifths (80 percent). When asked to what extent the use of targeting facilitated the recruitment of particular 
cohorts, three-quarters of employers (76 percent) said “to a great extent” in 2009 but only one-quarter (27 
percent) held a similar view in 2011.

A second avenue of response is based on the industry census data and it is, at best, indirect. The census tells 
us that the youngest occupations are actuary and sales & service, respectively. It also shows us that over the 
five years the second largest employment gain in absolute terms was in the sales & service occupation, and 
the second largest in relative terms was in the actuary occupation. This may suggest a link between youth 
as the labour market cohort that is targeted the most and the age groups where significant employment 
growth is taking place. 

CONCLUSION: The effectiveness of targeted recruitment is difficult to gauge. Effectiveness, imperfectly 
measured, appears to have declined between 2009 and 2011.

Has the level of recruitment activity been sufficient to offset the impact of retirement?

The best answer to this question emerges from our analysis of the census data and it is embedded in the 
data displayed in Table VI-1 (full-time employees). One way to isolate the level of recruitment activity is to 
assume that all employees in a five-year age group in 2007 move into the next five-year age group by 2012. If 
this occurs the differential between the age groups in 2007 and 2012 will be zero (with the exception of the 
under-20 age group). For example, in 2007 there were 1,651 employees in the 50 to 54 age group. In 2012, 
there were 1,651 employees in the 55 to 59 age group, the next five-year group. Hence, the differential is 
zero. A differential of zero means that neither recruitment nor exit has taken place. If the differential is above 
zero (positive), there has been recruitment. If it is below zero (negative), there has been exit (see Chart VI-1).

With the exception of the information technology (IT) occupation, the differentials are positive until the 50 to 
54 age group when they turn negative. Therefore, our observation is that substantial recruitment activity 
took place in the age groups under 50 and especially in the age groups under 30. For actuaries, the 
concentration was on the under-25 age group; for front line and middle managers, people in their thirties. 
For the occupations of underwriter, claims, and information technology recruitment was concentrated on 
persons in their twenties. However, we also note that for the information technology occupation the 
differential turns negative at 35 to 39 age group, a sign of a potential retention problem.

Starting with the 50 to 54 age group, the differentials for full-time employees are generally negative. 
Therefore, exit took place. Was the exit to retirement or post-retirement employment on a part-time basis, a 
trend identified in the employee surveys carried out in 2009 and 2012? Conducting a “differential” analysis 
for the part-time employees of the Group of 20 companies suggests that about one-quarter (27 percent) of 
the exits may have been to post-retirement employment with the same employer. “Doing the math”, 
recruitment, including post-retirement, part-time employment, more than compensated for any exits. 
The Insurance Institute of Canada12



Key Findings and Conclusions
Table VI-1: Age Group Differential by Occupation, Group of 20 Companies,
Full-time Employees (N)4

Represented graphically: 

Chart VI-1: Age Group Differential, Group of 20 Companies, Full-time Employees (N)5

CONCLUSION: Our analysis of the census data indicates that recruitment, including post-retirement, 
part-time employment, has more than compensated for the impact of retirement. However, in ten 
years, the boomer cohort will all be older than 55 and therefore, the impact of retirement should 
increase substantially.

Occupation Management

Age 
Group

All
Under
writer

Claims
Sales & 
service 

Actuary IT
Front 
line

Middle Senior

<20 918 168 372 1 42 28 1 0 0
20-24 1,976 297 782 90 49 71 69 18 3
25-29 1,061 118 377 251 5 75 187 54 11
30-34 637 29 122 301 5 87 176 104 22
35-39 475 48 63 232 10 -2 144 68 21
40-44 497 57 114 160 11 -17 120 29 12
45-49 336 68 66 100 -3 -3 59 44 -6
50-54 0 26 -52 -16 2 -30 18 -27 -8
55-59 -177 -26 -47 -72 0 -19 -10 -41 -21
60-64 -213 -42 -55 -59 0 -15 -22 -23 -14
65-69 -22 -5 -5 -7 0 -3 -3 -5 1
70-74 2 0 1 1 0 0 0 0 1
75+ -1 0 -1 0 0 0 0 0 0

4 Differential between 2007 and 2012.
5 Differential between 2007 and 2012.
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A Demographic Analysis of the P&C Insurance Industry 
Looking ahead two years, will recruitment continue to be important as a means of sustaining the 
industry’s work force?

Two in five respondents to the employer survey expect to hire 100 or more employees mostly to fill 
vacancies in existing positions (69 percent of employers) and on a full-time basis (95 percent). Given the 
survey’s margin of error (±13 percent), between one-quarter (27 percent) and one-half (53 percent) of 
employers expect to hire 100 or more employees.

From the employee survey we know that in both 2009 and 2012 about one-third of respondents indicate 
that they intend to leave their current employer within the next five years. Moreover, of those stating an 
intention to leave one-half intend to exit within two years (see Chart IV-14).

Chart IV-14 
Intend to Leave – Time Frame, 2009 and 2012 (percent)

Census data demonstrate the gradual aging of the industry’s work force over the last five years. Although 
the median age (both sexes) has remained stable at 41 years6, the entry to exit ratio for all employees 
among the Group of 20 companies has fallen from 0.53 to 0.42. The ratio of employees under-35 to those 
who are 55 or older has also declined from 3.68 to 2.61. 

The retirement age of the industry’s employees continues to track lower than that of the Canadian labour 
force (see Table V-1). Between 2007 and 2012, the median age of retirement for men working in the 
property and casualty insurance industry was 60. For women, the median age was 59. Industry retirement 
ages are more in line with those in the public sector in Canada. They are two to three years lower than 
median retirement ages in the private sector. The property and casualty insurance industry remains in the 
vanguard of the early retirement trend. The industry’s Crown Corporation sector has a lower median 
retirement age than the Canadian public sector; the industry’s private sector has a lower median retirement 
age than the Canadian private sector.

6 Calculated on the basis of the total samples in each year.
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Key Findings and Conclusions
Table V-1: Median Age of Retirement, Full-time Employees 7 8

Our projections indicate that the share of employees currently working in the industry who may retire over 
the next ten years is potentially substantial. In our high scenario, we project a potential maximum decrease 
of 28 percent nationally in the industry’s 2012 work force base by 2022 as a result of demographic factors. 
The projected potential maximum reduction is higher than the national mark in the West (three prairie 
provinces) and British Columbia and lower in Ontario, Québec, and Atlantic Canada. In addition, we project:

 A potential maximum 43 percent reduction in the industry’s management ranks over the next ten 
years with the greatest hit affecting the senior management level; and

 Substantial potential reductions in the occupations of information technology (33 percent), claims 
(29 percent), underwriting (28 percent), and risk management (28 percent).

2007 2012
Median Retirement Age (full-time) Median Retirement Age (full-time)

Male Female Male Female
Region/Province Region/Province

Atlantic DS DS Atlantic 59 57
Quebec NA NA Quebec 60 59

East7 60 59 East 60 59
Ontario 62 61 Ontario 61 60

West8 58 59 West 58 58
British Columbia 58 59 British Columbia 60 59
Canada 59 60 Canada 60 59

Occupation Occupation
Actuarial NA 58 Actuarial 55 60
Underwriter 60 60 Underwriter 60 60
Claims 59 60 Claims 59 59
Broker/agent 64 60 Broker/agent 61 60
Information technology 58 59 Information technology 59 58
Sales & service 60 59 Sales & service 58 60
Management 59 58 Management 60 57
Senior management 61 59 Senior management 60 59
Middle management 59 62 Middle management 59 57
Other management 58 57 Other management 59 57

Risk management 65 58
Company Size Company Size

<500 61 59 <500 63 59
500-999 60 60 500-999 59 57
1,000+ 59 59 1,000+ 60 59

Company Type Company Type
Crown Corporation 58 59 Crown Corporation 58 57
Private sector 61 60 Private sector 61 60

7 The Atlantic provinces and Québec constitute the East region. Records for Atlantic Canada and Québec were combined for both 
analytical and data suppression reasons. In 2007, there were only 18 retirements in the four Atlantic provinces and 64 in Québec.

8 The West region includes Manitoba, Saskatchewan, and Alberta.
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A Demographic Analysis of the P&C Insurance Industry 
A national projection based on our reference scenario identifies a 21 percent reduction in the industry’s 
2012 work force base by 2022. From a demand perspective, projections of consumer spending by R.A.L. 
Consulting Limited indicate that there will be above average growth for the products of the property and 
casualty insurance industry. This growth may add additional pressure to recruit and retain workers. 

The industry may well be able to cope with reduced supply and increased demand through efficiency gains 
attributable to the use of new technology. Alternatively, it may need to find more employees as a result of 
both attrition and increased need.

CONCLUSION: What would be the industry age profile if large numbers of younger employees had not 
been recruited over the last five years? Substantial recruitment activity has allowed the industry to, at 
best, stabilize the aging trend and counter the impact of retirement. Going forward it will be imperative 
to recruit (and retain) at a level that mitigates the potentially adverse impacts of demographic trends, 
in terms of both supply and demand pressures.

Which positions will be the most urgent to recruit?

From the employer’s perspective, claims staff remains the most difficult and urgent to recruit (for example, 
accident benefit adjuster). One in three of the employees who retired between 2007 and 2012 worked in 
claims (see Table II-54). From the employee’s perspective, someone working as a commercial underwriter 
has a one in two chance of leaving her or his current employer within the next five years (compared to one 
in three for all occupations). Excluding management, the three highest median ages by occupation are 
(Table II-30): risk management, information technology, and claims. Front line managers (both sexes) have a 
median age of 44; middle managers, 47; and senior/executive managers, 50. These data point to a high 
potential for retirement over the next ten years (the data in Table II-54 show that one in five employees who 
retired between 2007 and 2012 were managers).

Table II-54: Terminations by Reason and Occupation (percent)

2007

Reason

Occupation

Actuarial
Under
writer Claims

Broker/ 
Agent IT

Sales & 
Service Mgmt.

Risk 
Mgmt.

Death 0.9 14.7 22.9 23.9 7.3 11 19.3 NA
Retirement 0.4 14.2 35.7 12.5 6.3 6.9 24.0 NA
Non-
voluntary 0.3 8.9 27.8 18.4 6.9 28.9 8.6 NA
Voluntary 1.3 23.9 40.6 1.9 7.4 18.4 6.5 NA
All 0.8 15.5 33.5 11.3 7.1 23.1 8.8 NA

2012

Reason

Occupation

Actuarial
Under
writer Claims

Broker/ 
Agent IT

Sales & 
Service Mgmt.

Risk 
Mgmt.

Death 1.3 12.8 33.3 6.4 3.8 19.2 19.2 3.8
Retirement 0.7 16.4 35.5 7.1 4.6 15.2 19.9 0.6
Non-
voluntary 1.2 11.6 30.7 2.6 6.0 38.8 7.5 1.6
Voluntary 1.2 13.7 35.3 8.6 3.9 29.1 6.3 2.0
All 1.1 13.4 34.2 7.0 4.5 30.1 8.0 1.8
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Key Findings and Conclusions
Table II-30: Industry Median Age by Sex, Employment Status, and Occupation

CONCLUSION: Although recruitment urgency is moderate overall, there are occupations where the 
urgency is higher (for example, claims).

Retention

What has been the general pattern for retention?

The industry's human resource management professionals have a heightened sense of the importance of 
retention but this issue is still deemed to be of somewhat lesser importance than recruitment. Changing 
economic conditions are perceived to have a somewhat greater impact on retention than continuing 
organizational consolidation within the industry. One-half (50 percent) of the respondents to the 2011 survey 
indicated that they had lost from one to 49 employees through voluntary exit during the previous two years. 
The share for involuntary exit was 64 percent, and the share for retirement was 77 percent. On average, three-
quarters (73 percent) of exited employees who remained employed stayed within the industry. 

The results of the employee survey point out that job satisfaction is high, both in general and with regard to 
specific aspects of work (for example, compensation). Furthermore, a competitive salary is the highest rated 
aspect of the ideal job. The majority of respondents have worked for only one employer within the industry. 
In 2012, 66 percent of the under-35 and 54 percent of the 35 to 54 age group respondents would leave 
their current employer for a higher salary. Fifty-six (56) percent of the under-35 respondents and 43 percent 
of the 35 to 54 respondents would leave to pursue career advancement within the industry.

The data in Table VI-1 show that across all occupations retention emerges as a trend at the age of 55. 
Employees who are 55 or older appear to be exiting the industry through retirement. The census data show 
that voluntary terminations account for vast majority of terminations (62 percent) followed by termination 
without cause (14 percent), termination with cause (10 percent), and retirement (9 percent). In 2012, claims 
and sales & service, respectively, each represent substantial shares of both non-voluntary and voluntary 
exits. Seventy-two (72) percent of voluntary resignations are by employees under the age of 40. The under-
40 share for termination without cause is 58 percent and for termination with cause, 71 percent.

CONCLUSION: Retirement is the retention issue that dominates the 55-plus age groups. A substantial 
majority of the voluntary and involuntary exits occur before the age of 40 and salary and career 
considerations factor into these decisions. At present, the level of recruitment activity appears to be 
mitigating the effects of the different types of exit.

2007 2012

Occupation Male 
Full-time

Female 
Full-time

Male
Full-time

Female 
Full-time

Actuarial 27 31 30 30
Underwriter 37 41 35 42
Claims 44 40 41 40
Broker/agent 43 40 39 39
Information Technology 40 43 42 44
Sales & Service 33 35 34 38
Risk Management NA NA 45 45
Management 47 45 47 45
Senior Management 49 47 51 49
Middle Management 46 45 47 47
Other Management 44 45 44 44
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What are the retention trends for specific occupations?

Across all occupations, human resource management professionals perceive that, on average, retention is 
not difficult. The occupations of broker/agent and accident benefit adjuster, respectively, are viewed as 
somewhat difficult to retain (see Table III-12). In general, retention is made more difficult when there are 
limited career prospects within the organization. It is made less difficult when there is a fit between 
employees and the corporate culture and companies attempt to accommodate work/life balance issues.

Table III-12: Retention Difficulty by Occupation, Past Two Years (score)

The perception that retention is not difficult corresponds with the finding from the employee survey that 
the general level of job satisfaction is high across all occupations. Yet, persons working as either casualty 
adjusters or actuaries are more likely to leave their current employer to obtain a higher salary. If limited 
internal career opportunities are perceived as making retention more difficult, this factor is counterbalanced 
by the perception of substantial majorities of employees in both 2009 and 2012 that their opportunity for 
career advancement within their organization and the industry is either excellent or good.

As noted earlier, the analysis of the census data (see Table VI-1) suggests that retention may be an issue for 
the occupation of information technology. The employee survey data tell us that employees working in this 
area are more likely to exit to make better use of their training and skills.

CONCLUSION: Retention is an issue for a few occupations but overall the level of job satisfaction 
appears to be a mitigating factor.

Occupation Difficulty Score
Broker/agent 50
Accident benefit adjuster 47
Claims adjuster/examiner 41
Commercial underwriter 41
Actuarial 41
Underwriter 40
Commercial CSR/producer 39
Casualty adjuster 39
Marketing/field representative 32
Sales support 31
Customer service representative 28
Information technology 28
Risk management 25
Senior management (all disciplines) 20
Middle management (all disciplines) 20
Claims support 18
Underwriting support 14
Front line management (all disciplines) 13
Average 31

Scores: very difficult = 100/somewhat difficult = 50/not at all difficult = 0
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Key Findings and Conclusions
Has there been more or less use of targeting as a strategy for retaining particular labour market 
cohorts such as youth or mature workers?

In the view of human resource management professionals, targeting as a share of overall retention activity 
was somewhat higher in 2011 than in 2009 but it remained at a low level. The targeting “hierarchy” for 
retention was similar to that for recruitment except that mature workers and youth changed spots at the 
top. Mature workers were the object of programs regarding workplace/job arrangements and financial 
incentives; training and career development was a key emphasis for youth. Targeted retention was 
perceived as serving a number of purposes including meeting specific occupational needs and facilitating 
the management of succession planning (see Table III-20).

Table III-20: Purpose of Targeted Retention (percent)

Work/life balance programs are a targeted retention tool for all labour market cohorts (see Table III-19). This 
approach aligns well with the fact that respondents to the 2012 employee survey cite work/life balance as 
one of the top five aspects of the ideal job (see Table IV-12, above). There is a disconnect between employer 
and employee perceptions regarding the deployment of phased retirement and part-time work as 
retention tools targeted at mature workers. As mentioned earlier, these tools are not available to just over a 
third of workers who are 55 or older.

Table III-19: “Top Five” Targeted Retention Tools by Labour Market Cohort (percent using tool)

Purpose %
Retain specific skills in the company 39
Meet overall staffing needs 35
Manage succession planning 35
Facilitate mentoring of younger workers 32
Meet the needs of specific occupations 26
Replace retiring employees 23
Create greater diversity in the workplace overall 13

Mature Workers (33-67%)
Phased retirement
Pension arrangements
Stock ownership
Retention bonus
Work/life balance programs
Part-time work

Youth (50-71%)
Job rotation
Individualized career development
Work/life balance programs
Mentoring 
Technical expertise development & networking

Career Changers (40-46%)
Individualized career development
Pension arrangements
Mentoring 
Work/life balance programs
Technical expertise development & networking
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CONCLUSION: The use of targeted retention tools has increased over the past few years and embraces 
cohorts other than mature workers and youth. However, the level of activity remains low and some 
cohorts (for example, Aboriginals) are “under-targeted”.

Has the effectiveness of targeting as a strategy increased or decreased?

In 2009, only six percent of human resource management professionals did not know how many 
employees had been retained by the deployment of targeted tools during the previous year. Fifty (50) 
percent said fewer than ten; 25 percent, 50 or more. In 2011, almost one-half (47 percent) of respondents 
did not know how many had been retained over the past two years. One-quarter (24 percent) estimated 
that 10 to 49 employees had been retained as a result of targeting.

In terms of comparative effectiveness, 13 percent of 2011 respondents versus 31 percent in 2009 felt that, 
compared to other tools, targeted tools facilitated retention “to a great extent”.

CONCLUSION: The effectiveness of targeted retention appears to be an area that has not been 
systematically assessed by the industry’s human resource management professionals. In addition, their 
perception of the effectiveness of targeting has declined dramatically.

Which positions will be the most urgent to retain?

The perception of the industry’s human resource management professionals is that, on average, retention 
of specific occupations is “somewhat urgent” over the next two years. With the exception of the occupation 
of marketing/field representative, the seven most urgent retention priorities are the same as the seven most 
urgent recruitment priorities (see table on next page). Retaining accident benefit adjusters is rated as the 
most urgent priority followed closely by casualty adjusters. The least urgent occupations to retain are 
underwriting support, sales support, and claims support, three positions that are perceived as having low 
levels of retention difficulty and low levels of recruitment difficulty. 

Internationally-trained Professionals (29-100%)
Day care support
Job rotation
Work/life balance programs
Individualized career development
Mentoring 

Aboriginals (13-29%)
Job rotation
Work/life balance programs
Mentoring 
Individualized career development
Stock ownership
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Key Findings and Conclusions
Retention and Recruitment Urgency by Occupation, Next Two Years (score)9

Our analysis regarding the likelihood of employee exit over the next five years and the age profile of 
particular occupations applies to retention as well as recruitment.

CONCLUSION: Although retention urgency is moderate overall, there are occupations where the 
urgency is higher (for example, claims).

Strategic Work Force Planning

The results of the survey of human resource management professionals clearly shows increased use of four 
tools associated with the process of strategic work force planning: retirement forecasts, demographic 
profiling, exit interviews, and succession planning. On average, the tools are perceived as “somewhat 
effective”. Effectiveness is perceived as lower regarding succession planning for non-management 
employees.

CONCLUSION: The industry’s senior human resource management professionals are increasingly 
engaged in strategic work force planning. There appears to be room for improvement in the 
effectiveness of this type of planning.

Occupation
Retention 

Urgency Score
Recruitment 

Urgency Score

Accident benefit adjuster 75 68
Casualty adjuster 72 69
Marketing/field representative 69 39
Actuarial 66 59
Claims adjuster/examiner 65 59
Commercial underwriter 65 56
Underwriter 64 52
Commercial CSR/producer 60 36
Middle management (all disciplines) 58 39
Senior management (all disciplines) 56 43
Risk management 50 47
Front line management (all disciplines) 50 39
Broker/agent 50 60
Information technology 45 45
Customer service representative 44 38
Claims support 36 29
Sales support 30 23
Underwriting support 29 25
Average 55 46

Scores: extremely urgent = 100/somewhat urgent =50; not at all urgent =0

9 For the purpose of this Executive Summary, this table represents a combination of Table III-6 and Table III-17 in the Full Report.
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Executive Summary
SWOT Analysis

Overview

A SWOT analysis is typically an important part of any strategic thinking process. Strengths are what the 
property and casualty insurance industry, either collectively or at the individual company level, is currently 
doing well. Weaknesses can be divided into three categories: what the industry is not doing well; what the 
industry is doing but should not; and what the industry is not doing but should. Opportunities emerge from 
a consideration of strengths and weaknesses. Pursuing opportunities will allow the property and casualty 
insurance industry to fortify existing strengths, create new strengths, and mitigate or eliminate weaknesses. 
Threats represent the constraints that militate against the successful pursuit of opportunities.

We approach the development of recommendations for action by the industry from a SWOT perspective. 
Our detailed analysis can be distilled into a listing of strengths and weaknesses. Opportunities can be 
derived from this assessment. These opportunities form a basis for action. The practicality of any 
recommended action must factor in threats.

Industry Strengths (not in order of importance)

 Heightened awareness of recruitment and retention as strategic human resource management issues

 Vigorous recruitment to mitigate the impact of retirement

 Availability of full-time positions, mostly permanent

 Increased utilization of targeting as a strategy for both recruitment and retention

 Greater use of strategic work force planning tools: retirement forecasts, demographic profiling, exit 
interviews, and succession planning

 Consistent and effective financial support for the acquisition of industry-recognized certification by 
employees

 High level of employee job satisfaction

Weaknesses

 Recruitment and retention of employees working in claims occupations

 Potential for substantial retirement by managers at all levels

 Insufficient targeting of labour market cohorts other than youth and mature workers, i.e., career 
changers, internationally-trained professionals, and Aboriginals

 Program gaps in the targeting of mature workers (for example, availability of phased retirement 
programs)

 Perceived decline in the effectiveness of targeting especially with regard to retention tools

 Imperfect measurement of targeting effectiveness

 Low entry to exit ratios compared to the labour force overall

 Lower effectiveness of succession planning for non-management employees

 High under-40 share of voluntary and involuntary exits
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Opportunities

 Diversification of the targeting of labour market cohorts

 Renewed focus on retention 

 Training for the next generation of managers

Threats

 Complacency regarding the need for action

 Jeopardizing the long-term sustainability of the industry’s work force by focusing on short-term 
economic factors

 Potential for a higher level of retirement over the next ten years as all members of the boomer 
cohort move past the age of 55

 Failure to train and develop the next generation of managers on a proactive basis

 Failure to analyze the industry’s situation on a systematic and timely basis and to make appropriate 
corrections in recruitment and retention strategies
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Executive Summary
RECOMMENDATIONS

On balance, the property and casualty insurance industry in Canada is doing a number of things right with 
respect to recruitment and retention. However, there is always room for improvement. It is with an 
emphasis on improvement that we put forward three principal recommendations.

RECOMMENDATION: The industry's targeted recruitment and retention strategies must be 
diversified by placing greater emphasis on labour market cohorts that have historically received 
less attention. Youth are the traditional target of recruitment and retention programs. In the past 
few years, mature workers have emerged as an important target. Over the next 10 years, it is 
imperative that three other labour market cohorts – career changers, internationally-trained 
professionals, and aboriginals – receive greater emphasis in targeted recruitment and retention 
programs. Actions to implement this recommendation should be taken at both the company and 
industry-wide levels.

The thrust of this recommendation is to align industry recruitment and retention programs with the 
changing realities of Canada's labour market:

 By 2031, the visible minority share of Canada's population is projected to be 31 percent.10 In 2031, 
over one-third (36 percent) of Canadians in the 15 to 44 age group, the younger side of the labour 
force source population, will belong to a visible minority group. This compares with a one-fifth (19 
percent) share in 2006.11 

 In 2020, the boomer cohort will range in age from 54 to 73 years in age; the bust, from 41 to 53; and 
the echo, from 25 to 40. The millennium bust cohort will range in age from 10 to 24. A projection of 
Canada’s labour force by age and sex for the period from 2010 to 2020 prepared by R.A.L. 
Consulting Limited suggests that:

 Both the under-25 and 40 to 49 age groups will decline by around six percent as the 
millennium bust and bust cohorts, respectively, move through these age groups.

 The size of the prime labour market cohort (25 to 54) will increase by less than three percent.

 The 55-plus age group will grow by 27 percent (the 55 to 64 age group by 24 percent).

Therefore, in Canada’s aging and more diverse labour market:

 the supply of youth will be tighter;

 there will be an overlap between the youth and visible minority cohorts;

 there will be fewer workers in their forties and early fifties to assume management positions or to fill 
professional jobs that require a degree of experience; and

 there will be a surplus of mature workers.

Given these trends, a diversified and targeted approach to recruitment and retention are essential.

10 Statistics Canada, Demography Division, Projections of the Diversity of the Canadian Population: 2006 to 2031. Ottawa: Minister of Industry, 
2010. Calculated from data contained in Table A-1, page 43 (Scenario B - Reference scenario). There is currently a substantial overlap 
between the visible minority and internationally-trained professional cohorts.

11 Projections of the Diversity of the Canadian Population: 2006 to 2031, Figure 9, page 24.
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The Institute’s current and past research provides additional insight into the demographic and related 
characteristics of the three “under-targeted” groups. In our 2009 study, we analyzed the situation of 
Aboriginals as a labour market cohort.12 The results of the 2012 employee survey shed greater light on the 
respective profiles of career changers and internationally-trained professionals.

Respondents to the employee survey were asked if they had ever worked in another industry and if so, for 
how long. We view respondents who said that they had worked outside the property and casualty 
insurance industry as career changers. Based on this definition, 63 percent of the respondents were career 
changers. How does their profile differ from respondents who have only worked in the industry? For the 
most part, there are few differences but career changers:

 Are more likely to be men (34 versus 28 percent).

 Have a median age of 42 (same as those who have only worked in the industry).

 Have worked fewer years both for their current employer and in the property and casualty 
insurance industry.

 Have worked outside the industry an average of six years (median = 5.0).

 More likely to state that previous experience at another employer was a factor in their most recent 
promotion.

 More likely to leave their current employer to obtain a higher salary or to advance their career 
within the industry.

Respondents were also asked whether they had attained their highest level of education in Canada or 
elsewhere. We view respondents who said that they had attained their highest level outside Canada as 
internationally-trained professionals. Based on this definition, 15 percent of the respondents were 
internationally-trained professionals. How does their profile differ from respondents who attained their 
highest level of education in Canada? Internationally-trained professionals:

 Have a slightly lower median age (41 versus 42).

 Are less likely to have been born in Canada (50 versus 85 percent).

 Are less likely to be an Aboriginal person

 Are more likely to have a university graduate or professional degree.

 Are less likely to have obtained the CIP designation (20 versus 32 percent).

 Are less likely to have worked in the industry for 20 or more years.

 Are more likely to earn under $50,000 annually (40 versus 32 percent).

 Are less likely to have been promoted by their current employer (47 versus 57 percent).

 Are less likely to regard good pension benefits and adequate paid time off as aspects of an ideal job.

12 Insurance Institute, A Demographic Analysis – Part II: Recruitment and Retention Issues in the P&C Insurance Industry in Canada, Full Report. 
Toronto: The Insurance Institute of Canada, 2009.
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Recommendations
RECOMMENDATION: Although the perceived and actual importance of retention has increased in 
recent years, it is still considered an issue of lesser importance than recruitment. Given the trends in 
Canada's labour market, this is a perception that must change. Increasingly, as the supply of 
younger workers grows more slowly, recruitment will need to focus more on attracting workers 
already in the labour force and retention will have to ensure that an organization's existing workers 
are not unduly tempted by the potential advantages of working for a new employer. 

Retention programs should target two key labour market cohorts. The first is workers in their thirties 
who are the most likely to leave an organization through either voluntary or involuntary means. The 
second is mature workers who are the most likely to leave through retirement but who have expressed 
in the employee surveys of 2009 and 2012 a clear preference for continuing to work on a part-time 
basis with their current employer. In a more slowly growing labour market as a result of the aging 
trend, these are two groups of employees that the industry’s companies cannot afford to lose.

In the design of targeted retention programs, the industry should pay close attention to the wealth of detail 
contained in this report. In particular, the findings of the employee survey, cross-tabulated by variables such 
as age and sex, provide insight into the preferences of the targeted groups. The following example 
illustrates the point. Flexible work arrangements and accommodation of work/life balance are among the 
top five aspects of an ideal job for each of the under-35, 35 to 54, and 55-plus age groups. Therefore, these 
two factors should be taken into account in designing retention (and recruitment) programs. The nuance is 
that given where the employees in the three age groups are positioned in terms of the life cycle different 
meanings will be ascribed to the concepts of flexible work and work/life balance. The research upon which 
this report is based as well as follow-up projects can support successful retention initiatives.

RECOMMENDATION: Given the potential maximum reduction in the industry’s management ranks 
due to retirement, management training and education remains a high priority. Employees in the 
feeder group to management (i.e., under the age of 45) must be trained on a proactive basis. 
Consideration should be also given to creating post-retirement employment for managers based 
on the need to mentor both new recruits to the management occupation or current managers who 
are stepping up a level (for example, from front line to middle management).

Under the high scenario retirement projection, up to one-half of managers could retire over the next ten 
years (see Table V-8). Potential attrition is projected to be greatest at the senior management level. The 
results of the employee survey tell us that managers are much more likely than non-managers to take 
courses on “leadership” and “management/supervisory skills”. For example, while in 2011 45 percent of 
front-line managers took a course in management/supervisory skills, no more than 11 percent of 
employees in any of the non-management occupations took a similar course. The cohort that will move 
into the management ranks over the next ten years is the smaller bust cohort. These trends and a number 
of others suggest that succession planning for managers remains important and that training and 
development on a proactive basis is a key component of the planning process.
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Table V-8: Projected Maximum Work Force Reduction due to Retirement by Occupation, 
High Scenario, Both Sexes, 2012 – 2022 (percent)

Last Word from the Consultant

With the completion of this report, the property and casualty insurance industry in Canada has shown itself 
to be at the forefront of the need to manage the impacts of demographic change on its work force. 
Through the leadership of the Insurance Institute of Canada, the industry is not only building up 
systematically a body of knowledge about its work force but is also acting upon that knowledge. It has 
embraced the recommendations of previous reports and focused more intensely on the need to both 
recruit and retain its professional employees. We trust that this commitment to strategic work force 
planning will be carried on over the next few years through the implementation of the recommendations 
made in this report.

% Reduction in 2012 Work Force

Occupation
2012 Sample 2007 Sample

Differential
2012-2017 2017-2022 2012-2022 2012-2017

Actuarial 4 5 9 2 1
Underwriter 15 15 28 13 2
Claims 16 15 29 14 3
Broker/agent 14 12 24 10 3
Information technology 18 19 33 15 3
Sales & service 10 12 20 8 1
Management 23 26 43 21 2
  Senior management 32 30 53 21 11
  Middle management 20 24 39 18 2
  Other management 20 24 39 20 0
Risk management 16 15 28 NA
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This document represents the Executive Summary of the Demographic Analysis of the Property & Casualty Insurance 
Industry in Canada 2012 – 2022. A Full Report as well as an Executive Brief are also available in hard-copy or as downloads 
from the Insurance Institute’s website:  www.insuranceinstitute.ca/research. A series of seminars on this research, 
presented by the consultant Richard Loreto, are being hosted across the country from February 13 to April 18, 2013.
For more information, please visit: www.insuranceinstitute.ca/research. 
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“The Insurance Institute of Canada is proud to have conducted this important demographic research study of the 
property and casualty industry on its behalf,” says Peter Hohman, president and CEO of the Institute. “We know 
that the �rst two studies provided information that was of value to our stakeholders and the industry. The research 
has informed the initiatives of the Institute’s Career Connections program, the introduction of the new FCIP program 
and other professional development o�erings. We anticipate that this third study will provide further information 
for employers’ recruitment and retention strategies and that collectively, these demographic studies will help to 
address their future human resource requirements.” 

For more information, please visit: www.insuranceinstitute.ca/research.
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