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The 2012 research study involved three phases 
(between September 2011 to September 2012):

Survey of senior HR professionals 
in the industry (26 respondents) 
to identify their perceptions on the 
issues of recruitment and retention.

Survey of current industry employees 
to identify their perceptions on career 
development. 4,020 employees from 
21 insurance organizations responded, 
a 29% response rate.

» margin of error = ± 1.3%

Demographic analysis of the  
industry’s work force based on  
“census” data – 80,000 records – 
supplied by 4 provincial regulators 
and 29 employers (20 participated 
in both 2007 and 2012). 

» margin of error = ± 0.5% 

From this first Institute study,  
we learned that:
• The industry’s workforce was aging 
• Industry employees tend to retire younger 
• Retirement projections will have a 

significant impact on the industry 
(25 percent could retire between 2012-2017) 

This second report was compiled as a 
resource guide to help organizations 
create the strategies needed to meet 
their future hiring needs, training and 
development assessments and the 
potential leadership gaps.

20
07

-1
7

20
09

20
12

-2
2 This third study replicates the census 

of the industry’s workforce five years 
after the first census and investigates 
the impact, if any, of recent economic and 
other events on employment trending 
and to again forecast the industry’s future 
human resource requirements. 

Human capital issues – such as recruitment, 
retention and succession planning, 
education and training – continue to be at 
the forefront of industry concerns.

The Insurance Institute of Canada has been 
conducting demographic 
research, on behalf of the 
industry, since 2007.

Objectives:
• Provide information that is valuable to 

industry employers as they develop  
and implement appropriate human 
resources strategies

• Inform the initiatives of the Institute’s 
Career Connections program

• Influence the program offerings of the 
Institute, so as to meet the education and 
training needs of the industry’s work force



How has the
demographic
composition
of the industry’s
work force 
changed between  
2007 & 2012?

Four measures that depict change.

Demographic 
profiling
Industry versus labour market, 2012
Over 15% of Canada’s labour force is in the 15 to 24 
age group but only just over 5% of the industry’s 
work force. At the other end of the spectrum, a 
little more than 14% of the labour force are in the 
55 to 64 age group compared to almost 13% in the 
property and casualty insurance industry.

Median age 
& gender
50% of the male work force is below 40.5 
and female work force is below 41.0. 
Across all industries in Canada, 47% of  
the labour force are below the age of 40.

Cohort analysis
The industry’s demographic composition has 
changed noticeably over the past 5 years, 
especially with respect to its age structure. The 
best indicator is Foot’s template of the boom, 
bust, and echo cohorts. The echo cohort has 
increased at the expense of the boom cohort. 
As a result, in 2012 the industry’s work force is 
both younger and more aligned with Canada’s 
labour force than was the case in 2007. 

Entry to  
exit ratios
For every 10 employees aged 55 - 64 who could 
retire, the industry is only recruiting 4 under 25. 
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20 companies increase number of
employees by 40% in 5 years.

Recruiting for all roles 
is somewhat difficult More difficult

Actuary 
Accident benefits adjuster 
Claims adjuster/examiner

(Experienced)

Too few qualified external candidates
Too few qualified internal candidates
Uncompetitive compensation levels 

Failure to accommodate work-life balance issues

Less difficult

Customer service & technical 
support positions in claims, 
underwriting and sales
(Entry)

Employee referrals 
Competitive compensation levels 
Employer of choice 
Accommodation of work-life balance issues

Has recruitment 
increased?
Yes! Recruitment has increased noticeably, despite 
the degree of economic turbulence since 2008.

What have been the trends with 
respect to specific occupations?

4 factors 4 factors

Importance:
Majority of HR say recruitment is important:

2007
2012

Impacting recruitment:
Majority of HR indicated the following impacted recruitment 
to some or a great extent:

More employers hired 
100+ employees in 
previous 2 years:

ECONOMIC
CONDITIONS

ORGANIZATIONAL
CONSOLIDATION

75%

75%

87%

77%

67% 20%

7%

N N Change (N) Change (%)

Occupation 2007 2012 2007-12 2007-12
Actuarial 141 263 122 87
Underwriter 2,111 2,856 745 35

Claims 5,125 6,881 1,756 34

Broker/agent 21 28 7 33

Information technology 1,335 1,507 172 13
Sales & service 3,067 4,648 1,581 52
Management 1,936 2,918 982 51

Senior management 309 331 22 7

Middle management 912 1,133 221 24

Other management 715 1,454 739 103
Risk management NA 164 NA NA

Total 13,736 19,265 5,529 40%

X

2007 

42%
2012 

57%

To some extent To a great extent



Recruitment & retention is somewhat 
urgent over the next 2 to 5 years More urgent

All claims roles 
Broker/agent 

Actuary 
Commercial underwriter

Less urgent

Customer service & technical 
support positions in claims, 
underwriting and sales

Conclusion: Despite substantial recruitment across most occupations in the last 5 years, recruitment is perceived 
as ‘somewhat difficult.’ Three occupations are difficult to recruit and retain: actuary, accident benefits adjuster, 
and claims adjuster/examiner. Recruitment is made easier by employee referrals and a competitive compensation 
package to offer. Retention is mitigated by high employee job satisfaction. 

Impacting retention:
Majority of HR indicated the following impacted retention 
to some or a great extent:

Job satisfaction: Employment 
duration:

Exits: % of exits who stayed 
employed in the industry:
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of current employees 
got their first insurance 
job as a result of a 
direct referral from 
family or friend 
(working in insurance). 

Accommodating  
work-life balance issues 
increased substantially 
from 2007 (21%) to 
2012 (54%) as a factor 
making recruitment 
less difficult.

remain the most 
difficult provinces 
to recruit in.

Importance:
HR have a heightened sense of the importance 
of retention.

2007
2012

59%
77%

44% According 
to HR 

Alberta 
and BC 

14%
Involuntary
with cause

9%
Retirement

10%
Involuntary
without 
cause

What has been the 
pattern for retention?
At present, high job satisfaction, good employment duration, 
and the level of recruitment appear to be mitigating the 
effects of different types of exits.



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.

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.

Has the level of recruitment been sufficient? 
The best answer comes from our analysis of the census data:

Looking ahead 
two years:
% of HR indicating intent to hire:

Projections on 
retirement:
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Projections of exits:

Industry 

28%
Management 

43%

% to fill full- 
or part-time 
positions:

75%
81%
Full-time permanent

14%
Full-time temporary

5%
Part-time

Potential maximum decrease in the 
industry’s 2012 work force by 2022 
could be as high as:

One way to isolate the level of recruitment activity is to assume 
that all employees in a !ve-year age group in 2007 move 
into the next !ve-year age group by 2012. If this occurs the 
di"erential between the age groups in 2007 and 2012 will be 
zero. If the di"erential is above zero (positive), there has been 
recruitment. If it is below zero (negative), there has been exit.

23%
1 year

24%
 2 years

16%
  3 years

6%
 4 years

31%
 5 years



Pg. 3 A demographic analysis of 
the P&C Insurance Industry 
in Canada 2012 - 2022
3 principal recommendations put forward:
• Diversify recruitment and retention strategies

The industry’s targeted recruitment and retention strategies must be diversi"ed – at both the 
company and industry-wide levels – by placing greater emphasis on labour market cohorts that have 
historically received less attention.

• Put greater emphasis on retention 
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.

• Be pro-active about management training and education
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).

Richard Loreto, PhD 
President, R.A.L. Consulting:
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 workforce planning will be carried on over 
the next few years through the implementation of the recommendations 
made in the 2012 report.

Peter Hohman, FCIP, MBA, ICD.D 
President & CEO, 
Insurance Institute of Canada:
The Insurance Institute is proud to have conducted this important 
demographic research study of the property & casualty industry on its 
behalf. We know that the !rst two studies have provided information that 
was of value to our stakeholders and the industry. We know it has informed 
the initiatives of the Institute’s Career Connections program, the 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 

3 major trends revealed:
• Substantial recruitment activity 

has taken place, despite the 
degree of economic turbulence 
in Canada since 2008. 

• To date, the level of recruitment 
has compensated for the level 
of retirement.

• Going forward, the impact 
of retirement should increase 
substantially. Therefore, the level 
of recruitment (and retention) will 
need to increase substantially. 
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