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A Demographic Analysis of the P&C Insurance Industry 
 

Foreword 
 
The Insurance Institute of Canada is proud to present this demographic research study conducted on 
behalf of the industry during the Summer and Fall of 2007.  
 
At the forefront of industry concerns today are such human capacity issues as recruitment, succession 
planning, education and training. The need to attract new entrants to the insurance industry has 
become a resonant call from the industry’s CEOs and HR departments.  
 
In response, The Institute set out to conduct a census of the demographic composition of the 
insurance industry and to forecast human resources needs and capacity into the future.  
 
Our primary objective in conducting this research is to provide information regarding future hiring 
needs, training and development requirements and potential leadership gaps. We know the industry 
will benefit from:  
 

• data representing a snapshot of the industry today that is not currently available,  
• some much needed predictions regarding human resource capacity in the industry in the 

future, and  
• recommendations for addressing the identified needs. 

 
We would like to thank the 43 insurance and reinsurance companies, adjusting firms and brokerage 
firms participated in the study, as well as the four insurance councils/regulators that provided 
demographic data on their membership. We were extremely pleased with the response and the 
submission of nearly 91,000 records (total represents 28,300 records of active employees within 
organizations, 12,500 terminated records, and 50,000 records from four regulatory bodies across the 
country).  
 
Due to the high number of records received, the data analysis is highly credible and representative. For 
instance, the industry data not only compares with significant confidence levels to the Statistics 
Canada data from the Labour Force Survey and 2001 Census, but also is verifiable when company data is 
cross-tabulated with the data from the regulatory bodies. The research consultant is extremely pleased 
with the data analysis for this preliminary census of the industry.  
 
As this is the first effort to explore the demographics of the industry, there may be gaps in the 
research, understandably. We expect that the data will confirm what we know, or believe anecdotally, 
to be true. We anticipate that most will find analysis which was not known and which has meaning 
and implications for the future human resource capacity issues of the industry. We are confident that 
the research provides information that is of value to our stakeholders and the industry.  
 
We would like to express our appreciation to the project team at R.A.L. Consulting, and in particular 
Richard Loreto, for his guidance and expertise through this research study and writing of the report.  
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A Demographic Analysis of the P&C Insurance Industry 
 

Part I – Introduction 
 

Purpose and Objectives of the Report 
 

This report has been researched and written by R.A.L. Consulting Limited of Hamilton, Ontario under 
contract to The Insurance Institute of Canada. The purpose of the report is to: 
 

• Analyze the demographic characteristics of selected occupations within the work force of the 
property and casualty insurance industry in Canada; and  

• Establish a sound empirical foundation for the development of effective recruitment and 
retention strategies by the industry’s employers and provincial and national associations. 

 
The specific research objectives of the report are to: 
 

• Analyze statistical data on insurance industry occupations in Canada that are available from 
Statistics Canada. 

• Develop demographic profiles of both current and terminated employees by occupation from 
data supplied by participating employers and provincial regulators within the property and 
casualty insurance industry. 

• Analyze the linkages between industry demographic profiles and current demographic 
profiles of Canada’s labour force at the provincial and national levels. 

• Conduct a survey of the perceptions of senior human resources professionals within the 
industry on the issues and trends impacting the recruitment and retention of workers in the 
selected occupations. 

• Identify the degree to which the perceptions of senior human resources professionals are 
consistent with the demographic realities of the industry. 

• Project the change in the property and casualty insurance industry’s professional work force 
for the period from 2007 to 2017 that is attributable to demographic factors. 

• Identify, on the basis of the research, the strategic implications of demographic trends for the 
property and casualty insurance industry's professional work force and make appropriate 
recommendations regarding the management of demographic change. 

 
Conceptual Approach 

 
Our approach to the demographic analysis contained in this report is based on the pioneering work of 
David K. Foot.1 Foot's central contention is that “… demographics explain about two-thirds of 
everything.”2 Although demographic analysis utilizes a wide range of data (for example, birth and 
death rates), Foot observes that the most useful variable for projecting economic behaviour is the age 
composition of the population. 
 
In this report, we adapt the general principles of Foot’s approach to analyze the implications of 
demographic change for both Canada’s labour force and the professional work force of the property 
and casualty insurance industry. 

                                                 
1 David K. Foot with Daniel Stoffman, Boom, Bust & Echo: Profiting From the Demographic Shift in the 21st Century  

(Toronto: Stoddart Publishing Co. Limited, 2000). 
2 Ibid., page 8. 
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Part I – Introduction 
 

 
 

Data Sources and Collection 
 
Given the current labour market and apparent industry concerns about recruitment and retention, The 
Insurance Institute of Canada (The Institute), the educational arm of the industry, recognized that a 
comprehensive demographic research project was needed. The research project not only required 
retaining an external consultant with expertise in the demographic analysis of Canada’s labour force 
but also a new approach to data collection.  
 
The new approach involved conducting a “census” of industry employers. In addition, industry 
regulators in the four most populous provinces were asked to share their data on licensees.  
Forty-three (43) insurance employers from across Canada and the four provincial regulators provided 
primary demographic data during the period from August to October, 2007. Data on both current and 
terminated employees in seven occupational categories were collected. The seven categories are: 
Underwriter, Claims, Broker, Senior Management, Middle and Other Management, Sales and Service, 
Actuarial, and Information Technology (see APPENDIX 1).  
 
Subsequently, a survey of Human Resources Professionals in the insurance industry was conducted 
during the period from November to December, 2007 to assess perceptions about recruitment and 
retention issues. Forty-four (44) human resources professionals from across Canada responded to the 
survey.  
 
The research in the report is based on confidential industry data as well as public data. Most of the 
public data are from Statistics Canada. We acknowledge the strategic role of Canada's national 
statistical agency in the collection of demographic, economic, and social data that is important for 
planning and decision-making in both the public and private sectors.  
 
 
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 web site (www.ralconsulting.ca). 
 

Acknowledgement 
 
R.A.L. Consulting Limited gratefully acknowledges the assistance provided by the staff of The Insurance 
Institute of Canada, particularly, Margaret Parent, Director, Professionals’ Division and Ted Hellyer, Vice 
President, Programs. We are also most indebted to the many individuals in the industry who complied 
cheerfully and efficiently with our many requests for data. Notwithstanding the substantial help that 
we received from various quarters of the industry, responsibility for the analysis and recommendations 
of the report rests solely with R.A.L. Consulting Limited. 
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A Demographic Analysis of the P&C Insurance Industry 

Part II – A Demographic Analysis of Canada’s Labour Force  
 

KEY POINTS 

 
 Canada’s labour force consists of those persons 15 years and older who are either working 

full- or part-time or are unemployed. In 2006, the size of the labour force in Canada was 
estimated at 17,592,800 persons. The Canadian labour force increased by 18 percent 
between 1996 and 2006. 
 

 Since 1990, overall labour force participation rates for both men and women have stabilized 
in Canada.  Since 1976, the country’s labour force has become more balanced in terms of 
gender, but men still account for the majority of the labour force participants. 
 

 Boomers (in 2006) account for around one in two workers.3 
 

 The Canadian labour force is aging. Between 1976 and 2006, the entry to exit ratio fell from 
2.8 to 1.4. The aging trend varies somewhat around the country, with the Western provinces 
having the youngest labour forces. 
 

 The annual immigrant flow is a dynamic element in labour force growth in that immigrants 
are disproportionately represented in the 25 to 39 age group. However, across Canada, only 
about one-half of immigrants enter the labour market upon arrival. Most immigrants with an 
identified occupation are in the professional or skilled and technical categories. In addition, a 
substantial majority of immigrants is concentrated geographically in the country’s largest 
provinces and metropolitan areas. 
 

 Immigrants have also brought greater ethnic and racial diversity to Canada’s labour force. 
During the past ten years, over one-half of immigrants came from the Asia and Pacific region. 
By 2017, visible minorities will account for about one-fifth of Canada’s population and will 
exhibit a substantially younger age profile than the rest of the population. 
 

 The impact of inter-provincial migrants, who are also primarily in their twenties and thirties, is 
correlated with the economic cycle. In recent years, Alberta has been the only province to 
benefit substantially from this population flow. 
 

 Over the next ten years with the continued aging of the boomer cohort, four in five of the 
workers added to the labour force will be 55 or older. In addition, there will be a significant 
drop in the number of workers in their forties as the bust cohort enters that age range. 
 

 If current levels are maintained or augmented, the annual flow of immigrants will 
increasingly be a strategic element in labour force growth.  
 

 Aboriginal peoples will be an important source of young workers in Canada’s aging labour 
force. Just less than one-half of aboriginals will be under the age of 25 in 2017.  

 

                                                 
3 See David K. Foot with Daniel Stoffman, Boom, Bust & Echo, Chapter 1. Please note that despite minor variations in the start and end 
years for the three cohorts, Foot’s Canadian references are often used interchangeably with American references  so that the Bust 
cohort may be referred to as Generation  X (born between 1967 and 1979 are aged 28 to 40 in 2007) and the Echo cohort may be 
referred to as Generation Y (born between 1980 and 1995 are aged 12 to 27 in 2007). 
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Part II – A Demographic Analysis of Canada’s Labour Force  
 

 
Chart II-6 

Labour Force, Canada, Change by Age Group and Sex (N), 2006-2016 (projected) 
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A Demographic Analysis of the P&C Insurance Industry 
 

Part III – Insurance Industry Occupations in Canada:  
 A General Demographic Perspective 
 

KEY POINTS 

 
• From the perspective of the property and casualty industry, analysis based on data available 

from Statistics Canada is inherently limited in a number of ways. However, it can provide an 
invaluable historical perspective on trends in the insurance industry as well as a qualified 
check on the validity of trends identified through any analysis of industry-supplied data.  

• An analysis of Statistics Canada data from the Labour Force Survey and 2001 Census shows a 
significant aging trend in the industry’s work force. The aging trend is confirmed by a 
number of indicators: entry to exit ratios, cohort analysis, and demographic profiling. 
Furthermore, it is evident across most of the industry’s professional occupations. 

• The insurance industry remains the domain of boomers, although their share declined over 
the 1990’s. Boomers are especially ascendant in the management ranks. 

• The “feminization” of the insurance industry work force accelerated during the 1990’s but 
appears to have slowed during the current decade. Women are still the minority at the 
senior management level and in “technical” areas such as computer and information 
technology. 

 
 

Chart III-3 
Entry to Exit Ratio by Industry, Canada, 2006  
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Part III – Insurance Industry Occupations in Canada 
 

Table III-2: Percentage Change in Employment by Occupation, Canada, 1996 versus 2006 
 

Percent Change, 1996-2006 
Occupation Both Male Female
Senior Managers 212 207 229
Middle & Other Managers -1 0 -3
Supervisors 82 120 70
Insurance Adjusters & Claims Examiners 80 8 155
Insurance Underwriters 24 26 23
Assessors, Valuators & Appraisers -8 -17 22
Insurance Agents & Brokers -4 -14 6
Computer & Information Systems 84 91 65
Customer Service, Information & Related Clerks 333 507 278
Mathematicians, Statisticians & Actuaries 39 38 41
 
Table III-4: Boomer Share (percent), Selected Occupations, Canada, 1991 versus 2001 
 

Boomer % Share 
Occupational Classification 1991 2001 % Change, 1991-2001
Senior Managers 51 65 27
Middle & Other Managers 55 63 16
Supervisors 70 64 -9
Insurance Adjusters & Claims Examiners 66 59 -11
Insurance Underwriters 71 58 -17
Assessors, Valuators & Appraisers 62 64 2
Insurance Agents & Brokers 59 56 -6
Computer & Information Systems 76 48 -37
Customer Service, Information & Related Clerks 59 41 -30
Mathematicians, Statisticians & Actuaries 70 51 -28
 
Table III-6: Male and Female Shares (percent) by Occupational Classification, 1991 and 2001, 
Canada 
 

% Share, 1991 % Share, 2001 

Occupational Classification Male Female Male Female
Senior Managers 84 16 76 24
Middle & Other Managers 73 27 60 40
Supervisors 24 76 23 77
Insurance Adjusters & Claims Examiners 53 47 40 60
Insurance Underwriters 35 65 27 73
Assessors, Valuators & Appraisers 81 19 74 26
Insurance Agents & Brokers 60 40 47 53
Computer & Information Systems 66 34 73 27
Customer Service, Information & Related Clerks 29 71 29 71
Mathematicians, Statisticians & Actuaries 61 39 59 41
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A Demographic Analysis of the P&C Insurance Industry 
 

Part IV – Survey of Senior Human Resource Management Professionals 
 

Target Population and Purpose of the Survey 
 

The target population of the survey was senior human resource professionals working in a select 
group of 93 companies within the Institute’s membership base. The purpose of the survey was to 
obtain their perceptions on the issues of recruitment and retention of employees in key occupational 
categories. The occupational categories were the same ones employed in the work force demographic 
analysis (Part V), and represent the core occupations within the property and casualty insurance 
industry. They are: underwriter, claims, broker, senior management, middle and other management, 
sales and service, actuarial, and information technology. 
 
The survey questionnaire was designed to solicit their views on both current and future trends and 
developments as well as to provide profile data on their respective companies. The survey results 
represent an important companion piece of research to the demographic analysis presented later in 
Part V.  

 
Survey Sample 

 
Questionnaires were distributed by e-mail. Responses were received from 44 companies. A number of 
observations can be made about the organizational characteristics of the responding companies: 
 

• One-third have 1,000 or more employees; one-half, 500 or more. 
• The three Crown Corporations that serve markets in Western Canada are among the 

respondents. 
• Eight in ten companies are “insurers.”  
• Reinsurer respondents all have less than 100 employees. 
• The majority of direct response companies have 1,000 or more employees. 
• Three-quarters of the independent adjusters are within the 500-999 size range. 
• Compared to the overall membership of The Institute, the sample over-represents mutual 

insurers, direct response insurers, and independent adjusters; under-represents broker 
represented insurers and independent brokers; and mirrors the share for reinsurers. 

 
In addition, four in five companies have offices in different provinces, and one in two companies have 
offices in different types of local communities. 
 

Approach to Data Analysis 
 
The questionnaire consisted of 20 questions: nine questions on recruitment; eight on retention; and 
three on selected organizational characteristics of the respondent’s company. Respondents were 
assured of confidentiality at the individual response level. 
 
An effective survey should both validate what we think that we know and tell us some things that we 
did not know or expect. By this standard, our survey of senior human resource professionals in 
Canada’s property and casualty insurance industry is an effective one. On the one hand, some of the 
findings were not surprising. For example, the difficulty of recruiting and retaining staff in Western 
Canada, especially in Alberta, is common knowledge within the industry. On the other hand, the 
perceived lower urgency to recruit and retain management staff is surprising (although it may be an 
artifact of the two-year time horizon associated with the questions). Also, the low utilization of 
retirement forecasts in all but the largest companies might fall under the heading of a surprise. 
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Part IV – Survey of Senior Human Resource Professionals 
 

 

KEY POINTS 

 
Recruitment 

 
• Recruitment is perceived as “difficult”: 

 Very difficult for brokers and actuaries 
 Somewhat difficult for other occupations  

• Work force size directly impacts 
 Recruitment intensity 
 Perceived importance of recruitment as an issue 
 Perceived difficulty of recruitment 

• Factors identified that “make recruitment less difficult” were 
 Pool of qualified candidates  
 Competitive compensation 
 Positions with career potential 
 Full-time employment 

• The West and small town and rural Canada pose the greatest challenges for recruitment. 
• Recruitment is somewhat urgent over the next two years: 

 Urgency is highest for larger companies, but Crown Corporations are an 
exception to this trend. 

 Urgency is lowest for management positions, especially senior management. It 
is highest for brokers. 

 
Retention 

 
• Retention is perceived as less “important” and less “difficult” than recruitment. 
• Retention of management staff is not perceived as a major problem over the next two years. 
• The salience of retention as an issue is greater for the larger companies. 
• Factors identified that “make retention less difficult” were 

 Competitive compensation 
 Good career prospects within the company 
 Accommodation of work-life balance issues 

 
Human Resource Management Tools 

 
• With the exception of retention bonuses (retention is not perceived as either highly 

important or difficult), the tools are utilized by most companies. 
• Larger companies are more likely to use the tools. 

 
The extent to which these above perceptions of the industry’s senior human resources professionals 
align with the facts and trends that are emerging from the demographic analysis, is further discussed 
in Part VII – Conclusions and Recommendations.  
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A Demographic Analysis of the P&C Insurance Industry 
 

Part V – A Demographic Analysis of the Work Force of the Property and 
Casualty Insurance Industry in Canada 

 

KEY POINTS 

 
Current Employees: Companies 

 
Research Sample 
• The research sample covers over 28,000 employees currently working in the industry across 

Canada. 
• The representative character of the sample is strengthened by its narrow confidence 

intervals at the national and provincial/regional levels of analysis and its reflection of the 
male/female divide within the industry’s work force. 

• The Crown Corporation sub-group within the sample represents the population for that 
sector of the industry. 

• The potential areas of bias within the sample are that it may over-represent large 
companies, especially, the Crown Corporations, and under-represent the occupational 
category of brokers as well as mutual insurance companies. However, the analysis of the 
data from RIBO indicates that the Ontario sample data is statistically comparable to the data 
for the “restricted” category of broker. 

 
Cohort Analysis 
• The industry is somewhat more reliant on boomers (41 to 60 in 2007), both overall and in 

specific occupations, than the labour force as a whole. This finding parallels the results of 
our analysis of data from the 2001 Census. 

• The industry boomer share is highest in the Western provinces (except Alberta); the smallest 
companies; the management group; small towns and rural areas; and Crown Corporations 
and mutual insurers. 

• The younger bust and echo cohorts are most prominent in the largest companies (except 
the Crown Corporations); the actuarial and sales & service occupational categories; and 
direct response insurers. 

 
 
Table V-17: Industry Cohort Shares (percent) by Work Force Size and Sex 
 

Work Force Size 
<100 100-499 500-999 1,000+ 

Cohorts Male Female Male Female Male Female Male Female

Boom 57 56 50 51 54 51 49 48

Bust 33 35 35 35 31 36 37 37

Echo 5 7 8 11 10 11 12 13
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A Demographic Analysis of the P&C Insurance Industry 
 

Table V-18: Industry Cohort Shares (percent) by Occupational Category 
 

Cohorts 
Occupational Category Boomers Bust Echo

Actuarial 14 43 43

Underwriter 48 35 15

Claims 50 36 12

Broker 48 37 10

Information Technology 52 40 6

Sales & Service 32 44 22

Management 70 26 1
 
 
Table V-19: Industry Cohort Shares (percent) by Company Type and Sex 
 

Cohorts 
Boom Bust Echo 

Company Type Male Female Male Female Male Female

Crown Corporation 68 61 23 30 6 7

Broker Represented Insurer 47 49 37 36 13 13

Direct Response Insurer 36 39 47 44 15 15

Mutual Insurer 66 65 21 27 4 6

Reinsurer NA NA NA NA NA NA

Independent Broker 49 52 34 36 6 9

Independent Adjuster 55 47 28 37 7 14
 
 
Table V-23: Industry Median Age by Sex, Employment Status, and Occupational Category 
 
Occupational Category Male Full-time Female Full-time
Actuarial 27.0 31.0
Underwriter 37.0 41.4
Claims 43.6 40.3
Broker 43.0 40.1
Information Technology 40.0 43.1
Sales & Service 33.3 35.0
Management 46.8 45.3
Senior Management 48.7 46.8
Middle Management 46.5 44.5
Other Management 44.3 44.8
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Part V – Analysis of the Work Force of the P&C Insurance Industry in Canada 
 

KEY POINTS 

 
Current Employees: Companies (cont’d) 

 
Median Age 
• The typical full-time industry employee is in her or his early forties. The industry’s median 

age for full-time employees is slightly older than the labour force as a whole. The typical 
part-time employee is in his mid-twenties; the typical female part-time employee is in her 
late thirties. 

• In terms of geography, the Western provinces (except Alberta) have the highest median 
ages within the industry. Employees in the small towns and rural areas are also older than 
those in other types of communities. 

• The youngest employees are found in the largest companies but the Crown Corporations 
are an exception to this trend. The oldest employees work for the smallest companies. 

• Actuaries and sales and service, respectively, are the youngest occupations. 
 

 
 

Chart V-3 
Demographic Footprint #1 

Insurance Industry versus Labour Force, Canada (percent) 
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A Demographic Analysis of the P&C Insurance Industry 
 

KEY POINTS 

 
Current Employees: Companies (cont’d) 

 
Age Profiles 
• The strategic human resource management challenges facing the property and casualty 

industry are evident in “demographic footprints” that the industry makes on the labour 
force. From every vantage point, these footprints create situations of “demographic 
imbalance.” 

• The principle areas of demographic imbalance are: female over-representation in the core 
labour force age groups (25 to 54); over-representation of both men and women in the age 
groups over 40; and female over-representation in the age groups under 40. 

• Demographic imbalance raises issues of recruitment and retention within the different 
segments of the industry’s work force. For example, the “over 40” footprint pinpoints the 
need for the recruitment of younger workers over the next ten years, a period during which 
Canada’s labour market will continue to age. 

 
Entry to Exit Ratios 
• Compared to the overall labour force and to the minimal standard that there should be one 

work force entrant for every worker who can retire, the industry’s entry to exit ratios are low. 
Furthermore, they have been in a pattern of steady decline for some time. 

• Using the yardstick of the entry to exit ratio to measure the impact of work force aging, 
some of the most problematic areas are Western Canada, the small towns and rural areas, 
companies with fewer than 100 employees, mutual companies, and Crown Corporations. 

• From an occupational perspective, actuaries and sales and service employees have the 
highest ratios (all well above one). All other occupations are below one. 

• Assuming that the under-45 age group is the immediate feeder group to management, 
there is less than one worker under the age of 45 for every manager currently in the 
industry’s work force. The occupational categories where the under-45 to 45-plus ratio is 
higher (for example, sales and service) may be potential targets for strategic management 
development or internal recruitment activity. 

 

 
Table V-24: Entry to Exit Ratios by Sex, Industry, and Province/Region 
 

Male Female 
Province/Region Labour Force Industry Labour Force Industry
Atlantic 1.2 0.4 1.5 0.5
Québec 1.2 0.6 1.4 0.9
East 1.2 0.6 1.4 0.8
Ontario 1.2 0.4 1.4 0.5
Manitoba 1.4 0.3 1.5 0.7
Saskatchewan 1.4 0.3 1.6 0.4
Alberta 1.5 0.6 1.8 1.4
West 1.4 0.4 1.7 1.0
British Columbia 1.1 0.1 1.5 0.2
Canada 1.2 0.4 1.5 0.6
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Part V – Analysis of the Work Force of the P&C Insurance Industry in Canada 
 

 
Table V-25: Industry Entry to Exit Ratios by Sex and Company Type 
 
Company Type Male Female Both
Crown Corporation 0.2 0.3 0.3
Broker Represented Insurer 0.5 0.6 0.6
Direct Response Insurer 0.9 1.0 1.0
Mutual Insurer 0.1 0.3 0.1
Reinsurer 1.0 0.0 NA
Independent Broker 0.1 0.2 0.2
Independent Adjuster 0.2 1.1 0.3
 
 

KEY POINTS 

 
Current Licensees (Agents, Brokers, Adjusters): Provincial Regulators 

 
• Data from the four provincial industry organizations ultimately provide a test for the validity 

and representative nature of The Institute data sample. The sample has passed the test on 
several levels. The sample’s sex profile by occupation has essentially been confirmed in 
each of the jurisdictions (with the exception of adjusters in Alberta). The age profile of the 
broker sub-group of the Ontario sample appears to be well aligned. The demographic 
footprints for brokers and agents developed from the analysis of provincial data parallel 
those derived from The Institute sample. 
 

• The analysis of the provincial data exposes some weaknesses in the sample. The sample 
contains younger age profiles for the selected occupations than those found in British 
Columbia, Alberta, and Québec. However, the fundamental reality emerging from the 
analysis of The Institute sample data, that the industry work force is aging, is reinforced 
substantially by the analysis of the provincial data. 
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A Demographic Analysis of the P&C Insurance Industry 
 

Chart V-16 
Demographic Footprint 

 RIBO Restricted versus Brokers in Institute Research Sample, Ontario (percent) 
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KEY POINTS 

 
Companies: Service Profiles of Current Employees 

 
• The most salient fact to arise out of the analysis of data on an employee’s years of service 

with her or his company is that service duration, whatever the measure, is much higher for 
the Crown Corporations than in the private sector. From this central trend springs a number 
of other major trends including the higher experience levels characterizing Western Canada 
and the largest companies. 

• A number of interpretations of the service data analysis are possible in terms what it 
signifies for the issues of recruitment and retention. For example, low service values can 
suggest high recruitment intensity or high work force turnover or both. Furthermore, the 
extent to which the variable of company service is a good proxy for career service is 
unknown. 

 
Companies: Age and Service Profiles of Terminated Employees 

 
• Data on over 12,500 employees across Canada, most of whom had left the industry since 

2000, were analyzed. 
• The prototypical terminated employee was a mid-thirties female working full-time for a 

large private sector company in Central Canada. She likely worked in the claims, underwriter, 
or sales and service areas and had around three years of experience with the company. She 
left on either a non-voluntary or voluntary basis and not through retirement. 
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A Demographic Analysis of the P&C Insurance Industry 
 

PART VI – Retirement Trends and Demographic Work Force Projections 
 

KEY POINTS 

 
• Across the labour force in Canada, the age of retirement has been declining for the past 

thirty years. This trend is discernible for both men and women, whether they work in the 
private or public sectors. 

 
• The median age of retirement for men working in the property and casualty insurance 

industry over the past number of years is 59. For women, the median age is 60. 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. 

 
 
Table VI-1: Median Age of Retirement, Full-time Employees 
 

  Male Female Both
Region 

East 60.1 58.9 60.0
Ontario 62.3 61.4 61.9
West 58.5 58.9 58.5
B.C. 58.0 59.0 58.5
Canada 59.2 59.9 59.5

Occupation 
Actuarial NA 57.7 57.7
Underwriter 60.1 60.1 60.1
Claims 59.1 60.0 59.8
Broker 63.8 60.0 60.5
Information Technology 57.5 58.5 58.0
Sales & Service 60.0 59.0 59.1
Management 59.0 58.1 59.0
Senior Management 61.0 59.3 60.0
Middle Management 59.0 62.2 59.1
Other Management 58.4 56.7 57.1

Company Size 
<500 61.2 59.3 60.1
500-999 60.0 60.4 60.1
1,000+ 58.8 59.3 59.1

Organizational Structure 
Crown Corporation  58.0 58.7 58.1
Private Sector 60.5 60.0 60.3

 

The Insurance Institute of Canada   15 



A Demographic Analysis of the P&C Insurance Industry 
 

KEY POINTS 

 
• Regionally, Ontario has the highest retirement age. Among the industry’s occupations, 

brokers exhibit the highest age. Companies with fewer than 1,000 employees have a higher 
age than larger companies. The retirement age for the industry’s private sector is higher 
than it is for the Crown Corporations.  

 
• One-half of the employees in The Institute’s retirement sample retired before the age of 60. 

Four-fifths retired before the age of 65. There is some variation in these trends by region, 
occupation, work force size, and company type. For example, 63 percent of the retirees in 
the Crown Corporations retired by 60; 96 percent, by 65. 

 
 
Table VI-5: Projected Maximum Decrease (percent) in Industry Work Force as a Result of 
Retirement: By Region, Occupation, Work Force Size, and Company Type, 2007 to 2017 

 
Region Projected Decrease (%)
East 23
Ontario 18
West 29
British Columbia 38
Canada 25
Occupation %
Actuarial 4
Underwriter 24
Claims 26
Broker 23
Information Technology 26
Sales & Service 16
Management 40
Senior Management 42
Middle Management 32
Other Management 40
Work Force Size %
<500 26
500-999 26
1000+ 26
Company Type %
Crown Corporation 39
Private Sector 20
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PART VI – Retirement Trends and Work Force Projections 
 

 

KEY POINTS 

 
• We project a maximum decrease of 25 percent in the industry’s 2007 work force base by 

2017 as a result of demographic factors. The projected decline will be greater than the 
national mark in Western Canada, the management category, and for Crown Corporations.4 

 
• The retirement challenge is “back-end loaded.” The full impact of the retirement wave will 

hit during the 2012 to 2017 period. 
 
• 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.  

 

 
Table VI-6: Projected Maximum Decrease (percent) in Industry Work Force as a Result of 
Retirement: By Region, Occupation, Work Force Size, Company Type, and Time Period 

 
Region 2007 2012 2017
East 3 10 23
Ontario 2 8 18
West 4 14 29
BC 6 20 38
Canada 4 12 25
Occupation 2007 2012 2017
Actuarial 0 2 4
Underwriter 3 11 24
Claims 4 12 26
Broker 5 12 23
IT 4 11 26
Sales & Service 3 8 16
Management 6 20 40
Senior Management 5 21 42
Middle Management 4 14 32
Other Management 7 20 40
Company Size 2007 2012 2017
<500 6 14 26
500-999 4 12 26
1000+ 4 12 26
Organizational Structure 2007 2012 2017
Crown Corporation 6 19 39
Private Sector 3 9 20

 
 

                                                 
4  This projection is based on a “steady state” model covering each year from 2007 to 2017. The results illustrate the maximum 

retirement potential and future recruitment and retention challenges faced by the industry stemming from the natural erosion of its 
existing work force base under the various retirement scenarios.  
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Part VII – Conclusions and Recommendations 
 

What the Data Tell Us about the Industry’s Work Force 
 

Current Work Force 
 
• The typical full-time industry employee is a female in her early forties likely working in the claims, 

underwriter, or sales and serrvice areas. 
 
• The industry’s part-time employees are younger than full-time employees, predominantly female, 

and work for the larger companies in the most populous provinces. Male part-time employees are 
considerably younger than both their female counterparts and full-time employees. 

 
• The management cadre is a “man’s world.” The male management share rises as one ascends the 

management hierarchy. The senior management group largely consists of boomers, a substantial 
majority of whom are male. Females are more evident in the management feeder groups, and the 
youngest cohorts are found in the largest companies. 

 
• Outside the management ranks, most everywhere else in the industry’s work force is a “woman’s 

world.” Women hold a substantial majority in four occupational categories – underwriter, sales and 
service, broker, and claims. This dominant position exists across the country with only a few 
exceptions. 

 
• The age profile of the full-time work force of the property and casualty insurance industry skews 

older than Canada’s labour force. Within the industry, the work force in the West (except Alberta) is 
older than the work force in the rest of the country. The largest companies (except the Crown 
Corporations) are younger than the smaller companies such as the mutual insurers. 

 
• Actuaries and sales and service, respectively, are the youngest occupational categories. One-half of 

the male actuaries are under the age of 27 and one-half of the female actuaries are under the age 
of 31. One-half of male sales and service employees are under 33 and one-half of their female 
counterparts are under 35. Within the underwriter category, one-half of the minority male group 
are under 37. 

 
• Males are older than females in two of the three occupations where they hold a majority position. 

Crown employees are older than counterparts in private companies of similar size in a majority of 
occupations.5 

 
• Entry to exit ratios are the warning signs along the road to a demographically-challenged work 

force. In the property and casualty insurance industry, the ratios for non-management positions 
are lower than they are in Canada’s steadily aging labour force. What is even more problematic is 
that the industry’s ratios are well less than one. This means that there is not even one new work 
force entrant for each potential retiree. 

 
 

                                                 
5  The Crown sector of the industry appears to reflect the age profile of the public sector in Canada. For example, 14 percent of public 

sector workers in Canada are 55 or older (Labour Force Survey). The share for the three Crown Corporations is 13 percent. 
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• Recruitment is perhaps the most important human resource management challenge. This reality is 
plainly evident in the perceptions of the industry’s senior human resource professionals. It is also 
clear in the demographic analysis of the industry’s work force. With the exception of Alberta, the 
highest shares of workers under 45 are east of Manitoba. If recruitment intensity has been high in 
the younger and more competitive labour markets of the West, then the results are unimpressive.  

 
• The existence of pockets of youth in occupational areas such as sales and service hints at the 

potential for an internal recruitment strategy. The age divide between the industry’s smaller and 
larger companies that overlaps the age divide between the metropolitan and non-metropolitan 
areas suggests a scenario in which the need to recruit becomes competitive internally. Finally, in 
an ironic twist, retaining a significant share of “older” workers by “re-inventing” them may be an 
important recruitment tool in an aging labour market.  

 
• The analysis of the data from the provincial regulators both validates and extends the 

demographic trends derived from the industry “census.” The provincial regulators’ data push the 
work force further along the aging path. 

 
Past Work Force 
 
• Whether the exit is non-voluntary or voluntary, the analysis of the data on terminated employees 

confirms the “thirty something” demographic profile of the non-retiring, exiting employee that we 
have seen elsewhere in the labour force. This employee is in the relatively small cohort (the bust) 
that will age into its forties during the next ten years. Although the volume of the flow out of the 
industry cannot be gauged from our analysis, the “thirty something” employee is someone that 
the industry needs urgently to retain. Yet, retention is perceived as less important and challenging 
by industry’s human resource professionals. 

 
• Claims is a “hot area” for all sources of attrition. The youthful sales and service area is an important 

venue for the employee who exits in her or his thirties. 
 
• The property and casualty industry is at the head of the long march towards earlier retirement. 

Industry retirement ages are not only lower than the labour force overall but are also virtually 
identical to those currently found in the public sector segment of the labour force. The industry’s 
Crown sector has lower retirement ages than its private sector as well as the rest of the public 
sector. 

 
• Allowing demographic factors to play out in a steady state scenario over the next ten years results 

in a substantial reduction of the industry’s current work force. The retirement “hot spots” are 
Western Canada (except Alberta), the management cadre, and the Crown Corporations. 

 
• The retirement challenge appears to be manageable. The impact is “back-end loaded”, thereby 

permitting sufficient time to plan. It is unlikely that the retirement rate will be 100 percent, an 
assumption in the steady state model. However, basing projections on the older age profile 
derived from the analysis of provincial regulators’ data increases the demographic pressure in key 
industry occupations (for example, brokers). 
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What the Data Do Not Tell Us about the Industry 
 
• The analysis of the data on terminations, although based on a large sample, cannot lead to a 

precise delineation of the scope and severity of the industry’s retention issue. The size and other 
characteristics of the industry’s “terminated worker population” are unknown. Also, the historical 
data required to calculate age-based attrition rates may not be available (see Recommendation #1, 
page 24). However, our data do indicate a substantial degree of “churn” in the industry primarily 
generated by non-voluntary and voluntary exits by younger workers.  

 
• Using age-based retirement rates would sharpen the results of the projection model. However, 

this requires the collection of demographic data on an historical basis. 
 
• If “demographics explain about two-thirds of everything” (David K. Foot), then economic factors or 

the introduction of new technology are the remaining one-third. These factors should be 
addressed in any comprehensive work force strategy for the industry. 

 
Demographics and Human Resource Management: Perception versus Reality 

 
To what extent are the perceptions of the industry’s senior human resource management 
professionals aligned with the facts and trends that emerge from the demographic analysis? 
 
Recruitment 

 
• SURVEY FINDING: Participants in the survey of the industry’s senior human resource management 

professionals perceive the issue of recruitment as “difficult.” In particular, it is very difficult to recruit 
two occupations, brokers and actuaries. The recruitment of other occupations is perceived as 
somewhat difficult. 

 
DEMOGRAPHIC ANALYSIS: The age groups under 45 are the prime targets for recruitment. Our 
analysis shows that these groups now have less representation in the broader labour force than 
before and a lower degree of representation in the industry’s work force currently. Therefore, the 
concern of the industry’s senior human resource professionals is well founded. Also, our 
projections for both the labour force and the industry’s work force suggest that recruitment 
difficulty will only increase over the next ten years as both groups or workers continue to age and 
retirement activity picks up. 
 
Actuaries are very difficult to recruit because they are disproportionately drawn from the youth 
segment of the labour market. Given the high entry to exit ratios for this occupational group, the 
industry has had some success recruiting actuaries. However, this observation begs the question 
of whether a sufficient number has been recruited. Data from Statistics Canada suggest that the 
occupational area in which actuaries reside experienced substantial growth over the past ten years 
(see Table III-2, page 6). Hence, there appears to be an opportunity for the industry to continue to 
compete for these young workers. 
 
The perception that brokers are very difficult to recruit must be placed along side the demographic 
realities embedded in the data from provincial regulators that brokers are a female-dominated, 
older occupational group. In light of the demographic characteristics of brokers and general 
labour force trends (for example, lower participation rates by women), the perception regarding 
recruitment appears to be sound.  
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• SURVEY FINDING: Work force size directly impacts recruitment intensity. 
 

DEMOGRAPHIC ANALYSIS: The more youthful bust and echo cohorts are more evident in the work 
forces of the industry’s largest companies (see Table V-17, page 9). This trend may be an indication 
that the larger companies have been more active recruiters than the smaller companies. 

 
• SURVEY FINDING: The West and small town and rural Canada pose the greatest challenges for 

recruitment. 
 

DEMOGRAPHIC ANALYSIS: This perception is right on the mark. It was validated at many points in 
the analysis. For example, our projections show that one of the retirement “hot spots” will be the 
work force in Western Canada. 

 
• SURVEY FINDING: Recruitment is somewhat urgent over the next two years. The urgency is highest 

for larger companies, but Crown Corporations are an exception to this trend. Urgency is lowest for 
management positions, especially senior management. It is highest for brokers. 

 
DEMOGRAPHIC ANALYSIS: Over the next two years, this perception may be accurate. Over the next 
ten years, it is not accurate for both the Crown Corporations and the senior management cadre. 
Staff in the Crown Corporations have an older age profile and a tendency to retire earlier than their 
private sector colleagues. The median ages of senior managers are the oldest among the 
industry’s occupations (Table V-23, page 10). 
 
As noted earlier, the urgency around the recruitment of brokers is well placed. 

 
Retention 
 
• SURVEY FINDING: Retention is perceived as less “important” and less “difficult” than recruitment. 
 

DEMOGRAPHIC ANALYSIS: This perception may be problematic. The demographic analysis shows 
that the industry’s work force is somewhat older than the wider labour force, characterized by a 
high degree of demographic imbalance, and projected to decline significantly as a result of 
retirement. Effective recruitment and retention initiatives will be essential to deal with these 
demographic challenges. In addition, the analysis of terminated employees hints at losses in a 
strategic work force cohort, i.e., workers in their thirties. It is this group that will move into their 
forties in the next ten years. The “forty something” worker is not only a candidate for graduation to 
the management ranks that will be hit hard by retirement but also an increasingly scarce resource 
in the Canadian labour force (see Chart II-6, page 4).  

 
• SURVEY FINDING: Retention of management staff is not perceived as a major problem over the 

next two years. 
 

DEMOGRAPHIC ANALYSIS: One in five managers in the Crown Corporations was 55 or older in 
2007. In recent years, almost two-thirds of retirees in this sector of the industry have left by the age 
of 60. Should retention (and recruitment) of managers be a matter of urgency for the Crown 
Corporations? 
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• SURVEY FINDING: The salience of retention as an issue is greater for the larger companies. 
 

DEMOGRAPHIC ANALYSIS: This perception hits the mark. Our analysis of terminated employees 
demonstrates that the exodus on either a voluntary or non-voluntary basis by workers in their 
thirties is most prevalent in the large, private sector companies. 

 
• SURVEY FINDING: One of the factors that supports effective retention is accommodation of work-

life balance issues. 
 

DEMOGRAPHIC ANALYSIS: Historically, retention is a more salient issue with younger worker than 
older workers. Work-life balance issues are more important to workers under the age of 55 who 
may have responsibilities towards children or aging parents. In particular, these responsibilities fall 
disproportionately on the shoulders of women. In the feminized work force of the property and 
casualty insurance industry, it is not surprising that this factor is recognized. Looking forward, 
accommodating work-life balance for older workers will become equally important if the industry 
wants to retain them as a means of combating the ravages of the aging trend (see 
Recommendation #4, page 27). 

 
Human Resource Management Analysis and Planning Tools 
 
• SURVEY FINDING: With the exception of retention bonuses (retention is not perceived as either 

highly important or difficult), the tools are utilized by most companies. Larger companies are more 
likely to use the tools. 

 
DEMOGRAPHIC ANALYSIS: The response to the data request for this project can be taken as an 
indication that the tools are used. However, not all the data received was ready for analysis. A 
substantial amount of “data cleaning” was required even with submissions from the largest 
companies. A high need for data cleaning may suggest that analysis and planning rooted in 
demographic concepts is not practiced. Failure to participate in the project may also signal this 
situation. 
 
Finally, our analysis points to the increased use of retention incentives in the future, especially, as a 
way of securing younger workers in a more competitive labour market and preventing the best of 
the older workers from retiring fully. 

 
Does perception match reality? Yes, with respect to the issue of recruitment. No, with respect to 
retention, particularly, the emerging issue of retaining older workers who might otherwise retire. Both 
perception and reality furnish a basis for the industry taking the right strategic actions to maintain an 
adequate, effective, and efficient work force in the years ahead. 
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Recommendations 
 

Six strategic recommendations are made in order of priority: 
 
1. DATA: There is no question that the response by a majority of industry stakeholders to this 

research project was overwhelming. Stakeholders were asked to share strategic and confidential 
information on their workers. They worked diligently to provide the data in the systematic 
framework developed by the consultant. Once again, a note of gratitude is in order. 

 
This project was a novel one for the industry. Given its novelty, the data request was kept to the 
minimum necessary to do an effective job the first time around. Stakeholders were asked for data 
on existing employees. Ideally, historical snapshots of employees would have allowed for even 
finer analysis. 
 
The industry’s many employers and regulators may now have the capacity to provide 
demographic data on an historical basis. We chose not to place that additional burden on 
respondents in this initial project. Certainly, complying with our minimal request (and it was 
actually not that minimal) was difficult for some respondents. In our extensive experience with 
work force analysis in other industries, historical demographic data are not typically available. 
 
Therefore, we recommend to the property and casualty insurance industry, as we have to other 
industries, that a snapshot of employees or members be taken at periodic intervals by both 
employers and regulators. The snapshots should encompass the kinds of demographic data used 
in our analysis of both current and terminated employees. These data should be archived for 
future company, association, or industry use (for example, in partnership with The Institute). The 
snapshots should be taken, at least annually, and preferably semi-annually. 
 
In addition, we recommend that industry stakeholders clean up their existing demographic data 
bases. Up to one record in twenty that we received did not indicate an employee’s employment 
status, activity status, or reason for termination. With respect to reasons for termination, some 
entries were allocated to systematic data categories and others were anecdotal and of limited use 
for analysis.  
 
Finally, with regard to the variable of occupation, we recommend that employers and regulators 
re-classify their positions in terms of the NOC definitions. 

 
 
2. ANALYSIS: We conducted analysis at the occupational category level. Our occupational 

categories were based on the generic NOC definitions. In addition, we did not conduct analysis at 
the company level. In this first iteration of demographic research, securing industry participation 
regarding the use of confidential data and detecting trends at the industry-wide level were the 
priorities. 

 
We recommend that the type of research carried out in this project be replicated by employers 
and regulators. Ideally, it would be done annually and, at least, every two years. This report 
provides a template that can be used by the industry’s human resource management 
professionals in their analysis and planning efforts. Furthermore, research at the company level 
should encompass a finer analysis of the occupational variable that meets the specific needs of the 
organization. 

24  The Insurance Institute of Canada  



Part VII – Conclusions and Recommendations 
 

 
We also recommend that an industry-wide analysis along the lines of this project should be done 
every two years. In the next iteration, consideration should be given to the collection of historical 
data, thereby creating a platform for the calculation of age-based attrition rates. The continuing 
need for this kind of research needs to be promoted within the industry (see Recommendation #6, 
page 28). 

 
 
3. RECRUITMENT: Labour force realities in Canada over the next ten years are really quite 

straightforward from a demographic perspective – there will be a slow down in the growth of the 
labour force; there will be more older workers, many of whom will retire in the absence of an 
alternative career option; and there will be a much greater reliance on the relatively younger 
workers who enter the labour force from the immigration stream. 

 
Therefore, both recruitment and retention are strategic issues in this labour force context. Our 
analysis clearly identifies the targets for recruitment. They are 
 

a. YOUTH: The children of the boomers, the echo cohort, will all be eligible for labour force 
participation by 2010. The time is opportune to recruit what will be the last major 
indigenous infusion of young workers until the arrival of the children of the echo some 
years from now. 

 
Where are the youth? Our analysis shows that a good share of the current crop of young 
workers are in industries such as accommodation and food services; information, culture, 
and recreation; and trade (see Chart III-3, page 5). Moreover, our experience with other 
industries that are youth-challenged suggest that catching the attention of the future 
labour force entrants during the latter years of primary school is not too early. Catching 
their attention at the secondary and post-secondary levels is imperative. 
 
How can they be enticed into the property and casualty insurance industry? Full-time 
employment with a competitive compensation package is a good place to start. This view 
is verified in our survey of the industry’s senior human resource management 
professionals. Compared to the three industries with the highest entry to exit ratios, the 
financial services sector as identified by Statistics Canada appears to have an edge on the 
compensation factor (Table VII-1). 
 
Table VII-1: Weekly Median Wage Rate ($) by Industry and Sex, Full-time 
Employment, 15-24 Age Group, Canada, 2006 
 

Industry Both Men Women
Finance, insurance, real estate, and leasing 512 520 500
Trade 379 400 350
Information, culture, and recreation 420 440 420
Accommodation and food services 330 340 324

Source: Statistics Canada, Labour Force Historical Review 2006. 
 
Is this edge being used in recruitment initiatives directed at young employees in these 
industries? 
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b. IMMIGRANTS: A good share of labour market immigrants have post-secondary education 
and professional or technical skills. Yet, at the 2007 Internationally Educated Professionals 
Conference in Toronto, no sector of the insurance industry was to be found among either 
the sponsors or exhibitors.6 The property and casualty insurance industry is, no doubt, 
involved in many effective recruitment initiatives. Understanding these initiatives is 
beyond the scope of this report. However, the findings of this report clearly demonstrate 
that the immigrant stream is and will continue to be a strategic source of new workers. 
Furthermore, immigrants are essentially in the age band occupied by the relatively smaller 
bust cohort and where exits appear to be substantial. 

 
One challenge in the recruitment of immigrants is that they are neither equally nor even 
equitably available across the country. There is no supply problem in the largest provinces 
such as Ontario or the metropolitan areas. Attracting immigrants to the less populated 
provinces and communities is more problematic. However, a starting point is for the 
industry to have a presence at forums such as the annual Internationally Educated 
Professionals Conference. 
 

c. ABORIGINALS: Our analysis paints a picture of an aging industry work force in the midst of 
the relatively youthful and highly competitive labour markets of Canada’s Western 
provinces. However, within these same markets, there is a group that has both high 
economic need and low labour force participation. This group is Canada’s aboriginal 
peoples. 

 
Aboriginals represent an oasis of youth in the desert of an aging labour force. In Manitoba 
and Saskatchewan, respectively, the aboriginal population is approximately 15 percent of 
the provincial population.7 In addition, 20 percent of the 15 to 24 age group in each 
province is aboriginal. Looking to the long-term, over one-quarter of the population under 
the age of 15 in both provinces is aboriginal.  
 
A few of our former clients have pioneered aboriginal recruitment initiatives. BC Hydro 
provides educational assistance in the form of “Aboriginal Scholarships.”8 The City of 
Grande Prairie, Alberta has launched the “Aboriginal Workplace Participation Initiative.”9 
The property and casualty insurance industry would be well advised to work in 
partnership with Aboriginal communities and organizations, particularly, in the West. 

 
d. WORKERS IN THE INDUSTRY: Recruitment should not just be externally focused. Our 

analysis shows that the industry has internal pockets of younger employees. Sales and 
service is the second youngest occupational category. It is also the area with the largest 
number of part-time employees. Across Canada, around eight percent of the male 
employees in sales and service work part-time. Over three-quarters of these employees 
are under 30 compared to one-third of full-time, male sales and service employees. 
Around 16 percent of the female employees in this occupational area are part-time. Two-
fifths of these employees are under 30 compared to one-quarter of full-time, female sales 
and service employees. 

                                                 
6   Accessed at http://www.iep.ca/index.php. 
7  Accessed at 

http://www12.statcan.ca/english/census06/data/highlights/Aboriginal/pages/Page.cfm?Lang=E&Geo=CMA&Code=46&Table=1&D
ata=Dist&Sex=1&Age=1&StartRec=1&Sort=2&Display=Page. 

8   Accessed at http://www.bchydro.com/community/scholarships/scholarships878.html. 
9   Accessed at http://www.cityofgp.com/citygov/dept/hr/awpi/default.htm. 
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There may be young employees in this occupational area who work part-time by choice. 
However, part-time employment is generally not the preferred career option for workers 
who no longer attend school full-time. It is recommended that companies analyze the 
demographic characteristics of their part-time employees and conduct internal surveys 
focused on the identification of career aspirations and training and development needs. 
To some extent, the solution to recruitment difficulties may lie within the walls. 
 
 

e. MANAGERS: Managers have the highest median age among the occupations examined in 
this report. Ten years from now, up to 40 percent of the industry’s current managers may 
be retired. A clear implication of our analysis is that a substantial level of training and 
development will be required to sustain the management cadre. Training and 
development efforts should be directed at both non-management and management 
groups. 

 
 
4. RETENTION: In an aging work force situation, retention is of equal importance to recruitment. Our 

analysis points to two retention “hot spots”: the bust cohort and the boomer cohort. Currently, the 
bust are in their thirties. Over the next ten years, this cohort will migrate to their forties. As noted 
previously, the bust is a relatively small cohort. From a labour force perspective, our projections 
show that they will not replace the current cohort of workers in their forties, even factoring in the 
supportive element of immigration. From an industry perspective, the bust cohort appears to be 
the breeding ground for voluntary and non-voluntary exit, a trend that compounds the impact of 
the labour force trend at the company level.  

 
In the survey of senior human resource management professionals, exit interviews had the highest 
utilization rate among the different planning and analysis tools. We recommend that companies 
revisit their policies and analyses of the retention issue in relation to younger employees. It is 
essential to both understand the reasons for exit and the incentives for staying. 

 
The aging and potential retirement of large numbers of boomers brings a new retention issue to 
the fore. The property and casualty insurance industry, especially in the West, has a substantial 
boomer component. By 2017, they will range in age from 51 to 70 in an industry where 60 percent 
of employees retire by age 60 and 80 percent by age 65. In the aging labour force scenario 
sketched out in Part II of this report, can the industry let its most experienced workers simply leave? 
 
The aging of the industry’s work force calls for human resource management policies that facilitate 
the “re-invention of the mature worker.” A new balance needs to be struck between the mature 
worker and the company. With this group, part-time, flexible employment is a good option.  
 
It is recommended that employers undertake a survey of employees in the 55 to 64 age group to 
determine perceptions around alternative career options to full retirement. In addition, a review of 
the policy and other barriers to “re-inventing” mature workers should be carried out.10 
 

                                                 
10  The City of Grande Prairie has instituted a number of initiatives to deal with retention issues. See Strategic Human Resources 

Management: A Demographic Analysis of the Work Force of the City of Grande Prairie, Alberta. A report prepared by R.A.L. Consulting 
Limited (October 2007). Available at www.ralconsulting.ca. 
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5. TRAINING AND DEVELOPMENT: The recommendations regarding recruitment and retention 

imply that the industry will make a substantial investment in training and development. In making 
this comment, there is no suggestion that current and past efforts have been either insufficient or 
ineffective. Evaluating those efforts is beyond the scope of this project. The statement is made 
simply to fortify the notion that managing recruitment and retention in the context of an aging 
work force is, to a large extent, a new path for many industries.  
 
Reference has already been made to the heightened need for management training and 
development. In addition, training and development will be an important aspect of recruiting 
from the immigrant stream. Internationally trained professionals bring to their new country a high 
level of education and impressive skill set but they do not bring an instant capacity to function 
effectively in the Canadian work place. In addition, entry into the insurance industry will likely 
involve a career transition for these individuals. In short, the support systems must be in place to 
realize the full potential of immigrants or Aboriginal persons. 

 
 
6. MARKETING: The participation in this project by industry stakeholders was excellent. However, 

participation should not end with the submission of this report. 
 

The results of the demographic research project must be shared widely and effectively across the 
industry. Stakeholders must not only receive the information but they must also have an 
opportunity to react to and work with the information, particularly, the report’s recommendations. 
 
Therefore, it is recommended that findings and recommendations of this research project receive 
the widest possible dissemination in order to generate increased stakeholder support for 
systematic work force planning. 

 
 

Final Comments 
 
A general consideration that should underlie the industry’s recruitment efforts emanates from one of 
the areas of demographic imbalance. The industry is currently female-dominated. In its recruitment 
efforts, the industry should do what it can to reduce the degree of imbalance. The reason is practical 
not ideological and it is equally applicable to industries such as construction that are male-dominated. 
In an aging work force context, labour force participation must be maximized. The lack of participation 
by certain groups historically is a liability when there is pressure on labour supply. Recruiting from just 
one-half of the labour force is simply a bad strategy. 
 
A final comment is that more must be done to increase the involvement of the industry’s smaller 
companies in this type of research and planning. Smaller companies lack the resources to engage in 
these activities but they still need to benefit from, and be part of, the process going forward as the 
industry addresses the issues revealed through this research. 
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LAST WORD FROM THE INSURANCE INSTITUTE 

 
 

We are confident that this research provides the industry with useful information and data 
not presently available on current and future recruitment and retention issues. We are 
pleased with the credibility of the data and the verification of our sample size against 
Statistics Canada, Labour Force Data, and the four regulator data sets. While the data 
confirm some anecdotal beliefs, the data also reveal new information and unknown facts 
about the aging and gender imbalances in the industry. The research does not merely 
confirm that recruitment is currently difficult, but it indicates that current recruitment 
levels are insufficient and seriously deficient to meet the needs of the 2012 to 2017 labour 
requirements. Further, while recruitment is top of mind, the research demonstrates that 
retention is important as well. Given the significance and relevance of the findings, we 
believe that this research will provide employers with sufficient lead time to implement 
appropriate strategies to meet their future human resource requirements.  
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