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 Foreword 
 

The Insurance Institute of Canada (The Institute) is proud to present this second demographic research 
study of the property & casualty industry. On behalf of the industry, The Institute started conducting 
demographic research in the summer of 2007. This came about as a direct response to the industry’s 
concerns about human capacity issues such as recruitment, retention, succession planning, and 
education and training.  
 
The Institute believes that the first and now this second research study provide information that is 
valuable to our stakeholders and the industry, inform the initiatives of the Institute’s Career Connections 
program, and provide employers with the impetus and information to develop and implement 
appropriate strategies to meet their future human resource requirements.  
 
The 2007-08 Research Study 
 
The first research report, entitled “A Demographic Analysis of the Property & Casualty Insurance Industry 
in Canada, 2007 –2017,” was published in May, 2008. The purpose of the research was to conduct a 
census of the demographic composition of the insurance industry and to forecast human resource 
needs and capacity into the future.  
 
Forty-three (43) insurance and reinsurance companies, adjusting firms, and brokerage firms provided 
demographic data on their current, and in some cases terminated, employees. As well, four insurance 
councils/regulators provided demographic data on their membership. The Insurance Institute was 
extremely pleased with the response and the submission of nearly 80,000 records (plus 10,000 
terminated records).  
 
The final report (available as an Executive Brief, Executive Summary and Full Report, downloadable from 
the Institute’s web site at: www.insuranceinstitute.ca > Research) provides the analysis of the data, 
projections on the growth of the industry work force over the next 10 years, and recommendations 
regarding the strategic implications of demographic trends for the insurance industry’s work force.  
 
The 2008-09 Research Study  
 
As a continuation, this second study provides more information about the four strategic labour market 
segments (youth, immigrants, aboriginals, and mature workers) and how best to attract potential new 
recruits within these cohorts to the insurance industry. The study comprised four components: 
 

o Develop a statistical portrait using Statistics Canada Census 2006 data and other sources, in 
order to know more about the characteristics and labour market participation of these four 
cohorts.  

 
o Conduct an extensive literature review of web sites, government policies, and research studies 

in Canada and U.S., in order to gather best practices in recruitment and retention outside the 
industry that have been targeted at these cohorts.  

 
o Survey the senior HR professionals within the industry to identify initiatives and resources that 

support recruitment and retention, in order to understand the organizational, financial, and 
other resources that are available to support recruitment and retention efforts within the P&C 
industry. 

 



Recruitment and Retention of Strategic Work Force Cohorts 

iv The Insurance Institute of Canada   

 o Survey the industry’s current employees in strategic occupations and cohorts on their jobs 
and career development. 

 
The final report provides those concerned about human capacity issues with a resource comprising 
a whole range of information – greater understanding of incentives and drivers, tools and checklists 
to reference, and examples from other sectors – that will help in the development of a multi-
pronged approach for recruitment and retention. 
 
For a copy of the research report, please visit www.insuranceinstitute.ca > Research or call 1-866-
362-8585. 
 
The Institute would like to express its appreciation to the project team at R.A.L. Consulting, and in 
particular Dr. Richard Loreto, for his expertise and guidance through this research study and writing 
of the report.  
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 Executive Summary 
 

Overview 
 
In the 2008 report, A Demographic Analysis of the Property and Casualty Insurance Industry in Canada, 
2007-2017, the Insurance Institute of Canada (The Institute) pointed to the demographic pressures 
impacting the work force of the property and casualty insurance industry over the next ten years.  The 
potential to lose one in four workers across key professional occupational groups was documented.  
Four target cohorts – youth, Aboriginals, immigrants, and mature workers – were identified as key 
elements of strategies to ensure the sustainability of the industry’s work force.1  
 
This report builds upon the foundation of the 2008 report by attempting to answer four important 
questions regarding the recruitment and retention of youth, Aboriginals, immigrants, and mature 
workers within the work force of the property and casualty insurance industry: 
 

• What are the labour market characteristics of these four cohorts and the trends characterizing 
their participation in the labour market across Canada? 

 
• What are some of the best practices in recruitment and retention, both outside and within the 

industry, that have been targeted at these cohorts? 
 

• What are the organizational, financial, and other resources that are available to support 
recruitment and retention efforts both outside and within the property and casualty industry? 

 
• What are the perceptions of current industry employees in strategic occupations and cohorts 

on their jobs and career development, and what are the implications of perceptions for the 
creation of recruitment and retention programs at the company and industry-wide levels? 

 
To answer the four questions, a number of methodologies are employed.  A statistical portrait of the 
four cohorts has been developed using data from the Census 2006 and other sources available from 
Statistics Canada.  Best practices are identified by means of an extensive literature review of web sites, 
government policies, and research studies in Canada and the United States.  Both the literature review 
and a survey of the senior human resource management professionals within Canada’s property and 
casualty insurance industry are the sources for information on available organizational, financial, and 
other resources to support targeted recruitment and retention initiatives.  The perceptions of the 
industry’s current employees on their jobs and careers are tapped through an online survey.  A total of 
2,894 employees working for 23 companies across Canada responded.  The national results are accurate 
within ± 1.8 percentage points, nineteen times out of twenty.   
 
The findings of the full report are presented here in summary form along with recommendations for 
action. 
 

1 The age range for youth is from 15 to 34 years.  Mature workers are 55 or older.  Within the immigrant cohort, the focus is on those individuals 
who have come to Canada within the last twenty years or so, many of whom are “visible minorities”.  
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Labour Market Characteristics of the Target Cohorts 

 Currently, the mature worker population share is almost as large as the youth share.  By 2016, 
the mature worker share is projected to be greater than the youth share. 

 The share of Aboriginals under the age of 35 is higher than the non-Aboriginal share (the non-
Aboriginal share is higher for the 35-plus age group).  Aboriginals are a key demographic 
factor in the western provinces and territories. 

 

 The share of Canadians under the age of 45 is higher for persons who identify themselves as a 
visible minority than for those who do not (the 45-plus visible minority share is lower).  Visible 
minorities are a key demographic factor in Ontario and British Columbia. 

 

 The labour force participation rate for Aboriginals is lower than the rate for non-Aboriginals in 
most age groups. 

 

 The labour force participation rate for visible minorities is lower than the rate for those who do 
not identify themselves as visible minorities in most age groups. 

 

 The Aboriginal unemployment rate is higher than the non-Aboriginal rate in all age groups 
 

 The unemployment rate for visible minorities is higher than the rate for those who do not 
identify themselves as visible minorities in all age groups. 

 

 Compared to the other strategic work force cohorts, Aboriginals have the lowest level of post-
secondary educational attainment, and visible minorities have the highest level of university 
attainment. 

 

 Among the four cohorts, there tends not to be much variation in the top occupational 
categories and industry sectors.  However, Aboriginals are more likely than non-Aboriginals to 
work in public administration.  Women are more likely than men to be working in business, 
management, and administrative occupations and in the finance and insurance sector. 
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Best Practices and Resources for  

Targeted Recruitment and Retention Outside the Industry 

Youth 

 There is some evidence that the concerns of youth and other cohorts about job and career 
matters converge in many ways.   A baseline concern with  compensation matters is as 
characteristic of workers under 30 as it is of workers in their fifties.  

  

 The post-secondary level should not be the major focus for youth recruitment. An effective 
strategy requires generating career awareness sooner by reaching down lower into the 
educational system (as low as grades 7 and 8). 

 

 Industries in the “goods” sector of the Canadian economy, which have felt the impacts of an 
aging labour market during a period of robust economic growth, appear to have taken the 
lead on youth recruitment. 

 

 Government funding is available for the development of broadly-based youth employment 
services. 

 

Aboriginals 
 

 There are a number of government programs that facilitate the recruitment and retention of 
Aboriginals.  These programs encourage multi-stakeholder partnerships; focus on the 
elimination of the barriers to Aboriginal employment; emphasize the importance of training; 
and provide tools for the development of “cultural awareness” in the workplace. 

 

 Companies in the goods sector as well as public sector organizations appear to be in the lead 
with respect to the targeting of Aboriginals in the labour market.  Activity in Western Canada 
is particularly high. 

 

 The key factors in Aboriginal recruitment and retention are: strong emphasis on education 
and training on both a pre-employment and in-service basis; raising the cultural awareness of 
employees at all levels; mutual support and networking opportunities for Aboriginal 
employees; and partnerships with Aboriginal communities. 

 

 The educational and training resources that employers need to work effectively with 
Aboriginal employees exist.  An important source for such programs is the Aboriginal Human 
Resource Council. 

 

 The Aboriginal Programs Project developed by the Alberta Chamber of Resources is a model 
for the sharing of information on an industry-wide basis. 

 

Immigrants 
 

 Resources abound to both assist employers with the recruitment and retention of recent 
immigrants and to help immigrants themselves secure solid employment in either their 
chosen field or a new field.  The resources are available on web sites created by public, private, 
and not-for-profit agencies.  There is a wide array of interactive tools, guides, workshops, 
seminars, newsletters, job boards, and blogs. 

 

 These resources are directed at the barriers confronting recent immigrants in Canadian 
workplaces such as discrimination, recognition of foreign credentials, and proficiency in one 
or both of the Official Languages. 
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Best Practices and Resources for  
Targeted Recruitment and Retention Outside the Industry  

 

 Initiatives to target recent immigrants have been led by sector-specific organizations such as 
ISTEP (construction industry in British Columbia) as well as broadly-based organizations such 
as the Toronto Region Immigrant Employment Council. 

 

 “Best employer” programs provide a means for publicizing issues and trends impacting 
immigrants and generating ideas for workplace change.   

 

Mature Workers 
 

 Compared to the other cohorts, mature workers are clearly the “new kids on the block.”  There 
is less targeting of this cohort in terms of government policy, web sites, and organizational 
programming.  There is, however, much research and advocacy (but little action). 

 

 Best practices with respect to the recruitment of mature workers are grounded in the concept 
of flexibility – flexibility in terms of where, how, and for how long work is done and flexibility in 
compensation plans designed to meet life cycle needs. 

 

 AARP, an American organization serving the needs of the 50-plus population, provides a 
model for servicing the needs of this cohort to which Canadian organizations such as CARP 
should aspire. 

 

 The American federal government, through the Government Accountability Office (GAO), has 
been much more active than the Canadian federal government in conducting research and 
advocacy activities. 

 

 The research conducted by Statistics Canada through its General Social Survey is valuable 
because it is empirical in nature.  This strength is also a weakness in that the data do not 
address sector- or company-specific trends. 

 

 “Best employer” programs provide a means for publicizing issues and trends impacting 
mature workers and generating ideas for workplace change.  The AARP program is mature 
and productive; the Workplace Institute program in Canada appears to be in its infancy. 

 

All Cohorts 
 

 Some of the sector councils are acting as catalysts with regard to the targeting of the cohorts 
(with the exception of mature workers). 

 

 Systematic analysis of a cohort’s demographic, social, psychological, and economic 
characteristics is the starting point for change.   
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Perceptions of Industry HR Professionals Regarding  

Targeted Recruitment and Retention Inside the Industry 

 Within the industry, a targeted approach is not widespread, especially for retention.  However, 
on average, there are more tools for targeted retention than recruitment. 

 There is a direct relationship between organizational size and the deployment of both types 
of tools. 

 

 The approaches of Crown corporations and private sector insurers, respectively, are somewhat 
different.  The former deploy, on average, more tools and place more emphasis on different 
tools. 

 

 Youth are the primary target of both recruitment and retention 
 

 Mature workers and Aboriginals, respectively, have some visibility as a target group. 
 

 Visible minorities have a minimal profile as a target group.  
 

 The purpose of targeting is to address specific occupational/skill needs. 
 

 The most utilized recruitment and retention tools, both targeted and non-targeted, focus on 
knowledge and skill development. 

 

 The communications approach for targeted retention is more “traditional” in that it is highly 
reliant on interpersonal dialogue. 

 

 Both targeted recruitment and retention tools are perceived as effective overall as well as with 
respect to specific occupational groups. 
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Perceptions of the Industry’s Employees 

 Aboriginals are different, particularly in their need to education, training, and career 
development opportunities. 

 Referral by family and friends in the industry is a powerful recruitment tool even for today’s 
Net Generation.  

 

 Training is industry-focused in terms of content and delivery. 
 

 On balance, the industry’s employees are satisfied with their current jobs.  The level of 
satisfaction is higher for managers than non-managers. 

 

 Some key recruitment (e.g., scholarships) and retention (e.g., phased retirement) programs 
have a low level of availability.  Overall, availability is lowest for mature workers.  This finding 
reflects a trend identified in the literature review and the survey of the industry’s human 
resource management professionals. 

 

 Employees view people closest to them at work and within their families as having the 
greatest influence on their careers.  The impact of parents is especially salient for youth.  As 
one’s career matures, people above and beside you in the workplace assume greater 
importance. 

 

 Employees have a positive view of career advancement both within their companies and the 
industry. 

 

 No one factor appears to be having an adverse impact on career progression. 
 

 Promotion is viewed as a result of personal performance not the simple acquisition of training 
and credentials.  The lesser emphasis on training and credentials may be explained by the 
factor of “experience”.  The fruits of prior training and accreditation may be embedded in the 
psyche of more experienced workers and therefore, less visible as a factor. 

 

 Excluding potential retirees, employees who plan to exit are doing so largely for financial and 
career reasons. 

 

 Compensation factors are the major aspect of an “ideal” job for employees of all ages. 
 

 The potential for retaining employees post-retirement is high, especially on a part-time basis.  
This finding is aligned with the findings of the literature review.  However, the key question is 
whether the industry has the necessary retention tools such as phased retirement in place. 
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 Recommendations 
 

Employer-level 
 

This report in conjunction with the 2008 report should lead senior management of the industry’s 
employers to one inescapable conclusion: in the next ten years, a proactive, strategic approach to 
human resource management is essential for industry sustainability. The current economic situation 
and the attitude that “we have always done it this way” are constraints that must be overcome. 
 
Strategy must be tailor-made for each organization. It starts with employers analyzing the demographic 
make-up of their organization. It then proceeds through a series of deliberate steps. We understand that 
currently many organizations, particularly the large ones, will have strategy development processes. We 
suggest that any process should mirror the template set out by AARP in its 2004 Staying Ahead of the 
Curve report: 
 

• Analyze workforce demographics. The analytical tools to do this task annually at the 
company level have been set out in both the 2008 and 2009 demographic research reports. A 
proactive, strategic approach to human resource management means that demographic 
profiles of key occupational categories, work force projections, and data on employee 
perceptions of recruitment and retention matters are maintained on a timely and substantive 
basis. Furthermore, analysis should assist corporate decision makers with the task of 
determining the relative priority of recruitment and retention programs directed at one or more 
of the four labour force cohorts. 

 
• Identify potential solutions. In Part 3 of this report, a myriad of solutions for each of the 

targeted cohorts is identified. In general, there is no need “to re-invent the wheel.” Analytical 
tools, information, research, model programs, and funding are available. 

 
• Assess the fit to the company. It is crucial to ensure that potential solutions fit the realties of 

your organization as defined through continuing analysis and the learning accumulated through 
experience. For example, while it is clear that Aboriginals are an important cohort for companies 
in Saskatchewan or Manitoba, it is likely more important for companies in Ontario and British 
Columbia to give greater priority to the recruitment and retention of visible minorities. 

 
• Design the details of the specific program to fit the context. The survey of human 

resource management professionals points to the factors of organizational size and structure as 
two key factors in determining what initiatives individual employers can take. Larger 
organizations will likely have the resources to pursue a variety of initiatives. Smaller 
organizations will face more formidable financial and staffing limits, thereby, placing greater 
emphasis on creativity (for example, partnerships with non-insurance businesses). 

 
• Pay particular attention to implementation. Mature workers provide a case study for this 

part of the strategy template. The research has been done. Employees’ views are known. What 
is missing is programs to recruit and retain mature workers. For example, the results of both of 
the surveys undertaken for this report show that phased retirement, one of the most effective 
tools, is not widely available in the property and casualty insurance industry. 

 
 Another observation is that there can be a disconnect between the identification of a strategic 

action and its implementation. One useful device for preventing this situation is the Action Plan 
framework deployed by the Internationally-trained Workers Partnership (see APPENDIX C). 
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 • Monitor results and utilization of programs implemented. Monitoring program utilization 
and results along with evaluation is always important. If these tasks are not carried out in a 
timely and effective manner, then it is difficult to link the expenditure of resources with the 
attainment of organizational goals. In this regard, we note that over one-third of the employers 
with targeted recruitment tools state that either they do not know or find it difficult to identify 
how many staff were hired as a result of deploying the tools. 

 
• Evaluate.  

 
• Refine as necessary. Programs must not remain static since both the internal and external 

environments of organizations are dynamic. Continuous analysis of these environments 
provides a basis for program evolution. 

 
RECOMMENDATION: Companies should develop on an annual basis a human resource 
management strategy that is comprehensive and research-based. The strategy template 
promoted by AARP and the findings evident in this research report provide a solid 
foundation for companies undertaking this process for the first time. For companies with 
existing processes, the AARP template and this research may suggest areas for improvement. 
 
R.A.L. Consulting Limited has developed a projection of Canada’s labour force for the 2008 to 2018 
period. The projection is based on Statistics Canada’s reference population projection and the average 
labour force participation rates by age and sex for the 2000 to 2007 period. The projection indicates a 
number of strategic labour force trends (see Chart 6-1): 
 

• The labour force entry cohort (under 25) will decrease by 138,000; 
• The core labour force cohort (25 to 54) will increase by 128,000 (but the 40 to 49 age group will 

decline by 371,000); and 
• The mature worker cohort will expand by 744,000. 
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 Chart 6-1 
Projected Labour Force Change by Age and Sex, Canada, 2008-2018 (thousands) 

 
Source: Statistics Canada and R.A.L. Consulting Limited 

 
Using projections developed by Statistics Canada2, it is clear Canada’s Aboriginal peoples will be a 
crucial component of the nation’s youth in the future. We have calculated that ten years from now one 
in three Aboriginals will be in the 15 to 34 age group compared to one in four in the general 
population.  
 
Statistics Canada has also developed projections for the visible minority element of the population. The 
implications for the labour force are profound: 
 
Under the reference scenario, the renewal potential of the working-age visible  minority population, 
with an entries-to-exits ratio of 1.42 in 2017, would be far greater than that of the non-visible minority 
population, which would have an entries-to-exits ratio of less than 1 (0.75) in 2017. This means that in 
2017, for every 100 visible minority persons old enough to leave the labour force, there would 
be 142 old enough to join it, whereas in the rest of the population, there would be only 75 
potential entries for every 100 potential exits.3 
 
In the Insurance Institute’s 2008 report, we projected a potential decrease of 25 percent in the work 
force of the property and casualty industry as a result of retirement alone.4 
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Recruitment and Retention of Strategic Work Force Cohorts 

10 The Insurance Institute of Canada   

 Bringing together labour force trends and potential industry need over the next ten years, it is clear that 
the targeting of the cohorts will be a necessity. Determining who to target and how will be a reflection 
of the human resource requirements identified by individual employers through their strategic planning 
processes. 
 
At present, the property and casualty insurance industry has a low profile in many of the initiatives 
targeted at the four cohorts. This is evident in the various “best employer” competitions as well as on a 
number of web sites that have been reviewed in this report. The findings of the survey of the industry’s 
human resource management professionals confirm the limited use of targeting and the preoccupation 
with youth as a target group. Phased retirement programs are an effective way to recruit and retain 
mature workers. The ranks of mature workers are expected to swell in the coming years. Yet, the current 
availability of phased retirement programs in the industry is low. 
 
RECOMMENDATION: Companies should review the findings of this report regarding the 
recruitment and retention of youth, Aboriginals, immigrants, and mature workers and 
develop, through their strategic planning processes, initiatives appropriate to their specific 
needs. A desirable outcome of such efforts would be the selection as a “best employer” for 
one or more of the cohorts within the next few years. 
 

Industry-level 
 
These two demographic research studies sponsored by the Insurance Institute have put a spotlight on 
the urgency of labour force trends and issues within Canada’s property and casualty insurance industry. 
They also point to the strategic need to have a regular cycle of research activity at both the industry and 
company levels. Replicating both the demographic and survey research work on a timely basis are 
required. Timely, industry-wide research can establish benchmarks and trends against which employer 
initiatives can be measured and evaluated. 
 
The research clearly demonstrates that, in order to meet the future human resource needs of the 
industry, a multi-pronged approach is necessary. Industry and career awareness and more competitive 
recruitment initiatives targeted at the youth cohort and the cohorts that overlap - Aboriginals and 
immigrants – are necessary not only at the company level but industry-wide as well. Such initiatives as 
the Institute’s Career Connections program (which has many of the features of the initiatives directed at 
youth and the other cohorts that we identified in Part 3), is a prime example of an industry-wide 
program that is furthering the goals related to youth recruitment.  
 
Other initiatives such as the Sector Councils, which can be effective partnerships in the human resource 
management area, could be explored. For example, the database developed by the Alberta Chamber of 
Resources on Aboriginal workforce development programs in the resource industries is an excellent 
model of industry-wide information sharing. Collecting this type of information is a necessary condition 
for effective strategic planning. Another example of effective industry-wide cooperation is the variety of 
initiatives targeted at internationally-trained workers by the Information and Communications 
Technology Council. 
 
In conclusion, this report should meet the purpose of the research: to assist industry stakeholders with 
the recruitment and retention of strategic labour market cohorts – youth, Aboriginals, immigrants, and 
mature workers. 
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LAST WORD FROM THE INSURANCE INSTITUTE 

 
The Insurance Institute of Canada is proud to present this second demographic research 
study of the property & casualty industry. We are confident that the first and now this 
second research study provide information that is valuable to our stakeholders and the 
industry. While we recognize the daunting task awaiting many of the human resource 
professionals in the industry, we are confident that the knowledge gained from this re-
port will provide employers with the impetus and information to develop and imple-
ment appropriate strategies to meet your future human resource requirements.   
 
At the time of publication (July, 2009), the economy is still entrenched in a downturn 
and has not yet rebounded. Many have been speculating that the retirement projections 
of the first study may now be wrong. But, as our research consultant Richard Loreto, has 
explained, “it is important to recognize that even if some mature workers delay retire-
ment and the timeframe shifts a little, the projected numbers or proportion of workers 
eligible to retire stays the same and therefore the pending mass exodus and leadership 
gap is still looming.” 
 
The research tells us that there are not enough entrants to replace those exiting. Tar-
geted recruitment of youth, including immigrants/new Canadians and aboriginals, is 
critical in an aging work force. The research also tells us that retention and succession 
planning – of younger employees/recent entrants and mature workers – is critical to the 
industry’s sustainability. 
 
This second report picks up on the first report’s recommendation that there is 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. We 
hope that this resource guide will help organizations create the strategies needed to 
meet their hiring needs, training and development assessments, and the potential lead-
ership gaps. 
 
From the Institute’s perspective, we are confident that the Career Connections program 
– the career awareness and insurance education program run by the Institute on behalf 
of the industry – will continue to grow and succeed in achieving its mission. We are 
pleased that the information contained herein can and is contributing strategically to 
the advancement of the Career Connections program.  
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