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This report was prepared by the Emerging Issues and Innovation (EII) Committee of the Wholesale & Specialty Insurance 
Association (WSIA). This paper does not reflect the opinion of WSIA; rather, its intended use is as a “food for thought” 
paper, gathering open-source information and the combined insurance industry experience of committee members to 
serve as a starting point for insurance professionals considering issues, technologies and world events that may have an 
impact on the surplus lines industry. Members of the Committee are not technical experts in these issues nor does this 
paper provide their opinions or advice on the underlying topic, though the hope of the Committee is by gathering this 
information as a beginning point on new and emerging trends or issues, they can encourage readers to think independently 
and seek additional sources regarding the issues and topics discussed herein. All substantive information provided within 
this paper is the work of the cited source and WSIA and the Committee do not claim any interest or title in the work. 
Questions regarding cited sources should be made directly to the author or source of the cited material. Contact the WSIA 
offices at info@wsia.org or 816.741.3910 or visit www.wsia.org to learn more about the Committee and WSIA.  
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Trend:   
A large segment of the workforce is approaching retirement in the near future and there is a gap in attracting 
and retaining new talent to replace them and transferring their institutional knowledge and expertise. 
Companies also face increasing challenges in managing the multi-generation workforce and promoting 
diversity throughout all levels of the organization. 

 
Outline:  
1) Attracting and Retaining New Specialized Talent 

a. The insurance industry is challenged to attract and retain the top young talent. 
i. Per the U.S. Census, it has been projected that millennials will outnumber baby boomers 

and are expected to make up half of the global workforce by 2020. 
ii. There are only 40 colleges nationwide that have a risk management and insurance 

program. 
iii. The industry needs to do a better job at communicating the importance of insurance and 

find ways to make insurance more interesting to attract the next generation of 
professionals (there’s currently either a negative connotation of what insurance 
professionals do or that it’s a “boring sales job”). 

2) Perpetuation Plans and Knowledge Transfer 
a. Many agency owners and their staff are nearing retirement and have no succession or perpetuation 

plan in place. Much of the knowledge is walking out the door and not being shared with younger 
generations. 

i. An estimated 14% of independent insurance agents and brokers lack formal business 
perpetuation plans. 

ii. Four major techniques of perpetual planning: 
1. Internal sale to key employees, including family members 
2. Sale of the business to an outside firm 
3. Merging with another agency with plans to eventually sell to the new partners 
4. Passing the ownership to family or friends through inheritance 

iii. 54% of principals/producers are older than 56. 
iv. 35% of principals/producers are 61 and older. 
v. The industry will need to fill nearly 400,000 positions by 2020. 

3) Multi-Generational Culture in Workplace 
a. Up to five generations are working simultaneously under different business models, backgrounds, 

culture, and environments. 
i. Mix of generations can be attributed to rising retirement ages due to financial reasons. 
ii. Some employers are focusing on having an “age-neutral” workplace to support 

communication across all generations, which can help maintain a positive corporate 
culture and retain talent at all age levels. 

iii. Workforce participation demographics in 2011: 
1. Traditionalists Generation (pre-1945) – 5% 
2. Baby Boom Generation (1946-1964) – 38% 
3. Generation X (1965-1980) – 32% 



 

Page 4    
 

4. Millennial Generation (1981-1996) – 25% 
5. Generation Z (1997-2010) 

iv. There are many similarities in how the different generations view their employers: 
1. People of all ages view work as a vehicle for personal fulfillment and not just a 

paycheck. 
2. Workplace culture is important to all generations. 
3. More than 70% of employees want a supportive work environment. 
4. All generations want career development opportunities. 

4) Women Executives Under-Represented 
a. Only 6% of top executive positions in insurance are held by women. 

i. Women hold 8% of executive-officer positions (6% C-suite positions) in the insurance 
industry but outnumber men in entry-level positions and in college graduate rates. 

ii. Women in Insurance and Financial Services (WIFS) was established in 1936 with 1,100 
members, and was designed specifically for women seeking additional knowledge and 
success in their industry. 

iii. Women’s Mentoring Agent Network (WOMAN) was formed by Brokers International so 
women may benefit from a network of insurance professionals. 

iv. Financial Women’s Association (FWA) was established in 1956 with 945 members from 
every sector in the financial services industry, including insurance. 

 
Implications:  

• There is a shortage of recent graduate candidates majoring in risk management and insurance. 
• Many recent graduates are heading straight to industries that appear more innovative and exciting, 

like finance and technology. 
• There is a disconnect between the expectation of earning flexibility regarding when and where 

someone works versus having that flexibility the day an employee starts. 
• There is high potential for companies to be under staffed when the older principals and producers 

retire. 
When independent agency owners get to a certain age and realize they do not know what will 
happen to their agency when they retire, they may try to finalize perpetuation plans too quickly, 
with adverse results. 

• An independent agency owner may pass away without a formal perpetuation plan in place and the 
family may lose the business and employees could lose their jobs if the company is auctioned. 

• Negative stereotypes may affect perceptions, e.g. Millennials are lazy; Baby Boomers and 
Traditionalists are difficult to train. 

• Different generations have various preferred communication styles. 
• A lack of female role models at the executive level may lead less seasoned female employees to 

think they do not have potential for growth or the opportunity to take leadership roles. 
 
 
Opportunities:  

• Becoming more creative and competitive with total compensation packages and job perks. 
• The three most important things millennials are looking for from their job are: 
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 A flexible schedule 
 Opportunity to invest the time to gain the knowledge and skills to grow 
 Chance to become involved in social causes 

• Targeting high school students before they enter college and declare a major. 
• Targeting more than just risk management and insurance graduates; reaching into other general 

business programs and providing in-depth insurance training. 
• Providing internships to college students. 
• Becoming involved with on-campus recruiting and job fairs across the country. 
• Exposing new employees to all facets of insurance, not just their current job position. 
• Reinforcing that the industry is steady and not as tumultuous as many other industries. 
• Communicating the breadth of opportunities in the industry – standard markets, E&S, MGA, 

carrier, claims, underwriting, etc. 
• Expanding a company’s online and social media presence. 
• Introducing formal mentoring programs with more experienced staff. 
• While there are few colleges specializing in risk management and insurance, the general business 

industry is competitive so there are capable individuals that may not be focusing on the insurance 
industry. 

• Formal training and education of younger staff earlier to assist with succession plans. 
• When there is adequate time before the perpetuation plan goes into effect, the current owner can 

ensure the successor is properly trained and knowledgeable to take over the business 
• Multi-generational companies can make stronger decisions since they have a wider range of 

perspectives. 
• Using technology as a revenue driver, through data mining and analysis. 
• Getting to know each employee individually, as opposed to grouping them into their generations, 

can be the best way to communicate with and reward them. 
• Increasing reciprocal mentoring programs (pairing younger individuals with seasoned employees) 

to work on specific tasks can benefit all participants. 
• The percentage of women who feel there is bias for advancement in their company has reduced 

from 76% in 2014 to 68% in 2015. While still high, it is improving. 
• Employers focusing on individual female employees and finding ways to open doors and make 

them more visible for advancement within the company. 
 

 
 
 
Threats:  

• With few recent graduates being familiar with the industry, and so many insurance carriers and 
agencies nationwide, there will still be a shortage of new employees. 

• Formal training programs, mentoring programs, and internships may be too costly or time 
consuming for smaller companies. 

• Short-staffed companies may not be able to dedicate the time to new employees for adequate 
training and on-the-job experience. 
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• Lack of effective training for how to manage remote employees may interfere with passing along 
institutional knowledge. 

• Employees with high workloads may not be able to spend adequate time mentoring younger 
underwriters, disrupting the transfer of institutional knowledge.  

• Many independent insurance agency owners plan that the sale of their business will help fund their 
retirement – if they do not have a formal perpetuation plan in place, they may end up selling for 
much less than originally expected. 

• Poor or nonexistent perpetuation plans may leave successors with difficulties in running the 
business successfully. 

• A truly age-neutral workplace is difficult to achieve and companies may inadvertently favor one 
generation over another. 

• It may not be possible to offer sufficient incentives based on generational needs, so there may 
always be people who are unsatisfied. 

• The perception that women with children cannot adhere to the increased time needed at work at 
an executive level role can prevent advancement. 
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