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Executive Summary: 
 

The insurance industry, rich with 333 years of history and still carrying forward traditions established 

at a humble English coffee house in the 1600s, faces winds of change and the need to adapt to a 21st 

century environment.  

The industry is undergoing a transformation as it modernizes and adapts to technological changes. 

The industry also faces unprecedented exposure and opportunities arising from risks including cyber, 

Internet of Things, climate change, pandemic, racial injustice and civil unrest, artificial intelligence, 

etc. To remain competitive and innovative, the industry will need to attract and retain a diverse 

workforce that not only mirrors its customer base, but also provides the industry with the experience 

and diversity it needs to develop innovative solutions and manage the technological and operational 

changes required. Organizations must ensure that any investment in technology and enablement is 

complemented by an investment in talent and creative means to continuously engage the employee1. 

New, meaningful, interesting, and challenging positions within the insurance industry have the 

potential of attracting a more technically savvy workforce.  

At present, though, insurers need to overcome an image problem. Only 2% of soon-to-be graduates 

express interest in working in the insurance industry 2. Making matters worse, the competition for 

STEM (science, technology, engineering and math) skills is intensifying. Other industries are also 

embracing digital opportunities, and those industries—from media to manufacturing—are creating 

job opportunities that may be more enticing than what insurance can offer3. Insurers need to 

fundamentally rethink their talent attraction, acquisition and retention strategies. By forging innovative 

educational collaborations, insurers position themselves in a broader talent ecosystem4. This paper 

presents a series of implications, opportunities and threats for the insurance industry from the 

dynamics of the modern workforce, with a new focus on COVID-19 considerations.   

 
1 “The Future of Talent in Insurance.” Deloitte. 2015 
https://www2.deloitte.com/content/dam/Deloitte/ie/Documents/FinancialServices/IE_FS_talentinInsurance_0918_
FINAL3.pdf 
2 Malhotra, Ravi. “The insurance workforce of the future.” Accenture Strategy, 2015 
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-
assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf  
3 Malhotra, Ravi. “The insurance workforce of the future.” Accenture Strategy, 2015 
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-
assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf  
4 Malhotra, Ravi. “The insurance workforce of the future.” Accenture Strategy, 2015 
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-
assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf  

https://www2.deloitte.com/content/dam/Deloitte/ie/Documents/FinancialServices/IE_FS_talentinInsurance_0918_FINAL3.pdf
https://www2.deloitte.com/content/dam/Deloitte/ie/Documents/FinancialServices/IE_FS_talentinInsurance_0918_FINAL3.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
https://www.accenture.com/t00010101t000000__w__/it-it/_acnmedia/accenture/conversion-assets/dotcom/documents/global/pdf/dualpub_25/accenture-the-insurance-workforce-of-the-future.pdf
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Implications: 
 

• There are now five generations in the workforce, representing a diverse mix of cultural 

orientations and behaviors5. The generations are the Silent Generation (born 1925-1945), Baby 

Boomer (1946-1964), Generation X (1965-1976), Millennials or Generation Y (1977-1995), 

and Generation Z (1996-TBD)6.  

• Future generations are anticipated to increasingly remain in the workforce past traditional 

retirement ages due to financial needs and a desire to stay engaged7. Employers will need to 

assess the impact of the explosion of workers 65+ years old, which will nearly double to 88 

million by 20508.   

• Insurance organizations are ill-prepared for the mass retirement of Baby Boomers, which will 

continue over the next decade. Many organizations are understaffed, when they should be 

over-staffing now to prepare for this9. 

• According to recent estimates, the number of employees older than 55 years in P&C insurance 

is 30% higher than in any other industry10.   

• Using data from Pew Research 201711 and 

the Labor Bureau 2019 Statistics12 (modified 

to fit the generational definitions), we can see 

that there is a generational imbalance in the 

insurance industry. While the original data 

doesn't line up perfectly, it does directionally 

tell us that we are too heavily weighted with 

Baby Boomers who will all be retiring over 

the next 10 years or so and there is a gap of 

experience and expertise where Generation X should be.   

 
5 Michelson, J. “How To Innovate With A Multi-Generational Workforce.” Forbes. February 28, 2019. 
https://www.forbes.com/sites/joanmichelson2/2019/02/28/how-to-innovate-with-a-multi-generational-
workforce/#5fc64d2d43f0  
6 “Generational Breakdown: Info About All the Generations.” The Center for Generational Kinetics. 
https://genhq.com/faq-info- about-generations/  
7 Miller, M. “Why Businesses Need a Plan for Aging Workforce.” Insurance Journal. June 21, 2018, 
https://www.insurancejournal.com/news/national/2018/06/21/492950.htm  
8Wan He, Daniel Goodkind and Paul Kowal. “An aging World: 2015.”   US Census Bureau.  US Government 
Publishing Office, Washington DC. 2016. 
https://www.census.gov/content/dam/Census/library/publications/2016/demo/p95-16-1.pdf  
9 Wraight, P. “4 Reasons a Career in Insurance is a Safe Bet.” Insurance Journal. January 31, 2018. 
https://www.insurancejournal.com/blogs/academy-journal/2018/01/31/478754.htm  
10 Hillebrand, Melissa. “9 ways to recruit and retain Gen Y insurance pros.” Property Casualty 360. October 20, 2014 
https://www.propertycasualty360.com/2014/10/20/9-ways-to-recruit-and-retain-gen-y-insurance-pros/  
11 Fry, Richard. “Millenials are the largest generation in the US labor force.” Pew Research Center. April 11, 2018 
https://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/  
12 Labor Force Statistics from the Current Population Survey. US Bureau of Labor Statistics 
https://www.bls.gov/cps/cpsaat18b.htm  

https://www.forbes.com/sites/joanmichelson2/2019/02/28/how-to-innovate-with-a-multi-generational-workforce/#5fc64d2d43f0
https://www.forbes.com/sites/joanmichelson2/2019/02/28/how-to-innovate-with-a-multi-generational-workforce/#5fc64d2d43f0
https://genhq.com/faq-info-%20about-generations/
https://www.insurancejournal.com/news/national/2018/06/21/492950.htm
https://www.census.gov/content/dam/Census/library/publications/2016/demo/p95-16-1.pdf
https://www.insurancejournal.com/blogs/academy-journal/2018/01/31/478754.htm
https://www.propertycasualty360.com/2014/10/20/9-ways-to-recruit-and-retain-gen-y-insurance-pros/
https://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/
https://www.bls.gov/cps/cpsaat18b.htm
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• New technologies are transforming the industry, set to replace lower level employees involved 

with transaction processing and number-crunching in underwriting, claims, and finance. 

Individual responsibilities will shift to higher talent development requiring more capabilities. 

Recruitment and retention will be even more critical13 for individuals with these advanced skill 

sets. 

• The insurance sector is losing Millennials to the tech industry because they see that industry 

as a path to early success14. 

• Generational differences indicate that Generation Z expects to stay at a company less time 

than Millennials. Generations Y and Z enter the workforce with an expectation of flexible 

work locations and times of day, flexible compensation structures, and a more casual work 

environment. Furthermore, older workers are trained to address those in authority more 

formally, whereas Generation Z expect a closer, more friendly relationship15.  

• Millennials and Gen Z are the most diverse in history: only 56% of the 87 million Millennials 

in the country are white, as compared to 72% of the 76 million Baby Boomers16. 

• Younger generations tend to seek out self-development tools, consider future workforce 

planning a top priority, and embrace remote working17. 

• Historically low unemployment has increased challenges in recruiting and hiring new 

employees18. This makes it more important than ever to attract and retain talent from all age 

groups and backgrounds. 

• Many insurance organizations, particularly smaller companies or family-owned operations, do 

not have a formal perpetuation plan in place. This is one of the factors driving the current 

consolidation in the industry, particularly on the retail side19. 

• 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 roles20. 

 
13 Hollander, D. “How insurers can adapt to the future of work.” EY. June 18, 2018. 
https://www.ey.com/en_gl/insurance/how- insurers-can-adapt-to-the-future-of-work 
14 Grzadkowska, A. “Where insurance companies have stumbled in bringing and keeping millennials on board.” 
Insurance Business America. October 31, 2018. https://www.insurancebusinessmag.com/us/news/breaking-
news/where-insurance-companies-have- stumbled-in-bringing-and-keeping-millennials-on-board-115114.aspx  
15 3 Knowledge@Wharton. “Making Way for Generation Z in the Workplace.” Brink News. March 5, 2019. 
https://www.brinknews.com/making-way-for-generation-z-in-the-workplace/  
16 “Millenial generation is bigger, more diverse than boomers.” CNN Business. 2018 
https://money.cnn.com/interactive/economy/diversity-millennials-boomers/ data from the US Census 
17 Gilchrist, K. “How millennials and Gen Z are reshaping the future of the workforce.” CNBC. March 5, 2019, 
https://www.cnbc.com/2019/03/05/how-millennials-and-gen-z-are-reshaping-the-future-of-the-workforce.html  
18 Ocasio, V. “Low jobless rate creates new hiring landscape, forcing firms to adjust.” Newsday. May 10 2019. 
https://www.newsday.com/business/low-unemployment-hiring-landscape-1.30862861  
19 Springtree Group. “Why you need a perpetuation plan.” Springtree Group. August 17, 2015. 
http://www.springtreegroup.biz/why-you-need-a-perpetuation-plan/  
20 Quinn, H. “3 ways networking can help build a gender-diverse workplace.” Technically. March 25, 2019 
https://technical.ly/delaware/2019/03/25/3-ways-networking-can-help-build-a-gender-diverse-workplace/  

https://www.insurancebusinessmag.com/us/news/breaking-news/where-insurance-companies-have-%20stumbled-in-bringing-and-keeping-millennials-on-board-115114.aspx
https://www.insurancebusinessmag.com/us/news/breaking-news/where-insurance-companies-have-%20stumbled-in-bringing-and-keeping-millennials-on-board-115114.aspx
https://www.brinknews.com/making-way-for-generation-z-in-the-workplace/
https://money.cnn.com/interactive/economy/diversity-millennials-boomers/
https://www.cnbc.com/2019/03/05/how-millennials-and-gen-z-are-reshaping-the-future-of-the-workforce.html
https://www.newsday.com/business/low-unemployment-hiring-landscape-1.30862861
http://www.springtreegroup.biz/why-you-need-a-perpetuation-plan/
https://technical.ly/delaware/2019/03/25/3-ways-networking-can-help-build-a-gender-diverse-workplace/
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• Recent data confirms that the insurance industry and the legal industry that represents it are 

among the least diverse industries in the United States21. 

• Attracting and retaining employees in insurance requires development of physical and 
emotional well-being, rewarding growth opportunities, addressing financial well-being beyond 

retirement plans, and refreshing organizational strategies by combining technology with 

human capital22. 

 

COVID-19 Specific Implications  

• COVID-19 has forced insurance companies, intermediaries and agencies to execute work-

from-home (WFH) orders for most employees. This has opened the eyes of many Silent 

Generation, Baby Boomer, and Generation X employees and leaders to see that day to day 

work can still be accomplished while working from home. Millennials and Generation Z 

employees have likely been able to adjust better since their expectations are to allow for WFH 

opportunities.  

• COVID-19 forced companies to quickly adapt WFH strategies and has dramatically changed 

the way people work. Some of that change may be permanent. Gartner research has shown 

that 74% of businesses want some workers (at least 5%) to permanently work from home, and 

a quarter of companies will move at least 20% of their employees to WFH. Nationwide 

Insurance has already announced its intentions to close several offices by the end of 202023.  

• Hybrid WFH models may also provide opportunities for employees to spend less time 

commuting and result in a shift in how they pick where they live, likely increasing the pool of 

candidates to choose from, since geography is no longer a boundary. 

• It may be more difficult to get experienced insurance talent to change companies, since 

candidates may be reluctant to make career changes in the middle of the ups and downs of the 

pandemic.   

• Some industries had already started to shift away from large offices spaces where all employees 

are in one location, and COVID-19 could accelerate this for the insurance industry. 

• While Millennials and Generation X employees have looked for closer, more friendly 

relationships in the workplace, due to COVID-19 we are all now more able to get glimpses 

into each other’s personal lives. Whether it is a spouse or pet showing up in a video conference 

or a child laughing in the background of a call, we are seeing aspects of each other’s lives that 

have historically been hidden away – but which have always played a large part in developing 

 
21 Evans, Terrance, J. “An analysis of diversity and inclusion in the insurance industry.” American Bar Group. December 
9, 2019 https://www.americanbar.org/groups/litigation/committees/insurance-coverage/articles/2019/diversity-
inclusion-in-insurance-industry/  
22 Adriano, L. “Employers of choice must pay attention to workplace wellbeing.” Insurance Business America. July 3, 
2018. https://www.insurancebusinessmag.com/us/news/breaking-news/gallagher-employers-of-choice-must-pay-
attention-to- workplace-wellbeing-105324.aspx  
23 “Gartner CFO Survey Reveals 74% Intend to Shift Some Employees to Remote Work Permanently.” Gartner Press 
Release. April 3, 2020. https://www.gartner.com/en/newsroom/press-releases/2020-04-03-gartner-cfo-surey-reveals-
74-percent-of-organizations-to-shift-some-employees-to-remote-work-permanently2  

https://www.americanbar.org/groups/litigation/committees/insurance-coverage/articles/2019/diversity-inclusion-in-insurance-industry/
https://www.americanbar.org/groups/litigation/committees/insurance-coverage/articles/2019/diversity-inclusion-in-insurance-industry/
https://www.insurancebusinessmag.com/us/news/breaking-news/gallagher-employers-of-choice-must-pay-attention-to-%20workplace-wellbeing-105324.aspx
https://www.insurancebusinessmag.com/us/news/breaking-news/gallagher-employers-of-choice-must-pay-attention-to-%20workplace-wellbeing-105324.aspx
https://www.gartner.com/en/newsroom/press-releases/2020-04-03-gartner-cfo-surey-reveals-74-percent-of-organizations-to-shift-some-employees-to-remote-work-permanently2
https://www.gartner.com/en/newsroom/press-releases/2020-04-03-gartner-cfo-surey-reveals-74-percent-of-organizations-to-shift-some-employees-to-remote-work-permanently2
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meaningful business relationships. There has been a definite shift towards being more 

relatable. 
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Opportunities: 
 

• According to Vertafore, Millennials are more than twice as likely as other generations to be 

recruited via social media. Job fairs, such as the ones held at colleges to search for new talent 

from the graduating classes, are quickly becoming an outdated recruiting tactic24. Insurance 

businesses that design career-oriented platforms and aggressively market to attract college and 

younger applicants are more likely to achieve a greater level of success. 

• Offering work location flexibility, ever-adapting technological tools, and well-being packages 

will create the necessary workplace experience which workers are seeking to stay engaged and 

employed longer. 

• Younger generations exposed to technology from day one may not only facilitate the 

implementation of changing technology but also inherently encourage further development. 

• Companies invested in taking advantage of an older workforce can utilize their resources of 

substantial experience and historical relationships to train younger generations and help make 

better decisions since they have a wider range of perspectives. 

• Diverse and inclusive teams are proven to be more effective and create better outcomes. 

Focusing on achieving diversity in a business culture will attract the talent needed to succeed 

and innovate. 

• Growing a diverse employee platform that is reflective of a company’s diverse customer base 

is a necessity to attract and retain business. 

• Sharing plans on diversity and inclusion is one way to attract top insurance talent, since 

candidates prefer companies that are diverse and progressive.25   

• A diverse workplace is important to a majority of white workers, but it is of paramount 

importance to minority job seekers: 72% of women (v. 62% of men), 89% of African 

Americans, 80% of Asians, and 70% of Latinos ranked workforce diversity as important in 

their job search26. 

• Providing internships to college students can create a better pool of employment candidates. 

This creates and provides an opportunity to attract a more diverse base. 

• Creating a robust training program where the organization recruits a pool of excellent 

candidates, covers training costs, and then deploys those candidates to whichever department 

needs more staffing, could help reduce the organizational risk from the impending mass 

retirement of Baby Boomers. 

 
24 “Insurance Industry Talent Crisis: The Impact of the Aging Insurance Workforce.” Agent Resources. AmTrust 
Financial. https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce  
25 Dickerson, Scott. “Diversity hiring is top of mind for insurance organizations: inclusive workforce key to recruiting 
success after COVID-19” Capstone. May 19, 2020. https://www.csgrecruiting.com/employers/diversity-hiring-is-top-
of-mind-for-insurance-organizations/  
26 Research by Glassdoor. https://blog.bonus.ly/diversity-inclusion-
statistics#:~:text=The%20Benefits%20of%20D%26I&text=From%20attracting%20the%20most%2Dqualified,are%20t
he%20ones%20that%20succeed.   

https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce
https://www.csgrecruiting.com/employers/diversity-hiring-is-top-of-mind-for-insurance-organizations/
https://www.csgrecruiting.com/employers/diversity-hiring-is-top-of-mind-for-insurance-organizations/
https://blog.bonus.ly/diversity-inclusion-statistics#:~:text=The%20Benefits%20of%20D%26I&text=From%20attracting%20the%20most%2Dqualified,are%20the%20ones%20that%20succeed
https://blog.bonus.ly/diversity-inclusion-statistics#:~:text=The%20Benefits%20of%20D%26I&text=From%20attracting%20the%20most%2Dqualified,are%20the%20ones%20that%20succeed
https://blog.bonus.ly/diversity-inclusion-statistics#:~:text=The%20Benefits%20of%20D%26I&text=From%20attracting%20the%20most%2Dqualified,are%20the%20ones%20that%20succeed
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• Organizations will benefit when they extend opportunity to well qualified candidates 

regardless of race, gender, age, etc. Data driven processes for recruitment and promotion can 

help organizations ensure the most effective leaders are in leadership roles. 

• A benefits package that includes targeted incentives like extended paid FMLA, attractive 

medical insurance options, casual work environment, flexible work hours and locations, and 

frequent rewards and recognitions can attract top talent at a lower organizational cost than 

higher actual compensation. 

 

COVID-19 Specific Opportunities  

• The insurance industry could become more attractive to prospective employees when it is 

seen to be more resilient to economic threats than other industries. There is value in the 

economic stability of the industry as a whole.   

• There may be opportunities for the insurance industry to hire talented employees that are 

displaced by the economic downturn brought on by COVID-19. 

• WFH opportunities may be more available now that most insurance companies have 

managed the experience successfully, which is attractive to younger generations. This can 

benefit employees and reduce some of the real estate expenses associated with maintaining 

large offices. 

• The talent pool for jobs in the industry that translate well to WFH will increase to include 

prospects that are located anywhere in the country. 

Threats: 

• As technology replaces lower level positions, companies must re-think and re-brand how they 

will attract a career-oriented workforce that does not want to start from the bottom, grinding 

through tasks to learn from and advance. 

• Cutting edge technology and increasing advancements in various industries may prevent 

enticement to new job seekers as well as lure those away if companies cannot continue to 

increase the experience and well-being of the employed. 

• As technology expands across most work tasks, a smaller employee base threatens the diversity 

needed to reach all audiences and handle the human touch that has provided past value in 

business retention. 

• Eight out of ten Millennials report having limited knowledge and understanding of the 

employment opportunities available within the insurance industry, according to a survey 

conducted by The Institutes27. 

• 44% of Millennials do not find a career in insurance interesting, per Valen Analytics, despite 

the insurance industry offering great opportunities to work in a variety of avenues: marketing, 

 
27 “Insurance Industry Talent Crisis: The Impact of the Aging Insurance Workforce.” Agent Resources. AmTrust 
Financial. https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce  

https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce
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finance, data analysis, information technology – all things that would seemingly appeal to this 

generation.28  

• Smaller firms may need to incur unanticipated expenses to evolve their workplace setting as 

the general business world shifts to satisfy employee behavior. 

• Organizations face E&O exposure when there are not enough employees to handle the 

volume of incoming business opportunities, and there is an unexpected illness or retirement. 

Historically, low unemployment increases the risk of under-staffing-induced E&O. 

• Short-staffed companies may not be able to dedicate the time to new employees for adequate 

training and on-the-job experience.  

• Lack of effective leadership training for how to manage remote employees may interfere with 

passing along institutional knowledge. This may also include training employees to effectively 

train and communicate using technology. 

• There are gaps in representation for women in insurance – there are more than 50% at entry 

level, but women only make up 20% of the SVP level and 18% of the C-Suite. For women of 

color, the statistics are worse starting at entry and manager level29. Improved representation 

of female leaders will lead to a more rounded view of customers. This is critical because 

women increasingly participate or take the lead in family financial decisions. Furthermore, 

companies that do not focus on gender diversity will find themselves at a disadvantage in the 

search for talent30.   

• 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. 

 

COVID-19 Specific Threats  

• WFH employees may find work-life balance more difficult when access becomes 24/7 as 

the lines between work hours and personal hours blur. Employers must be mindful that 

managers respect employee personal time, i.e. no late night or weekend calls.   

• Corporate culture is difficult to create, change or preserve if most employees are working 

from home. Culture is usually created when employees come together and engage in 

teamwork or activities. A good corporate culture is important, so employers will need to 

 
28 “Insurance Industry Talent Crisis: The Impact of the Aging Insurance Workforce.” Agent Resources. AmTrust 
Financial. https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce  
29 Mulligan, Catherine. “International Women’s Day: How fixing the wage gap for women of color benefits us all.” 
LinkedIn. March 6, 2020 https://www.linkedin.com/pulse/international-womens-day-how-fixing-wage-gap-women-
color-mulligan/?trackingId=twFROhD5pvCmJnch1CJDrw%3D%3D  
30 Sun, Winnie. “Survey says women increasingly drive financial decisions.” Moneytips. April 1, 2016 
https://www.moneytips.com/women-increasingly-drive-financial-decisions  

https://amtrustfinancial.com/blog/agents/the-aging-insurance-workforce
https://www.linkedin.com/pulse/international-womens-day-how-fixing-wage-gap-women-color-mulligan/?trackingId=twFROhD5pvCmJnch1CJDrw%3D%3D
https://www.linkedin.com/pulse/international-womens-day-how-fixing-wage-gap-women-color-mulligan/?trackingId=twFROhD5pvCmJnch1CJDrw%3D%3D
https://www.moneytips.com/women-increasingly-drive-financial-decisions
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figure out ways to drive a corporate culture with work from home employees. It can help 

with employee retention, productivity, etc. as it fosters more engagement31. 

• WFH can be very siloed, causing us to wonder whether the newer members of the 

workforce will get the benefit of training from the more experienced older employees if 

they have little chance of interacting. In an office environment, there is a lot more 

interaction with different departments and different levels in the organization that happens 

naturally which may not happen in a WFH environment. WFH employees starting at 

entry-level positions may also find it difficult to connect with senior leadership and 

potential future mentors when they cannot be introduced naturally such as passing in the 

hallway or meeting in the break room. 

• Technology may create a digital divide when it comes to tough conversations. While social 

distancing is necessary today with COVID-19, a sense of connection is also needed while 

we shed light on inequalities in society and in the workplace. For example, a physical 

handshake has been shown to lead to more open conversations than a virtual hello.  

• Many companies are not hosting internships, which are vital for attracting young talent, 

due to social distancing and shelter in place orders. 

  

 
31 Gallup Q12 Meta-Analysis Report. 2016.  https://news.gallup.com/reports/191489/q12-meta-analysis-report-
2016.aspx?g_source=ServiceLandingPage&g_medium=copy&g_campaign=tabs  

https://news.gallup.com/reports/191489/q12-meta-analysis-report-2016.aspx?g_source=ServiceLandingPage&g_medium=copy&g_campaign=tabs
https://news.gallup.com/reports/191489/q12-meta-analysis-report-2016.aspx?g_source=ServiceLandingPage&g_medium=copy&g_campaign=tabs
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