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the Jacobson group is the nation’s

leading provider of insurance talent.

for 40 years, we have been connecting

insurance organizations with

professionals from the board room to

the back room on both a permanent

and temporary basis. We offer a

variety of solutions including executive

search, professional recruiting, rpo,

temporary staffing, subject matter

experts, and onsite and work-at-home

operations support. regardless of the

need or situation, Jacobson is the

insurance talent solution.

= the u.s. unemployment rate remained steady at 8.2 percent with the

addition of a modest 80,000 jobs in the month of June.

= unemployment for insurance carriers and related activities rose to 5

percent for the month of June, up from 4.5 percent in may.

= at approximately 2.28 million jobs, industry employment is up roughly

200 jobs compared to June 2011.

= on a year-to-year basis, industry employment saw job growth for

reinsurance (5.7 percent), tpas (0.8 percent), agents/brokers (0.5

percent), health (0.1 percent) and title (0.1 percent). other sectors

saw declines: claims, down 4 percent; life, down 1.3 percent; and

property and casualty, down 0.8 percent.

= reinsurance saw an increase of only 0.3 percent in weekly wages after

months of double digit increases. all other sectors saw declines in

weekly wages: tpas, down 5.7 percent; agents/brokers, down 3.8

percent; life, down 3.33 percent; health, down 3.2 percent; claims,

down 2.9 percent; property and casualty, down 1.34 percent; and title,

down 0.6 percent. 

oF The InDusTry’s Labor MarkeT

*Derived from the data released by the U.S. Bureau of Labor Statistics
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receive Compass directly
to your inbox each month,
click here to sign up.

In ThIs Issue

Jacobson’s Insurance Industry mid-year

Labor market study was a success!

attend the complimentary results

webinar for valuable information on the

condition of the industry's labor market,

ongoing trends and staffing expectations.

Is The Insurance
InDusTry’s Labor MarkeT
FInaLLy on The MenD?
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congratulations and best of luck to the
following executives who recently took
on new challenges within the industry:

= craig bass 
President, Molina healthcare of texas
molina healthcare, Inc.

= Michael belfatti
Chief Actuary
Endurance specialty holdings Ltd.

= William G. carney, cPcu, aLcM
Chief Underwriting Officer
accident fund holdings, Inc.

= nigel childs
Chief Financial Officer for International
Operations
starr companies 

= ellen cooper
executive vice President and Chief 
Investment Officer
Lincoln financial group

= scott Dickison
Chief Financial Officer
scott & White health plan 

= Meg Drago
Global head of human Resources
Ironshore Inc.

= John Forney, cFa 
Chief executive Officer
united Insurance holdings corp.

= barry Gilway
President
citizens property Insurance corporation

= Peter harper
Global Chief Financial Officer
Ironshore Inc.

= stephen harris
President, Molina healthcare of Michigan 
molina healthcare, Inc.

= Todd hart
Chief executive Officer
narragansett Bay Insurance company

= Ted M. Johnson
Chief Financial Officer and treasurer
american Equity Investment Life 
holding company

= brad kass
Chief Operations Officer for Global 
Corporate in north America
Zurich Insurance group

= edmund J. kelly
President
american association of Insurance services

= Laurette T. koellner  
executive Chairman of International Lease
Finance Corporation
american International group, Inc.

= kevin a. Marti, Fsa, cLu, chFc
President and Chief executive Officer
gleaner Life Insurance society

= John M. Matovina
Chief executive Officer and President
american Equity Investment Life 
holding company

= keith Maxfield, cPcu  
Senior vice President and Chief 
Underwriting Officer
cumberland Insurance group

= steve napoli
Chief Investment Officer for 
International Insurance
prudential financial, Inc.

= charles Prall 
Chief Financial Officer
new Jersey manufacturers Insurance company

= Tim schmidt
Chief Investment Officer for U.S. Businesses
prudential financial, Inc. 

= scott sleyster
Chief Investment Officer
prudential financial, Inc.

= andrew M. Tuma
President
Berkley surety group, LLc

= Jennifer yang
Chief Risk Officer
the navigators group, Inc.
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strategic change is the new black. placing the

spotlight on the importance of human capital is

paramount in executing game-changing strategy.

It’s difficult to imagine a more fiercely

competitive talent market than what we

currently encounter. today’s economic and social

climate has created both opportunities and

tensions that insurers must face head-on.

greater access to information has dramatically

changed how we build strategies. accelerating

customer demands and expectations, economic

conditions, mother nature, regulatory change

and workforce dynamics all have a profound

impact on how we do business. 

further, the demographic of our labor market

continues to shift. for the first time, we have

four generations, working side-by-side. Boomers

are now heading for retirement and many

employers are realizing the impending skills gap

that will be left behind. the “war for talent” is a

very real dilemma that forces us to take a deeper

look at succession and workforce development.

the goal, of course, is to secure top-tier talent to

lead in both the short and long-term. rather

than becoming consumed in the “war for talent,”

the focus needs to be on delivering strategic

capabilities that will drive growth and prosperity.

While there are many issues intertwined with

recruiting and retaining the best talent

available, perhaps the workforce component of

compensation begs for more discussion than

the rest. having recently accepted the honor

of sponsoring the 2012 national association

of mutual Insurance companies (namIc)

Executive compensation study, this topic has

been top of mind for the Jacobson group. It

seems there is great interest in the issue,

deservedly so. While striving to push ahead of

the competition, today’s future-thinking

companies are reconsidering how they invest

in their workforce. 

a DIFFerenTIaTeD WorkForce

Job responsibilities have broadened considerably,

and the pace at which jobs change has also

increased dramatically. organizations require

an approach based on future value creation

and strategic job worth. We cannot overstate
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the importance of developing a shared

understanding of workforce philosophy.

Workforce differentiation is as

essential and critical as any

other strategic differentiation

when creating a competitive,

sustainable advantage.

however, the tendency is to

standardize workforce

practices rather than

differentiate. In many

organizations, human capital

remains the most expensive,

yet mismanaged, asset.

We cannot rely on “best practices,” as they are

simply designed to keep up with the competition.

today’s playing field requires differentiation on

the inside, especially in terms of recruiting,

developing and rewarding our workforce.

positions within our organizational structures

differ in their contribution to strategic success

and, as such, must be compensated accordingly. 

Let’s remember that all roles are not inherently

strategic, yet all roles are important! If not, it’s

assumed they are eliminated. for this purpose,

we can identify three categories that our

workforce could fall into: strategic, supportive

and administrative. grouping by strategic

contribution provides the framework for

determining position value relative to

compensation. our strategic players are those

that have a direct and profound impact on the

current, mid-term and future success of the

company. their incentives must be strong,

competitive and compelling in scope.

an aLIGneD sTraTeGy

any compensation system is only truly effective

if it is designed to compliment and support the

overall business. this includes not only

appropriately rewarding high performance, but

also disproportionally investing in strategic

talent. your compensation strategy should be

attractive to the “right” talent and have a

meaningful impact on

retention of your top

performers. It is done in

concert with the financial

performance of the

organization —meaning it

serves all stakeholders,

including policyholders.

Initiate dialogue within your

organization on talent

management and all of its

facets: succession planning, executive

compensation, recruitment, and executive

development and coaching. the non-monetary

rewards that cannot be captured with numbers

should be factored into a successful and holistic

talent management strategy. providing

employees with a sense of purpose and

belonging, attractive work-life harmony and

competitive benefits will take your compensation

strategy to the next level.

If you are a leader in your organization, make

this your priority. compensation is just one

important component of the greater human

capital picture; and an active, “living and

breathing” strategy lends itself to a stronger

overall succession plan. While today’s landscape

offers an array of challenges that are quite

unique to our time, there is no denying that

growth and prosperity is still achieved the same

way—through our people. It’s time to rethink

how we invest in them. 
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