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PULSE OF THE U.S. LABOR MARKET

• The U.S. unemployment rate decreased to 5.6 percent in December with the 
addition of 111,000 jobs.

• Unemployment for insurance carriers and related activities decreased to 2.6 
percent in December, with the addition of 4,200 jobs.

• At approximately 2.471 million jobs, industry employment is up roughly 70,000 
jobs compared to December 2013.

• The average industry unemployment rate for 2014 is 3.1 percent. Compare that 
to 3.7 percent in 2013, 4.4 percent in 2012, 5.9 percent in 2011 and 6.2 percent 
in 2010.

• On a year-to-year basis, insurance industry employment saw job growth in 
November* across all sectors: claims, up 1.02 percent; health, up 0.76 percent; 
title, up 0.68 percent; TPAs, up 0.54 percent; reinsurance, up 0.36 percent; life, 
up 0.23 percent; property and casualty, up 0.22 percent; and agents/brokers, 
up 0.07 percent.

• On a year-to-year basis, November* saw weekly wages increase for all sectors, 
excluding claims (down 1.44 percent): reinsurance, up 8.73 percent; agents/
brokers, up 5.12 percent; TPAs, up 3.24 percent; life/health, up 3.04 percent; 
property and casualty, up 2.71 percent; and title, up 1.69 percent. 

Derived from the data released by the U.S. Bureau of Labor Statistics
*Data broken out by industry segment and category is available only for the prior month.
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SEMI-ANNUAL INSURANCE LABOR OUTLOOK STUDY 
PARTICIPATE NOW!
In its sixth year, this survey provides the insurance 
industry with valuable information on labor trends and 
has become an accurate predictor of the industry’s 
staffing outlook.

Survey results will be revealed and analyzed in a 
complimentary webinar on February 19, 2015.

http://www.linkedin.com/company/the-jacobson-group
http://twitter.com/JacobsonGroup
http://blog.jacobsononline.com
http://twitter.com/home/?status=The+latest+issue+of+Compass+from+@JacobsonGroup+is+out!+View+it+here+-+http://jcbsn.gr/Compass8-1
http://www.linkedin.com/shareArticle?mini=true&url=http://jcbsn.gr/Compass8-1&title=Compass&summary=The%20latest%20issue%20of%20Compass%20is%20out!%20Check%20it%20out%20now!%20
http://content.jacobsononline.com/subscribe-to-compass
http://content.jacobsononline.com/subscribe-to-compass
http://www.jacobsononline.com/?source=Compass8.1
http://www.jacobsononline.com/?source=Compass8.1
http://www.jacobsononline.com/?source=Compass8.1
http://16.selectsurvey.net/McLagan/TakeSurvey.aspx?SurveyID=l8KL697
https://attendee.gotowebinar.com/register/5995051229897651201
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INDUSTRY EXECUTIVES

ON THE MOVE
Congratulations and best of luck to the 
following executives who recently took 
on new challenges within the industry:

• Gregory W. Bangs
	 Chief	Underwriting	Officer	of	Crime	Underwriting
 XL Group plc

• Catherine Besselman
 Divisional	Director,	Global	Head	of	Agriculture
 Ironshore International

• Charles Colburn
 President	of	Senior	Care	Division
 MedPro Group

• Michael Cormier
	 Head	of	Portfolio	Development
 Marsh

• Richard P. Creedon
	 President	and	Chief	Executive	Officer
 Utica National Insurance Group

• Aaron P. Diefenthaler 
	 Vice	President,	Chief	Investment	Officer	&	Treasurer
 RLI Corp.

• Terry Eleftheriou
 Executive	Vice	President,	Chief	Financial	Officer
 Employers Holdings, Inc.

• Amy Frederick
	 Vice	President	and	Chief	Information	Officer
 The Main Street America Group 

• Martin Hollander
	 Senior	Vice	President,	Chief	Audit	Executive
 Selective Insurance Group, Inc.

• Jeffrey D. Kelly
	 Executive	Vice	President	and	Chief	Financial	Officer
 RenaissanceRe Holdings Ltd.

• Richard W. Lavey
	 President,	Personal	Lines
 The Hanover Insurance Group, Inc.

• Esther Lee
	 Executive	Vice	President	and	Global	Chief		

Marketing	Officer
 MetLife, Inc.

• Peter A. Lindquist
	 Chief	Financial	Officer/Treasurer
 Cameron Insurance Companies

• Tina Youngblood Mallie
	 Chief	Executive	Officer
 Spencer Re

• Terry McCafferty
	 Head	of	Group	Captives
 Zurich North America

• Scott Murphy
	 President	and	Chief	Executive	Officer
 Jewelers Mutual Insurance Company

• Michael Poulos
 Head	of	Client	Advisory	Services
 Marsh

• Charlie Shamieh
	 Chief	Executive	Officer,	Life,	Health,	and		

Disability	Insurance
 American International Group, Inc.

• Jim Smith
 Medical	Malpractice	Product	Manager	and	Chief	

Underwriting	Officer	for	ACE	Overseas	General
 ACE Group

• Michael E. Standing
 President	and	Chief	Executive	Officer
 A.I.M. Mutual Insurance Companies

• L. Byron Way
 Executive	Vice	President	and	Chief	Operating	Officer
 Houston International Insurance Group

• David S. Wichmann
 President
 UnitedHealth Group

• Jerry Wosleger
	 Global	Practice	Leader	for	Onshore		 	

Energy	Underwriting
 The Navigators Group, Inc.
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The Art of Interviewing: Mastering the 
Candidate Selection Process
By Joyce Dunn, Vice President and Engagement Director, The Jacobson Group

WE READ THEM ALL THE TIME — 
INTERVIEW HORROR STORIES. FROM THE 
OVERLY SCRIPTED CONVERSATION TO 
THE IMPROMPTU GROUP SESSION, THE 
EXAMPLES OF INTERVIEWS GONE WRONG 
ARE PLENTIFUL. IT OFTEN SEEMS AS IF 
INTERVIEWING HAS BECOME A LOST ART 
IN TODAY’S BUSINESS ENVIRONMENT. 

According to a study from Michigan State University, 
today’s business interviews are often ineffective, 
only increasing the likelihood of choosing the best 
candidate by less than two percent.  A lack of 
time spent preparing and the inability to provide 
adequate attention to the hiring process is resulting 
in poor decisions and increased turnover within 
organizations. 

With 69 percent of hiring managers and HR 
professionals reporting bad hiring decisions—
according to a Harris Interactive study—it is clear 
that something must be done.  Bad hires are a 
drain on your organization’s time, resources and 
energy; the Harvard Business Review reports that 
nearly 80 percent of all employee turnover—which 
often comes with a hefty cost—is the result of poor 
hiring decisions. 

Not all interviews are created equal and not every 
interview type is effective for a particular role. 
Nevertheless, many best-practice techniques for 
interviewing can be applied across the board to 
create a successful and effective interview style for 
your organization.

DON’T OVERLOOK INTERVIEW 
PREPARATION
Preparation is key to interview success. Planning to 
“wing it” is an ineffective and damaging strategy 

that often results in unsuccessful hires and high 
employee turnover. Interviewing, as with most 
business activities, is a process. Taking short cuts 
in any part of the process will increase the risk of 
failure. 

There is an abundance of important “prep” work 
that should be completed prior to any interview. 
However, many hiring managers and interviewers 
find themselves swamped with day-to-day 
responsibilities and deadlines and are unable to 



Many interviewers have a tendency to hone in on 
background and experience and overlook skills and 
abilities. While a candidate’s background is certainly 
important and provides a base level of knowledge, 
a candidate’s skills and abilities will often play a 
more significant part in determining whether they 

are a fit for the position. A 
separate list of necessary skills 
and characteristics required to 
be successful should also be 
developed. Knowledge can be 
acquired; not having the core 
skills and abilities needed to be 
effective is limiting and difficult 
to remedy.

Focus on compiling no 
more than five or six of 
the “most important skills/

characteristics” essential for the position. Examples 
may include items such as “the ability to work 
within a collaborative team culture,” “effective 
management skills,” “the ability to communicate 
across all organizational levels,” or “analytical and 
problem-solving skills.” Highlighting fundamental 
characteristics will allow you to focus your search 
and target candidates that possess these key traits.

CRAFT MEANINGFUL AND RELEVANT 
INTERVIEW QUESTIONS
With your background requirements and key skills 
defined, you now have the foundation to prepare 
your interview template. As with all interviews, 
your goal is to assess a candidate based on the 
qualifications he or she brings and ascertain his 
or her fit for the open job role. Appraising more 
than 10 requirements within a single interview 
is challenging, so it is recommended that you 
focus solely on your five selected experience and 
education qualifications and the five essential skills 
you established earlier.

With these requirements in hand, the next step is to 
create two questions for each of the 10 qualifications. 
Focus on open-ended questions that are designed 

complete many of these necessary tasks. As a 
result, the interview often lacks a solid foundation.

Preparation can mean the difference between a poor 
experience and a thought-out, effective candidate 
review. At a minimum, find time to thoughtfully 
review resumes, gather your 
standard questions and jot down 
some notes on areas of interest 
or specific questions for each 
candidate. However, a more 
effective process is outlined 
below.

CLARIFY AND SOLIDIFY 
EXPECTATIONS
Having a clearly defined job 
description and a set of candidate 
requirements is important to 
ensuring the selected candidate is a fit with exactly 
what your organization is seeking. The hiring 
manager, together with human resources, should 
make sure to clearly define the scope of the role 
and create a detailed job description. If the opening 
is for an already existing position, the current job 
description should be reviewed to ensure that it is 
still accurate and does not need to be updated with 
additional functions or expectations. 

Once the scope of role has been established, a 
list of experience and background requirements 
should be compiled for the position. Ideally, this 
list should include no more than five items. This 
list can range from qualifications such as “10 years 
of experience managing litigated claims files” to 
required educational achievements. In addition to 
providing a baseline for skills, these specifications 
will enable your organization to quickly determine 
which candidates possess the background and 
experience required for success, with much of this 
information found on candidate resumes. Since 
background and experience requirements serve 
as eliminators, strive to make them as broad as 
possible.

WHEN MEETING A 
CANDIDATE FOR THE 

FIRST TIME, IT IS 
IMPORTANT THAT 

YOU CREATE A LEVEL 
OF INTEREST IN THE 

CANDIDATE AS A 
PERSON.
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were the difficulties with that initiative” or “what 
would you do differently if you could do that over” 
are great options to gain a better understanding of 
how the candidate responds to various workplace 
situations and challenges.

Assessing culture fit is also an important part of 
selecting the right candidate. Unlike assessing 
background, skills and ability, culture fit requires 
more intuition. This is where candidates’ answers 
to questions on how they approach situations 
come into play. These responses provide insights 
into who the candidate is as both an individual and 
an employee, as well as shed light on workplace 
motivations. Trust your instincts as you connect 
with the candidate.

Implementing a productive and effective interview 
can be a challenge. However, with successful 
practices and a plan in place, your organization 
can more effectively separate the good from the 
great. Remember that interviewing is a process—
from clearly defining the scope of the role and 
determining the necessary background, skills and 
abilities necessary for success to crafting thoughtful 
interview questions and following your instinct to 
ascertain a solid culture fit. There are no shortcuts to 
interview success. Only by incorporating a strategy 
of preparation and planning can your organization’s 
interviews consistently produce valuable hires. 

to solicit examples or descriptions. Popular choices 
include “how do you determine your priorities,” 
“describe how you solve difficult problems,” and 
“how well do you work under pressure.” These well-
thought-out questions can be utilized for multiple 
candidates. In fact, standardizing your inquiries 
often provides better feedback for comparison than 
using different questions for each candidate. 

Depending on the length of time allotted for the 
interview, you may need to reduce the number of 
questions down to one per qualification or limit the 
criteria you are interviewing against. If there is a 
team interview or a slate of interviewers, you may 
elect to have each individual cover only certain 
qualifications and questions. 

Remember, interviews are not one-sided. Make 
sure to provide time for the candidates to ask their 
questions. Candidates’ questions provide insight 
into what is important to them and gives you an 
idea of how much time they spent preparing for the 
interview.

ACE THE INTERVIEW
First impressions are a significant part of interviewing. 
When meeting a candidate for the first time, it is 
important that you create a level of interest in the 
candidate as a person. Building rapport will help to 
break any tension and encourage more open and 
candid responses. Ask general questions or try to 
find a topic that may be of mutual interest. This 
small talk can go a long way in setting the stage 
and easing the candidate into the interview; just 
make sure to limit it to no more than three to five 
minutes. 

Pay attention to the candidate’s responses and 
formulate supplementary questions to garner 
additional information and insights. Make sure to 
ask follow-ups to gain a better understanding of 
how a candidate handled a certain situation or if 
the answers are too vague or lack consistency. 
You want a clear picture of what the interviewee 
is trying to communicate. Questions such as “what 
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Joyce	 Dunn	 is	 Vice	 President	
and	 Engagement	 Director	 of	
the	 The	 Jacobson	 Group,	 the	
leading	global	provider	of	 talent	
to	 the	 insurance	 industry.	 As	 a	
member	of	Jacobson’s	Executive	
Search	 practice,	Dunn	manages	
C-level,	Vice	President	and	other	
executive-level	searches	for	life,	
health,	 property,	 casualty	 and	
reinsurance	organizations.	

To	 further	 discuss	 this	 topic	 or	 if	 we	 can	 serve	 as	 a	
thought	 leader	 in	 your	 talent-related	 endeavors,	 don’t	
hesitate	 to	 contact	 Joyce	 at	 +1	 (800)	 466-1578	 or	
jdunn@jacobsononline.com.

https://jacobsononline.com/insurance-executive-recruiters/search-specialists/?managerid=18
mailto:jdunn@jacobsononline.com

