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When good
intentions become
concrete action
T

he insurance industry is at
the intersection of innovation,
inclusion, leadership and
learning. We are being challenged to
move more quickly to broaden our
perspective to include, increase our
awareness to be relevant.
We must be focused on creating
unparalleled opportunity across
generations, experience levels and
backgrounds.
To match the pace of change
happening around us, insurance
companies are being tested to think
differently and look for new skills to
match the evolving industry needs.
This requires diversity of talent:
diversity of thought, background,
perspective and knowledge. The
insurance industry workforce should
reflect the same depth in diversity as
the customers we serve.
Over the years I have been actively
involved in leadership roles with
the Insurance Industry Charitable
Foundation (IICF), the Association
of Professional Insurance Women
(APIW) and Gamma Iota Sigma
(GIS), the insurance industry’s talent
pipeline. Within each organisation,
there is a focus on women, diversity
and inclusion, talent and recruitment
for a diverse workforce in insurance.
Why is this important? First, it
emphasises that there is still much
work to be done. Second, it reflects one
of my passions and purposes in life – to
foster, recognise and promote talent
with diverse and agile teams.
To be frank, progress on gender
diversity has stalled. To achieve gender
equality, companies must turn good
intentions into concrete action. We
need to disrupt our thinking. We must
realise that hiring and promoting
women is not about reaching a quota,
it is simply the right thing to do.
Achieving gender equality and solving
the gender pay gap will allow us to
achieve the best possible outcome for
our industry. The female talent is there.

“

T o be frank, progress
on gender diversity
has stalled. To
achieve gender
equality, companies
must turn good
intentions into
concrete action.
We need to disrupt
our thinking”

Further, we need women who are
entering the workforce to recognise
the tremendous opportunity that a
career in insurance can offer. The wide
opportunities in our industry are now
extending to engineering, data science,
sustainability and risk mitigation as
well as risk management. The canopy
of the Internet of Things, blockchain
and artificial intelligence are here.
Insurance careers can provide the
opportunity to grow and pivot to new
and emerging roles while making
choices that require work/life balance.
As a 20-year-old philosophy
graduate, I “fell into “ insurance. More
than three decades later, my career has
extended to underwriting, broking,
reinsurance, InsurTech and new
and emerging products in strategic
partnerships. Moreover, insurance is a
culture of giving back – and the social
value of our work and commitment to
philanthropy through insurance could
never be matched.
By the age of 27, I was a VP at a
reinsurance intermediary, on the road
a lot and originating business. My
first son was born at 30. The next 10
years were spent ascending in that
same profession as a reinsurance
intermediary. Looking back on being
a female in a segment of the business
that was completely dominated by
men, I never thought about being the
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only female in the room. I never felt
my male colleagues questioned my
abilities, either. In my 40s, the glass
ceiling appeared. Yet, I persevered –
and breaking through it is what we all
must do.
My challenge for emerging talent is
to not place limitations on oneself. It
is ok to be competent, fierce, talented
and kind. My advice is to never
think you cannot do something. The
worst thing that might happen is you
fail. The good thing is that you will
learn more from failing than from
succeeding. Embrace it and allow
yourself to rise again. Collaborate,
seek sponsors, love what you do and
continuously learn.
Lastly, to the many tremendous
women “in the room,” please
remember to leave the ladder down for
those that will be coming up the rungs
behind you.
Barbara Bufkin, executive head of
business development, Assurant
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Executive roundtable

Women’s Leadership Forum
2018: Executive Roundtable
On 28 November, six female executives representing
a variety of specialisations in re/insurance visited the
Reactions offices to participate in a roundtable discussion
moderated by Editor-in-Chief Shawn Moynihan. The goal:
To exchange ideas in an open forum, discuss the challenges
of their careers and offer insight and counsel to the next
generation of female leaders in the industry. An edited
transcript of that roundtable discussion follows
Shawn Moynihan: As an industry
we’re now at a point where we’re
already starting to see a loss of a lot
of institutional knowledge in this
business, and there isn’t enough junior
talent to fill the pipeline. What do
you think can be done about either
changing the image of the insurance
business or better exposing college
students to the industry so that we can
recruit more effectively?
Catherine Mulligan: First of all, we can
do a much better job of casting the net
so we are including all of the human
capital that’s available to us. In terms
of recruiting, the pipeline is still a
narrow pipeline. I even see this in how
we get our intern candidates coming
in. We can do better. In the insurance
business, we have an opportunity to
do a broad array of things – whatever
your skill set is, we’ve got a job for you.
That’s one of the best-kept secrets of
this industry.

Kathleen Savio: We don’t do a great job
of talking about the fact that we are
part of an industry that has a purpose.
I have a 24- and a 23-year-old, and
part of what they’re looking for in a
career is doing something that has
meaning, they want to do something
that has a purpose. That’s what we do.
Whether it’s for individuals, families,
or businesses, we’re here to help
protect and we’re here to give you the
confidence you need to go out and do
the things you want to do.
Shawn Moynihan: But what should we
do to change that perception?
Nicky Ablett: My daughter goes to an
all-girl school. I’ll speak to her class
and there’s all these [other] people
there in more appealing industries
like law, banking, and other sectors.
I always say, “Did you know these are
just some of the careers that you can do
in insurance?” That’s something that
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people don’t necessarily think of. You
say “insurance,” and they think of going
online and insuring their car.
That’s about as far as most people
think of insurance, of their claim
being denied. But actually, most of
us do very complex, intricate work.
It’s fascinating. But what’s more
fascinating is the importance of the
relationships that you build with
people. It’s a people business, and I
think that’s something that we don’t
shout about enough.
Sophia Yen: We need to rewrite the
rules a bit. We need to change the way
we think about work environments and
the way that we think about work in
general, in our industry. We have a ton
of millennials in our workforce and for
them, it’s about purpose and passion
and work is what they do – it’s not
where they go, which is contrarian to
how some of us grew up.
Our industry is the most intellectually
interesting and one of the highest
purpose-driven fields, and it’s up to us
to be out there and talking about that.
It’s up to us to go out there and share
that wisdom and that guidance. People
will look up, and if no one looks like
them they will think, “What chance do
I have of making it here?”
Catherine Mulligan: This is a welldocumented issue – over the last
10-plus years we’ve been hearing
about how the industry is going to lose
talent. The diversity numbers really
haven’t changed, and that, to me, feels
deliberate. I do think that there has to
be sort of a belief from the top that this
really is an issue.
Tracy Thomson: We need internship
programmes, we need to proactively
recruit and we need to stop relying
on that box of skill sets we’ve all been
talking about. To what Kathleen
was saying earlier, there are so many
different opportunities within this
industry and the younger generation
doesn’t want to just stay in the same
role after a year; they want to move on
and experience something else. This
is what I’ve observed from the people
we’ve hired. When we’re recruiting, it’s
important to emphasise that there’s a
lot of different paths you can take to
move around within the organisation.
Cory Anger: It’s not unique to this
sector that they’re not attracting
enough female talent coming into
it. Banking faces it, technology
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companies face it, the legal
I find the levels of female
sector faces it. Two years
representation still vary
ago I was listening
across the world.
to people talking
My personal
about networking
example is: In the
and mentoring
UK you’re allowed
when I actually
a certain amount
reflected to myself
of parental leave. I
whether I have done
applied for this, and
enough, personally,
I was told I could
to introduce more
get it. I then found
people to the
out that two of my
industry?
male colleagues
We had a student
with children of a
come into our group
similar age applied
I let go of the idea of
and she spent a year
for it and they
work/life balance. All of it were told not to
with us. She’s now
back in school, and
is my life. I decided that I be so ridiculous
will graduate in
this
was going to take a non- (admittedly,
July. This is a person
was about 10 years
linear view, so it’s not life ago, and things have
who is amazing,
but who I don’t
as in a seesaw where I’m definitely improved
believe would have
since). In that
suddenly balanced and instance it worked
initially considered
an opportunity in
in my favour, but
I have to keep it there”
reinsurance.
you don’t know
Catherine Mulligan, Aon’s
So I think it’s more
what connotation
Reinsurance Solutions business
than just bringing
that’s going to have
someone in; it’s also
[in other cases] or
personal mentorship. I challenged
whether someone will say, “Well, she’s
myself to make sure I’m not going
only getting that because …”
to only give specific tasks but also
ask, why can’t our young employees
Cory Anger: It was my own personal
(even as an intern) be client-facing (to
decision that I was going to stay
see the big picture and learn how to
connected to work when I was on
interact with clients)? She’s going to be
maternity leave, when I didn’t have to.
incredibly valuable when she graduates
The organisation wasn’t asking me,
next July from undergrad with the
but that was my own “neuroticism”
experience that she had.
or rather my desire and passion to
continue to challenge myself from a
Shawn Moynihan: As a professional
business perspective. It’s a struggle to
woman, have you ever felt that you’ve
find the proper balance.
been viewed differently by your
I find now that I’m allowing myself to
contemporaries when it comes to
better balance work and personal life in
maintaining work/life balance?
order to deal with family situations and
to take that time. My kids are eight and
Nicky Ablett: Yes.
10, and they know when I’m there and
when I’m not there – and I feel that
Tracy Thomson: Yes.
it’s more important in this formative
period for them that they see me there.
Nicky Ablett: Let’s not kid ourselves.
The best piece of advice that I got as
I was sitting in the sales and training
Shawn Moynihan: OK, so let’s talk.
programme at Lehman Brothers back
in 1999 was from a female board
Nikki Ablett: I’m very fortunate in that I
member who talked to the trainees,
have always had an international role.
male and female. Her line to us was,
My career began in London, and my
“You could have it all as a woman, but
impression was always that in North
you can’t do it all.” You have to have
America there are so many women
support and you have to have a family
present when you go to meetings,
framework that allows for it, but you
whether it’s with clients, with brokers
just physically can’t do it all, and you’re
or with other insurers, there were
going to do nothing well if you don’t
so many women at the senior level.
have the help to handle it.
And that really wasn’t my experience
CONTINUED ON PAGE 06
in London at that time. Even now,

“
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Tracy Thomson: In terms of flexibility,
it wasn’t always there, if we are being
honest. There was a very different
standard 10 to 15 years ago, but I think
it’s much better now.
In my experience, people just work
better when they have this work/life
balance. We need that flexibility and
to feel comfortable that having a life is
not going to derail our career or create
a negative perception. This mindset
should be passed on to the folks on
your teams – it just creates a much
better work environment.
Catherine Mulligan: I’ve felt that as
women we have to be 10 times more
prepared [than men]. I feel like people
of colour would say, “I have to be 20
times more prepared,” and then we
[women and people of colour] are
tokenised, and then there’s sort of that
expectation [of hyper-preparedness].
So I finally decided – and people
who know me would know that this
is true – it’s kind of irrelevant to me
what people think about me. I just let
go of this idea of work/life balance. All
of it is my life. I’m at work right now,
but I’m living my life. I decided that
I was going to take a non-linear view,
so it’s not life as in a seesaw where I’m
suddenly balanced and I have to keep
it there.
Nicky Ablett: But you were able to
manage that because you are a senior
and you have the confidence to do that.
I think that would be more difficult
to do if you were in a more junior role
where you were physically competing
with other people.
Tracy Thomson: If you’re in the right
situation as an employee, as a woman,
as an underwriter, as a manager or
what have you, then I think you get
the confidence to navigate as you need
to. I think it’s about finding the right
fit, and not all companies operate the
same way.
Kathleen Savio: Especially in the past
year for me, I get a lot of feedback
of, “How does she do all of this? It’s
amazing. That’s amazing that she
does all of these things.” I never heard
anyone say that about my predecessor.
I don’t actually see my work as one
job and the rest of my life as another;
it’s very much integrated. Perhaps I’m
very fortunate that I’m able to think
about it that way and that it actually
works that way for my life. My family
has a motto: We make it work.

Sophia Yen: When I was going through
these questions, the answer I wrote
was: “Yes, and I’ve never heard a male
executive be asked that question.”
I think it’s about impact, and I think
it’s up to us as leaders and managers to
ensure that our people have runways
to make impact. It’s not about how
many hours you can grind in a day, it’s
about the impact that you’re making in
whatever role you’re fulfilling and that
you’re always learning and growing.

“

 on’t whinge. Feel free
D
to make your point
and stand your ground
and complain and do
anything you need to do
for your self-respect, but
for the rest of the time,
be a positive force”

Nicky Ablett, QBE Insurance
Catherine Mulligan: The sentiment that
I hear in your story, Kathleen, feels
really familiar in that if you make one
mistake, then every woman is sort of
potentially called into question – which
then leads down the slippery slope
of, “Well, maybe she only got that job
because we need diversity.”
Shawn Moynihan: What advice or
insight would you give to up and
coming female professionals in this
industry? What would you tell them?
Kathleen Savio: I have several things
that I always tell people. The first
one is: Get the basics right every
single time, so that you become
indispensable. If you get the basics
right every time, personally strive to
continuously learn, absorb everything
you can. Find opportunities, but also
make them.
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I’ve made up a couple of jobs that
didn’t exist in the organisation, but
where there was a need. So find and
make those opportunities. Also, as
you’re moving through your career take
the time to take care of other people,
because personally it’s valuable and
energising but it also pays dividends.
Also, if you can figure out how to strike
a balance in whatever way works for
you as you move though things, to me
that adds up to a successful way to
operate.
Catherine Mulligan: I came to the
realisation a few years ago that I had
this belief that if I wasn’t perfect I
was incompetent, and it was really
making me inefficient in how I was
working. Sociologist Brené Brown says
statistically, data shows that women
have this belief of needing to be perfect,
so that was something I was happy to
let go of. That’s something that I wish I
had known sooner.
I wish somebody had told me that I
didn’t have to be one of the boys and
laugh along and do things their way.
But I think it’s all right to be authentic.
The other thing I’ve learned in
this career that helps personally
and professionally is don’t be afraid
of conflict. Just have the hard
conversation of being honest and
being direct in a way that preserves
everybody’s dignity. It actually is way
more productive.
Nicky Ablett: For me, it’s important to
instil in women that they should have
the confidence that they do know what
they’re talking about, that people will
listen, that others won’t talk over them.
That’s something that’s not uniquely
a female issue, but I think it is more
highlighted there because of the effect
that it has. It’s having the confidence to
go out with a bunch of guys and have
a glass of water, if you want a glass
of water. That comes from the inner
knowledge that you are capable, strong
and valued.
The other thing I’d say – and this
is possibly controversial but not
necessarily gender-specific, is – don’t
whinge. Feel free to make your point
and stand your ground and complain
and do anything you need to do for
your self-respect, but for the rest of the
time, be a positive force.
Sophia Yen: Know your business,
keep learning, and most importantly,
surround yourself with the best people.
It doesn’t matter whether you’re an
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intern, associate, manager, SVP, EVP,
CEO or you’re a chairman of the
board; surround yourself with the best
people and never lose your intellectual
curiosity. The world is changing and
so is our industry, but if we’re always
able to learn and to teach others to
continually learn there will always be
new and perhaps different ways of
adding value or solving a problem.
I started talking about this more
publicly as I felt more comfortable in
my own skin, but – get comfortable
being uncomfortable and know the
journey can be lonely. The path is not
paved in roses. Sorry, I hate to break it
to you. It’s the times of adversity and
it’s the points that may not go well that
really define the leaders we become, the
teams that we build, and the legacies
we leave.
I think we need to talk about that
more, because we celebrate perfection,
we put perfection up on stages. More
and more need to recognise that it’s
adversity that builds character and
leaders, because they look at the folks
around this table and think everyone
here is perfect – and we all know better
than that. It’s also what makes us
human and relatable.
I make a point to pick a handful of
people who I thoroughly invest in –

“

 e open to opportunities,
B
be open to failure, be
open to mistakes. Be
open to working with
different people. Be open
to working in different
departments, even
different countries. You
never know where that
path is going to take you”

Tracy Thomson, Sompo International
Reinsurance
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people who my neck is on the line for
and with these folks – we’re all-in. I
was blessed to have had great mentors
and sponsors and now it’s time to pay
it forward. Find your sponsors and
mentors as well as ensure you are
sponsoring and mentoring. The road
goes two ways.
Tracy Thomson: What I tell people is to
be open. Be open to opportunities, be
open to failure, be open to mistakes.
Be open to working with different
people. Be open to doing something
that you may not have the skill set
for. It’s a scary leap, but I think just
be open to working in different
departments, even different countries.
You never know where that path is
going to take you.
Another thing: Know your value. Be
comfortable. Can you bring value to
the office every day, to the meeting, to
the room? Be confident with the value
you bring to the situation.
Other than that, have support. Have
a strong support system in the office
and outside of the office. It’s important
to have that feeling of support on both
sides whether that’s family, friends, or
a dog along with the people that you
report to as well as the people that may
work for you. It’s important to have
support on all sides.
Cory Anger: There is an element of
sacrifice to get to the level where we
are. Some would say we’ve sacrificed
a portion of our life or given up time
in order to have this. What they don’t
understand is that such “sacrifice”
isn’t a sacrifice, it’s just innate to us.
There’s just a part of us that gets
personal satisfaction out of the success
we achieve in our career, but it’s not
mutually exclusive to only focus on
career or only focus on family. So I
don’t view it as a problem when I say
that you have to be willing to sacrifice
something if it’s in your DNA to want
to achieve such goals. Also, mistakes
happen. Learn from it and move on.
Don’t linger on it. It’s not careerdefining, necessarily, and you can mold
and shape your career.
Don’t apologise or over-explain
unless it’s necessary. Women can be
prone to saying, “I’m sorry I’m late
because this-and-this happened.” A
man walks into a room and says, “I’m
here.” They don’t apologise in ordinary
situations, so why should we be
apologetic in such scenarios? You don’t
have to apologise for the little stuff.
Asking for opportunities won’t
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“

 et the basics right
G
every single time,
so that you become
indispensable. If you get
the basics right every
time, personally strive
to continuously learn,
absorb everything you
can. Find opportunities,
but also make them”

Kathleen Savio, Zurich North America
necessarily hurt you. It’s like when
you’re looking for your first job and
you need to treat it like, “Am I going
to die if they say they don’t want to
interview me?” No. Does that change
my personal self-worth? No. My
friends and family will still cherish me.
So you have to divorce the emotion of
asking versus internalising what that
means to you if you are declined.
Don’t take “no” for an answer. I
take it as “not now,” which means I’m
always going to be thinking about
how I’m going to get that situation to
a “yes” eventually. Can I redesign it,
can I create it, or is it a timing issue? I
don’t know, but perseverance is a big
thing in anyone’s career.
The last thing I would say is there
is an element of luck, and when that
happens you’ve got to embrace it.
Whether somebody moves out of the
way and you can move up into the
position or there’s somebody with
whom you’ve worked very closely
who pulls you up, that happens. But I
don’t believe there’s bad luck, because
I believe if you have good enough
talent, you will get through an adverse
situation. But embrace the good luck
when it happens.
Sophia Yen: I agree with you about
luck, but I find that the harder I work,
the luckier I get.
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Q&A: Alpa Patel
AXA XL’s enterprise
operations services lead
discusses mentoring,
encouraging diversity and
a more inclusive future for
the P&C industry.
One of your early career positions
was that of a chemical engineer. How
did you first discover the insurance
industry?
I have a degree in Chemical
Engineering, but I did not ever work
professionally in the field.
I joined Accenture (then Andersen
Consulting) right out of college. My
first assignment with Accenture was
on a project for Mass Mutual. That
started my career in insurance.
You’re actively involved with the
Women of the World colleague resource
group in Hartford, Connecticut. Tell me
about that organisation, its work and
its goals.
I co-lead the Hartford chapter of
Women of the World (WoW). WoW
officially launched at the end of 2016
and our Hartford chapter was one of
the first. WoW has expanded to many
other AXA XL offices worldwide.
WoW’s intent is help accelerate the
development and advancement of
women.
Through WoW, we’re helping
colleagues find role models and
develop leadership skills, network
with colleagues and leaders and learn
about career-enhancing strategies,
among other things.
Our goal is to create an open
and inclusive network where
everybody feels they have
the same value and equal
opportunities.
At the same time, we
recognise that all colleagues
are valuable in pioneering
and championing the
furtherance of
equality of women
in the workplace
and to provide
advancement
and
networking
opportunities
for all.

You also participate in a number of
mentoring and diversity & inclusion
(D&I) programmes both in and outside
of AXA XL. What are those programmes/
groups, and what does that
involvement mean to you? What keeps
you motivated to continue that work?
In addition to WoW, I participate in
three mentoring programmes within
AXA XL and maintain two mentoring
relationship from prior companies.
WoW and mentoring within
AXA XL helps me feel connected
to the organisation through the
colleagues with whom I interact –

“

Through Women
of the World, we’re
helping colleagues
find role models and
develop leadership
skills, network
with colleagues
and leaders and
learn about careerenhancing strategies,
among other things”

it’s very different from my ‘normal’
responsibilities. Mentoring and D&I
activities, while they do further our
business, feel more personal and
individualised and make me feel like
we are creating a better environment
in which we can all work.
In what areas/functions of your
current position do you derive the
most satisfaction?
Two things come to mind. First,
understanding how my teams/
colleagues at AXA XL feel about
what is working and not working.
Then, of course, working with them
to make our operational environment,
and their day-to-day working, more
effective.
Along with that, what I find really
rewarding is learning about new
technologies and how we are bringing
them into our organisation to further
our business goals directly or to
improve how we deliver and provide
our IT capabilities.
What kind of work environment do
you hope for, for the next generation
of women in this industry?
I hope in the future, we don’t have
the need for D&I to be something
requiring focus. It will be the norm
for women in every industry to be
properly represented. I also want no
one to ever wonder if a woman in a
leadership position is the ‘diversity’
hire or was appointed because
“she’s a woman.”
What advice or insight would
you give up-and-coming
female professionals in this
business? What would you
tell them?
A couple of things:
c Have confidence and
believe in your abilities.
c Don’t be intimidated if you
are one of a few women on
your team, in a meeting, etc.
c Seek mentorship from a
female leader and promote
collaboration/partnership
with other women.
c Support up-andcoming women
joining the industry
as your progress in
your career.
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Rawan Alsulaiman
Chief legal and compliance officer, IGI (International General Insurance), Jordan

T

he next generation of female
leaders are currently practising
in a very interesting period
in the insurance industry’s history.
The reinsurance industry is currently
at a crossroads; it faces the huge
challenge of bringing its products and
systems into a new digitally-focused
era – but at the same time, this digital
transformation is attracting new talent
and skills in order to stay on top of
customer demands and expectations.
As a result, this has created a
challenging workplace for a new
generation that needs to stay on top of
the regulatory requirements and new
challenges in the industry.
Millennials now make up more
than half the workforce, and females
are increasingly becoming a strong
force in the economy – but any
future female leader in the insurance
industry first needs to get the basics
of working in business right. That
includes maintaining a strong
work ethic, sharpening operational
efficiency, being coachable and
passionate about their work, and
staying consistent.
Bridging the gap between two
generations is a key task that needs
to be accomplished to ensure a
proper transfer of knowledge.
Of course, all women are
different and have a range of
strengths, weaknesses and
aspirations, and mentoring
can help to build a
woman’s confidence, and
inspire them to look

“

Millennials now
make up more than
half the workforce,
and females
are increasingly
becoming a strong
force in the economy
– but any future
female leader in the
insurance industry
first needs to get the
basics of working in
business right”
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at their careers more objectively.
There are not enough mentors in
the industry to support women, and
more firms need to build it into their
processes and encourage more women
– and men – to become mentors.
Instant gratification rarely exists. It
will take time to achieve your goals, so
be patient. You might think that you
can speed up the hike, but the overall
journey to the summit will continue to
be long. Always ‘Climb the mountain
not to plant your flag, but to embrace
the challenge, enjoy the air and behold
the view. Climb it so you can see the
world, not so the world can see you.’ –
David McCullough Jr.
You don’t have to be in a position of
power to become a leader. Most people
believe that these two are strongly
associated. Although this could be true
in some cases, real leadership requires
much more than a title. It is the
impact you make and the commitment
to creating a constructive environment
that will make you a leader.
If you believe the workplace is an
unequal playing field, then it will be.
Self-esteem is key, so you do not need
to be afraid of showing your values,
strengths and weaknesses. These,
combined, will define who you are.
It is always important to seek
knowledge from those who have the
right experience – mainly by working
closely with them. But also we need
to practice accountability, for with
accountability comes maturity.
Always do the right thing, even
when nobody is looking.
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Claudia Bolli
Head of responsible investing, director, Group Asset Management,Swiss Re, Switzerland

W

hat makes women in
insurance – or in any other
business, for that matter –
thrive? All of us have read numerous
articles on mentoring, on being open
and flexible and choosing a boss that
challenges and supports you. All
these tips are valuable and extremely
important. However, there is more to
it.
My own career took off when I
started to develop a vision, but mostly
when I started to articulate it.
Years ago, I was on a trip with a
friend with whom I also worked.
We both aspired for more than just
average jobs, as we both wanted
to grow and achieve something we
considered meaningful. As we walked
along a street in New York talking
about careers, I was fantasising: so
I told my friend that I will make a
career in responsible investing at
Swiss Re. I also informed her stepby-step how I would get to the point I
have finally reached.
Responsible investing was a topic
that hardly anyone was interested
in back then. That is a key point:
choose a topic that is not already
over-saturated. A field that you
can shape, where you can set the
agenda and make a difference. And
most importantly, one that you are
passionate about.
Did I truly believe what I told my
friend that day? I certainly did not
expect it would happen the way I
laid it out, but nevertheless I was
excited about the possibility of a
new adventure. My focus laid on
the growth opportunities in front of
me, not in achieving a certain title
or reaching a certain hierarchy level.
Most importantly, I could already
feel I was enjoying the journey and
knew that even if it didn’t all play out
the way I envisioned, the experience
would broaden my skill set and
enable me to gain new and valuable
perspectives.
So this is what I learned: be focused
on your goal but not overzealous,
be willing to grow and to invest in
a chosen area, and cultivate a real
passion for the topic.
You will need that passion as you will
have to work hard and even harder.

“

 elieve in you.
B
Because you will only
be able to reach new
levels if you think
you can do it. Your
mind might be your
biggest enemy as you
think you are not able
to. But I can assure
you, we all are able to
do far more than we
think”

There will be setbacks and there will
be times when you particularly need
good friends to keep you upbeat.
They are very important, because
sometimes you will question your
journey, and good friends can remind
you why you started it.
Was I intimidated? Of course, and
I still am every now and then. But
I think that is the best part of the
journey: to overcome some of your
limitations and to build up confidence.
It is like jumping in cold water: just
do it and you will quickly realise it is
not as bad as you thought. And if it is,
there is always a way out.
So, believe in you. Because you will
only be able to reach new levels if you
think you can do it. Your mind might
be your biggest enemy as you think
you are not able to. But I can assure
you, we all are able to do far more
than we think.
Define success. Without that,
you will not be able to realise your
achievement. And break it down
into steps that you can reach, and
aspirations that keep you going
further.
These steps do not have to be
upward. Sometimes a step back (or
sideways) can bring you closer to your
vision.
Success means something different
for everyone, so don’t compare
yourself to or envy others; they have
their own journey. These are your
goals and it is your success. Dare to
dream.
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Kimberley
Daley
Partner, head of Forensic Advisory
Service, Sedgwick, Sydney, Australia

I

am tremendously proud to be part
of the insurance industry. As the
head of the Australian division of
Forensic Advisory Services (FAS), a
division of Sedgwick, I am also part of
the Australian leadership team.
I started my career in accounting
with a traineeship whilst I attended
university. Working in various financial
and management accounting roles
with property trusts and developers
I stumbled, like most people, upon
the field of forensic accounting
and insurance, working mainly on
insurance claims. That was 20 years
ago, and I’ve enjoyed it ever since.
My team is part of the major and
complex loss division of Sedgwick.
We deal with businesses at their
most fragile point – after a cyclone,
flood, fire, storm or earthquake –
and we help the insurance industry
deliver on its key promise: to restore
businesses after a catastrophic event.
As a vocation, it’s both personally
and professionally rewarding to see a
business rebuilt.
Our work involves a lot of time out
of the office, meeting with insureds
and learning about their business.
As part of my work, I’ve toured
underground mines, power stations,
flooded supermarkets and warehouses
torn apart by earthquakes. My kids
love the stories I come home with.
About the only thing I’ve refused to
do is fly back from a site visit in a very
small plane with the loss adjuster at
the controls. No thanks, I prefer my

planes large and with a kangaroo
emblem on the tail.
As a Partner of FAS, most of the
claims I work on are in litigation,
where my role is to prepare expert
reports and give evidence. The
remainder of my role is driving the
strategy of FAS and Sedgwick, which is
all about attracting and retaining our
amazing colleagues and delivering the
best solutions to our clients.
I’m passionate about training and
developing our colleagues and am
delighted that people I recruited as
junior accountants now hold senior
roles with us. I’m also thrilled to see
people from my team take up new
opportunities with FAS both here
in Australia and as we open new
international offices.
At FAS we have a good gender
balance which has been achieved
through our recruitment programme
and the flexibility we’ve given our staff.
Like me, a large portion of our staff
have children, and the ability to work
from home, allowing us to manage our
hours around our other commitments,
is essential in balancing work life and
personal life.
During my career, I’ve witnessed
the increasing role that women play
in insurance claims. Compared to
20 years ago, there are a greater
proportion of women working as
claims managers, risk managers and
within the insurance legal industry.
Unfortunately, little, if any, progress
has been made when it comes to
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the representation of female loss
adjusters. At present, women comprise
only a fraction of the loss adjusting
profession, both here in Australia
and globally. Under Sedgwick, we
now have the leadership imperative
and cultural framework to address
this issue. I’m excited that part of my
role will be to drive programmes at
Sedgwick Australia to start making a
difference to this imbalance.
Whilst organisations need to have
the frameworks in place to support
and promote women, I think there
are also a number of ways that
women can advance their careers.
First, show initiative. Be a problem
solver. Put your ideas and solutions
to management. These people get
noticed by their leaders. Second, put
your hand up for projects. It’s a great
forum to demonstrate your skills and
to network within your organisation.
And finally, believe the person who
believes in you. If you’re tapped on
the shoulder for an opportunity, say
Yes. Too often, women react with
doubt when they are offered a new
opportunity. It’s the women that say
yes who take big steps in their career.
I’ve been fortunate to have had
three terrific mentors who supported
me and encouraged me in my career,
all in their own ways. Whether a
love of accounting was instilled in
me, technology was at the forefront
or support from a confidante, I
appreciate everything they all did
for me.
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Kathleen Faries
Head of Bermuda branch, Tokio Millennium Re, Bermuda

S

ince this year’s Dive In Festival
for Diversity & Inclusion event
in September, I have been
contemplating why after many years
of education, discussion, events
and articles on the subject, there is
still a significant gap at the senior
leadership, C-Suite and board level for
women. As I have said many times, I
don’t believe that the typical survey
can accurately capture the complexity
of the reasons behind this gap.
It occurred to me that underlying
this gap may be a problem that is
not just about women, but rather
about the changing landscape of the
workforce and how, where and when
we work. Proposals for solutions to
the gap typically come across as if
companies are being asked to make
allowances for lower productivity to
accommodate women – which of
course never seems sensical and is not
what women want. Instead, we should
look at ways of measuring productivity
in a more flexible way because of
the demands of a quickly changing
technology influenced workforce.
When I speak to women, especially
women with children, it is clear that
there is still trepidation to talk to
management about their desired
flexibility and the expectations
regarding what performance looks
like for their role. These discussions
are rarely based on whether they can
get the job done or if they can deliver
high value and performance, but
rather whether there will be certain
expectations and judgements placed
on them relating to the “when and
where” they work.
This can be particularly stressful
for women since they are still the
primary caregivers at home and care
deeply about performing as a parent,
as well. This perceived inability to
openly discuss these concerns with
management – without judgement
or consequences – is, in my view, one
reason why women choose to not take
on more challenging and demanding
roles. Rather, they turn down
advancement or worse yet, accept
the role but become overworked and
burnt out as they try to meet perceived
unachievable expectations.
It strikes me that in the age of the

“Internet of Things,” measuring
productivity and performance based
on the “how, when and where” is not
helping men or women. The benefits
of this new world of being able to
work from anywhere and anytime,
should be an important development
for men and women and even more
importantly for families. Maybe
we need to put more thought and
work into developing purpose-fit
performance metrics for the time we
are living in, with the goal of taking
the “trepidation” and perceived
judgement out of the way people

“

L et’s be flexible, open
and forthright about
what constitutes
success”

deliver value to their
employer. No longer
should it be critical
that value and
performance be
delivered from
9-5 p.m., from
the office, or
even from the
geographical
location
of the
workplace,
if employees
are
performing
and adding
value.
As leaders,
we need to
be ready and
willing to have
these important
discussions and to
find ways to measure
performance that
is equitable,
agnostic as to
the “how, where
and when” and
embrace the
benefits of the
connected
world that
we live
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and work in. Let’s be flexible, open
and forthright about what constitutes
success. Be careful not to presume
anything, but rather, allow for an
open discussion with employees that
addresses perceived and realistic
expectations and outlines clear
performance metrics.
Lastly, if we truly believe that
embracing what makes each of us
unique is not only the right thing to
do but also enhances our ability to
succeed as a team, then we need to
build a workplace culture where we
celebrate all the life experiences people
bring to their job and allow them to
deliver value in their own unique way,
without judgement or
consequences.
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Laura Hay
Global head of insurance, KPMG International, US

D

uring my 30-plus year career
in insurance, I’ve definitely
seen the steady advancement
of women in the sector as I carved my
own path into senior leadership roles.
While the increasing representation
of females at each level of insurance
companies is encouraging, there is
certainly much yet to be done, both
by employers to create more inclusive
workplaces but also on the part of
individual women to make their way.
For that reason, I’ve become a
pretty vocal champion for women to
attain more leadership positions in
insurance. I’ve mentored colleagues,
hosted more than 40 confidence and
risk-taking workshops around the
world for more than 8000 women,
and penned a blog to share the career
stories of inspiring female leaders.
From my own experience, and the
insights I’ve gathered from successful
women, my biggest advice for future
female leaders is: take more risks.
This means stepping out of your
comfort zone to accept a new project,
speaking up in a meeting – even
on a topic on which you do not feel
confident – or raising your hand to
share an idea with your boss.
Early in my career, I had a mentor
who said to me that the key to her
success is that she had many more
failures than successes in her past. She
explained that while many of the risks
she took didn’t work out, she learned
from them and continued to take new
and different risks. The failure did
not stop her; it propelled her. I took
that advice to heart, driving myself
to confront my fears, try new things
and get comfortable with failure.
Essentially, if we don’t take risks we
are not going to progress. So raise
your hand, speak up and learn to be
more courageous.
When young women ask me
about the professional training they
should pursue, I try to reinforce that
while technical skills like maths,
computer or data science and
accounting are essential, don’t forget
to develop other capabilities as well.
Consider communications, people
management, presentation skills
and leadership training that force
you to come out of your shell. In my

case, I studied both mathematics and
theatre. I believe strongly that it’s
your own unique mix of skills that
can separate you from others and be
viewed as more than a technician, and
be seen as someone who could move
into leadership.
Finally, I urge young women to
actively embrace networking since
it’s absolutely critical for career
success. While women sometimes find
networking uncomfortable, there are
many benefits of building connections,
both internally and externally through
your everyday contacts, industry
events as well as through professional
associations. Besides developing new
contacts, increasing your visibility
and improving your chances of career
advancement, networking is a great
way to stay current and relevant in
our industry, improve your problemsolving ability and share knowledge
and experience with others.
And if networking feels unnatural at
first, remember to be yourself, come
prepared and bring a buddy. I often
advise women to focus on others when
they network, whether that means
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listening actively to those you meet
or lending a hand to help each new
connection. Gone are the days where
networking was all about how many
business cards you can hand out; it is
really about forging new relationships
and making connections. Practice
makes perfect, so keep at it.
By doing all of the above – taking
more risks, rounding out your skills
and networking purposefully –
women can prepare themselves more
readily to move into leadership roles
across the insurance sector.
Ultimately, we can create a truly
inclusive environment in our industry
that is about more than just the
numbers of men and women in the
room. By creating a real mix of men
and women at the leadership level,
we gain more opinions, fresh, diverse
perspectives and can make better
decisions for organisations and our
clients.
My dream is that this kind of
inclusivity just happens naturally, and
it starts with our next generation of
female leaders taking the steps today
to become part of that future.
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Maura Haynes
Vice president, senior casualty underwriter, General Liability, SCOR, US

R

eflecting on my reinsurance
career, I would not be where
I am today if I had not
taken risks. Like most people in this
industry, I did not grow up dreaming
about being an underwriter: I wanted
to work in the hospitality industry.
After receiving my MBA and working
in my chosen field for about three
years, I dreaded getting up every
morning. So I decided to take a
career risk.
After looking at various options I
posted for an associate underwriter
position at CNA Re in Chicago.
Although I knew nothing about
what an underwriter did or what the

mispronouncing words or saying
something that made no sense – now
known in my office as ‘Mauraisms’.
I felt comfortable taking on bigger
challenges, bigger projects, bigger
accounts and voicing my opinion. I
took every project or task that came
my way, and I still do. I try to learn
something new every day, and I am
always willing to risk asking a stupid
question to further my knowledge.
Working in this industry has
allowed me to meet amazing people
and mentors. We all have a different
story, we have had successes, failures,
happiness and events that have
knocked us to our knees, but we have

“

 orking in this industry has allowed me to meet
W
amazing people and mentors. We all have a different
story, we have had successes, failures, happiness and
events that have knocked us to our knees, but we
have to keep moving forward”

industry was all, my first managers
saw something in me and made me
an offer. I accepted the opportunity
and it changed my life. After my first
day at CNA Re, I thought to myself,
“What have I done? How am I going
to learn all these new terms, and all
the numbers?” But I had committed
to do a good job, and I was not going
to let anybody down.
During the subsequent years, my
learning curve was vertical. I would
take any help I could get. Thanks to
amazing colleagues who were willing
to give up their time, including
lunches, I started learning the trade.
I would offer to write audit reports,
to earn the opportunity to go on the
road and see clients. I would take
additional work from other teams in
order to learn, thus enabling myself
to reinvent my job periodically. There
was always something new to learn
and I was learning fast, but I realised
that my biggest obstacle was my own
self-doubt.
Almost a decade into my career,
I was now working at Swiss Re in
New York and I started to find my
confidence. I was no longer the girl
from Argentina that worried about

to keep moving forward.
So when counseling an intern,
particularly a female, I tell them
the road ahead is difficult but not
impossible. I tell them to figure out
what they don’t want to do (that is
easier), to surround themselves with
people they respect, and to take risks.
Be curious, ask questions and commit
yourself to the tasks at hand.
I have now been at
SCOR for two
and-a-half
years, and
here I have
the ability
to grow
as an
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underwriter, a professional, and as
person. The talent that surrounds me
is admirable and the team spirit is
inspiring.
We all have our own strengths, but
we complement each other to get the
job done and never walk away from
a challenge – and that’s what makes
going to work fun.
I continue to take the risks necessary
to succeed in our business, the
business of risk.
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Alyssa Irving
Insurance fixed income portfolio manager, Wellington Management Co., US

M

“

 entors show up
M
in various forms. Be
open to anyone you
can learn from”

y words of advice to young
women building a career in
insurance are first, mentors
matter; second, take risks; and third,
“work/life balance” is a misnomer.
I’ve had many mentors and bosses
who have given me a chance and often
taken a risk themselves by giving me
stretch assignments. Every time, I
was thankful for the opportunity and
worked hard to prove they could count
on me. Mentors show up in various
forms. Be open to anyone you can
learn from.
The professional risks I’ve taken
have included changing companies,
switching jobs within companies,
giving difficult feedback, asking for
long-term assignments. The risks
that worked out well helped me build
confidence and realise I could keep
progressing. The risks that didn’t work
out so well helped me to become more

resilient and determined.
One of the reasons I joined
Wellington was the women I met
while interviewing here. There were
so many senior women here balancing
careers and family lives. But over time
I have found that life is never really
“balanced.” Something is always off
balance, and that’s OK.
My first boss at Wellington, a woman,
had wise advice when I had my first
son. She told me, “You’ll never get
an ‘A’ in everything, every day. Some
days you’ll get an ‘A’ with your kids,
some days you’ll get an ‘A’ at work, and
some days you’ll get an ‘A’ with your
partner. Aim to never get less than a
‘C’ with your kids.” I take her advice
to heart nearly every day and am
fortunate to work at a company that
understands balancing the personal
and the professional means something
different for everyone.

Elizabeth Kleinerman

Insurance fixed income portfolio manager, Wellington Management Co., US

W

alking into a boardroom,
aware of my differences as
a young female, I often felt
pressured to prove myself or go above
and beyond to garner the respect and
support that my older male colleagues
seemed to enjoy without effort. But
as a portfolio manager, I am expected
to be confident and be a leader, and
fortunately those traits come to me
naturally.
A presentation training I attended
early in my career emphasised
“bringing yourself to the table” – that
is, don’t try to do things exactly like
your colleagues. By allowing my
personality and passion for what
I do shine through, I’ve been able
to gain the trust and respect of my
clients. That has sustained me, giving
me more confidence throughout my
career.
I have definitely noticed differences
over the last few years, both
within and outside of Wellington.
Wellington has been very focused
on diversity and inclusion, which
is showing up in noticeable ways.

First, people here are more open to
different communications styles.
Second, senior management is
getting involved with mentoring and
supporting women and people of
colour.
That is having a cascade effect
throughout the organisation. And
finally, I feel like people at all levels
are comfortable bringing their
authentic self to work and are
becoming more productive as a result.
Wellington is not just talking about
diversity and inclusion; we are doing
something about it.
Outside of Wellington, I have
started to notice more women on
the boards of my clients and at
senior management levels. Through
networks like the Insurance Women’s
Investment Network (IWIN),
many are benefiting from making
connections with other women at
firms all over the world. By sharing
each other’s experiences and views
from inside insurance and asset
management firms, I believe that we
are moving the industry forward.
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“

 presentation
A
training I attended
early in my career
emphasised
‘bringing yourself
to the table’ – that
is, don’t try to do
things exactly like
your colleagues”
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Corinne Jones
Executive vice president, AmWins Access, US

I

have been fortunate in
my career to grow
personally and
professionally with one
company over the past 35+
years. Bliss & Glennon was a
10-person Managing General
Agency when I joined in
1979 and now that we are
AmWINS I am privileged to
be one of more than 5,000
employees.
I started as a file clerk
and now hold an executive
leadership role within
AmWINS Access. While
this type of longevity at one
organisation may not be as
common in our industry
now, I feel there are still
many lessons to take away
from my experience as it
stands.
Very early in my career
I candidly told my boss
that I wanted to own part
of the company. I didn’t
know how to get there, but
I knew ownership was my
endgame. That conversation
laid the groundwork to
have continued discussions
around what the opportunities were at
the company and what it would take
to achieve my vision.
Importantly, I was fortunate to have
a boss and mentor who took this
conversation seriously and helped me
toward my goals. Before changing
organisations, make sure you have
asked for your opportunities. The
goals do not have to be as long-term as
mine was, but having your own goals
and aspirations is imperative.
Invest in yourself through education.
Education can help accelerate
your career and increase your selfconfidence. If the schooling includes
credentials it may increase your
standing with peers, clients and
employers.
However, your education does
not have to be formalised: it can
be reading journals and books to
broaden your scope of knowledge, it
can be industry seminars, podcasts,
you name it – just keep learning.
Our industry is interconnected with

“

 y advice is do not
M
be afraid to be a
high achiever and
maintain a work/life
balance, whatever
that work/life balance
means to you”

finance, emerging technologies,
catastrophes, politics and the world
at large so any knowledge you acquire
will be relevant to your success.
It’s important to be a genuine
person in the workplace. It seems
like common sense, but I cannot
stress enough what caring about the
people around you can do for your
and their mutual success. Science
is also proving that friendships and
enjoyable human interactions are vital
for our physical health and emotional
well-being.
Take time to catch up with old
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friends and colleagues,
to network and find
new mentors or
mentees. Take time
to listen, learn names
and have genuine
conversations and truly
care. It shouldn’t matter
what business you are
in, but we are lucky
to be in an industry
that is largely affected
by relationships so
cultivating them should
be a priority.
Upon reflection of my
career the one thing
I would change is to
have become involved
in industry association
work that much
sooner. Associations
are where you will
find exposure outside
of your organisation,
bringing you in contact
with successful peers,
different perspectives
and a broader view of the
industry.
My time on the
boards of the American
Association of Managing General
Agents (AAMGA) and the Wholesale
and Specialty Insurance Association
(WSIA) has been extremely
rewarding: continued education,
networking, mentorship and lasting
friendships. Investigate opportunities
for the different types of associations
and become involved.
There is no doubt that our industry
and our society need to continue
to make progress toward gender
equality the workplace. My advice is
do not be afraid to be a high achiever
and maintain a work/life balance,
whatever that work/life balance
means to you. For me it meant
having three wonderful children and
spending time with extended family
in addition to the many hours of work
and travel.
My accomplishments were made
possible because I had a supportive
partner and workplace. Everyone
should demand the same for
themselves.
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Katherine Keefe
Global focus group leader, Beazley Breach Response Services, US

M

y background is likely
different from many people
in the insurance industry,
having been a healthcare regulatory
lawyer for more than 20 years before
joining Beazley in 2012.
Unbeknownst to me at the time, a
decision I made in my early days as a
lawyer proved to be a defining point
in my career. When a new healthcare
privacy law — the Health Insurance
Portability and Accountability Act
(HIPAA) — was introduced in the
1990s, the company I was with at that
time looked around for someone to get
up to speed and take this on. I raised
my hand.
At the time, HIPAA was a littleunderstood law and I didn’t know
where it would go, but I became a
HIPAA expert. It has turned out that
HIPAA has made a massive impact on
healthcare data privacy and security.
I knew Beazley through my work
as a law firm partner representing
healthcare providers and supporting

“

T he advice I would
give to people starting
out in their careers is
to learn the business
you are in — not just
your own role”

them through data breaches. When
Beazley was considering establishing a
new Beazley Breach Response (BBR)
Services team in 2012, they asked me
if I would be interested in leading this
new group.
After several conversations I became
intrigued by the challenge of leading
a new division, servicing insureds in a
fast-moving arena and improving the
risk management resources offered.
BBR Services remains a unique and
differentiated service model — a
service provider inside an insurance
carrier.
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The cyber market is fascinating
because it is always changing and is a
relatively young sector to work in. It
is an exciting field that is attracting
young professionals.
The BBR Services team mainly
consists of millennials and about
50% of the people at Beazley are
millennials, and so it is important
that we work together across the
generations supportively and
collaboratively.
I am involved with a learning
initiative at Beazley that we are calling
Working Generations, which looks
into what each generational group
brings to the workplace and how we
can learn from one another. We need
to think about the advantages of
multi-generational teams internally
and externally, and bring to light
the strengths and skills of different
working generations.
Early in my career I was fortunate to
have had several good mentors who
helped me immensely and I now do a
lot of mentoring myself. I see a large
part of my role as helping younger
people, both women and men, by
acting as a sounding board for those
trying to balance family and careers, as
I had to do.
The advice I would give to people
starting out in their careers is to learn
the business you are in — not just your
own role — and try to understand the
bigger picture. At the same time, look
for opportunities to become an expert
in a specific area and delve deeply into
that topic area. Surprising things can
happen by developing expertise and it
can lead to places you had not thought
of.
Finding a good mentor or mentors
and having a positive role model
is invaluable to a career. Last, but
not least, developing respect and
empathy for your co-workers and
an understanding of where they are
coming from always helps to overcome
obstacles.
You will encounter difficult
situations and people; I have found
that staying emotionally switched on
and maintaining a value system of
respectful, empathetic professionalism
is the best guidepost in charting a
successful and fulfilling career.
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Vivian Leinster
Chief people officer, MS Amlin, London

O

ne of the hardest elements
I have faced throughout my
career has been juggling
the demands of work and life. The
challenge of wanting to do my best at
both and the worry of failing someone
is always at the back of my mind.
That is why, throughout my career,
I have found that the most important
things needed for me to excel were
open dialogue and working in an
inclusive environment. I had to be
comfortable communicating what my
boundaries and non-negotiables were
and finding the right balance for me,
my employer and my family.
It is vital for women and men to
be able to bring their whole selves to
work, and this is a two-way process.
The more time you spend truly
understanding the drivers, motivators
and turn-offs of the people you work
with, the more fun and productive
work will be.
Early on in my career I knew that
I wanted the role of people director;
however, some of the moves I made
may have seemed like lateral ones.
There is sometimes a perception that
the only way to progress is to move
upward, but for me, learning and
growing, can also come from moving
sideways. I would therefore take
a look at my CV and think about

filling any gaps that I had with my
bigger goal in mind. Additionally, I
was always keen to take on as many
opportunities that came my way to
ensure I was constantly growing and
developing.
My biggest piece of advice to the
leaders of the next generation would be
to never make assumptions about what
people can and cannot do. We cannot
be afraid to ask for things that we need
to improve our working and home lives
because we assume that these requests
will not be accommodated. I’ve found
it’s always important to be clear about
your own individual boundaries. If you
don’t set them, someone else will.
I would also advise women to seek
support and build a strong network.
This becomes more important the
more senior you get, and asking for
help is definitely a sign of strength –
not weakness. Sometimes we believe
that to be successful we need to be
able to do it all, and I have seen this
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more with women than men. What I
have found is that it is actually more
important to be curious and have
enough knowledge to be able to ask the
right questions.
I would also encourage being a
champion for other women. As
women, we can talk ourselves out
of applying for certain roles if we do
not meet all the criteria or decide not
to put ourselves forward for stretch
projects. I’ve always made sure that
throughout my career I have pulled
up talented women, put them forward
for opportunities and have supported
them when they’ve needed a gentle
push.
It’s important to understand that
becoming CEO may be success to some
women, whereas being great at what
they do may be success to another. It’s
important that we continue to support
the choices of all women and men and
understand that what works for some
may not work for others.
For all the challenges of being a
working mother, I am proud that I
have given my son a role model and
have instilled in him a good family and
work ethic. When you are juggling
your work and life, if you can say that
you got it right more often than
you got it wrong, then you have
achieved success.
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Julianna Muir
Head of operations,
Attune, US

T

he primary advice I have to
offer to up-and-coming women
as they navigate this industry is
that actions always speak louder than
words.
As you sit for a job interview, it’s
important to remember that you are
also interviewing that organisation,
and it’s critical to see whether you will
have the support and mentorship that
you will need to grow at various stages
your life and career. That evaluation,
however, can be difficult. Many
organisations speak of prioritising
getting women into leadership roles.
Many note women’s groups and/or
initiatives that exist.
However, in my experience, those
words and initiatives do not, in
isolation, lead to the creation of
a supportive and encouraging
environment for future female
leaders; rather, that requires an entire
ecosystem of values, sponsors, role
models and benefits.
Over the last two and-a-half years
of my career, I have had the privilege
to help launch our new business,
which is an insurance general agency
that uses technology, data and
analytics to help small businesses buy
insurance. As an “InsurTech,” we sit
at an interesting intersection of two
industries – insurance and technology
– that historically have been maledominated.
During my time here, I have seen
that launching a start-up comes with
unique and fun challenges to tackle as
well as the opportunity to start from
scratch – freed from historic biases
and practices.
While in insurance we often think
about that opportunity in terms of
innovative technology platforms
and access to new data insights, it
also represents a chance to think
differently about talent.
From the onset, we have proactively
prioritised and invested in creating a
diverse and inclusive team at Attune.
We believe that this will allow us to
build a great company.
However, I also recognise that the
desire to create this environment
alone is not enough, particularly given
that the majority of the recruiting

“

 reating a diversity
C
and inclusion strategy
is a constant cycle of
effort, evaluation, and
recalibration”

pipeline for mid- and senior levels of
talent in insurance, technology, and
analytics is male.
Companies need to create a
solid foundation of values and
corresponding benefits to attract and
retain top women – and men. For
example, we have a parental leave
policy that benefits both new mothers
and fathers.
Companies should also provide
flexible work arrangements, and
recognise that employees are first
and foremost people, who may need
flexibility to manage work and home
most effectively.
As a company grows, it must provide
more and more to its employees as
they are key to success. We know how
critical it is to build an environment
that is inclusive of all backgrounds
and family situations. Our company
is a young but growing business that
encourages employees to come as they
are and to be themselves.
Nevertheless, the work is far
from over. Given that women and
minorities represent a small portion
of applicants for key positions that
require technology or insurance
experience, including engineering,
product management, and
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underwriting roles, we must always
be evaluating and iterating on our
recruiting strategies and efforts.
Creating a diversity and inclusion
strategy is a constant cycle of effort,
evaluation, and recalibration.
While I feel confident that my
company has created the backbone
required to grow and maintain
a diverse and inclusive work
environment, I still strongly believe
that this topic needs continuous
attention and energy from the leaders
of the organisation.
As a woman hoping to continue
to grow in the insurance industry,
my general belief and guidance to
others is the goal is not to find the
organisation that has fully solved
the issues of inclusion, equality, and
diversity. Rather, the goal is to find an
organisation that is genuinely trying
and has the commitment, energy and
willingness to make it a priority.
I’m proud of the strong, diverse
female talent that I work with
across all functions and levels of the
organisation, with two members of
the executive team being female and
an insurance industry leader – Pina
Albo, the CEO of Hamilton Insurance
Group – serving on our board of
directors. This new dynamic has
created a culture that encourages
the raising of issues without fear
of consequence and constant
exploration. I am excited to come to
work every day as I am guaranteed to
learn from the diverse perspectives
and approaches that my colleagues
bring to every discussion.
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Sedgwick

Encouraging diversity
creates a stronger, more
mindful organisation
At Sedgwick, CEO Dave
North engenders a
culture of caring that
pays dividends.

C

reating diversity in the
workplace is not only about
gender, race or age. It is about
adapting a mindset – a culture of
diversity of thought. The companies
that master this culture dominate
their industries.
Dave North, the president and CEO
of Sedgwick, is a consistent leader in
creating this kind of culture. From
the beginning of his career, he
has a proven track record of
building successful businesses
on a global level through
innovation while keeping
his day-to-day actions
focused on serving the
colleagues and customers
in front of him. Whether
it is in the office, at home
with his family or serving

“

as a board member for one of the
many organisations he advises, North
displays a keen sense of making
choices every day to improve and to
grow in order to be prepared to face
any challenge with courage and vision.

Rise to the top
North has more than 39 years of
experience in risk management and
claims services. He rose up through
the ranks in the insurance industry
as a global practice leader for risk
services at a major brokerage and risk
management consulting firm.
In 1995, North became president
and CEO of Sedgwick. Since taking
that role, he has led Sedgwick’s
evolution from a boutique, regional
third-party claims administrator
to the premier global provider of

I t’s not enough to keep doing what
worked yesterday. We must continually
make small steps each day to keep
growing. Each day we have the
opportunity to help someone, and we
must be able to meet them where they
are, regardless of age or culture”
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Sedgwick

innovative business solutions in the
areas of workers’ compensation,
disability, absence management,
property loss adjusting and more.
Today, Sedgwick has more than
22,000 colleagues in 65 countries who
take care of people and organisations
by delivering cost-effective solutions.
The breadth of services Sedgwick
offers under North’s leadership
provides a competitive advantage in
the industry, but that is not the only
thing that differentiates Sedgwick
from its competitors. At the core of
the company is its slogan “Caring
Counts,” which drives every business
decision and customer relationship.
“Caring Counts” is not only the DNA
of Sedgwick; it is an integral part of
who North is as an industry, corporate
and community leader.

Focus on colleagues
to focus on customers
North’s focus in leading Sedgwick is
to provide excellent customer service
while offering opportunities for all
colleagues to advance in their careers.
North often says that “if you take care
of your colleagues, they will take care
of your customers, and in turn, your
customers will take care of you.” North
emphasises that it is also important
to understand and anticipate the
needs of the customers to create the
solutions that will best serve them.
In order to anticipate the growing
needs of customers, innovation is key.
North stresses that “it’s not enough
to keep doing what worked yesterday.
We must continually make small
steps each day to keep growing. Each
day we have the opportunity to help
someone, and we must be able to meet
them where they are, regardless of age
or culture.”
This innovation has led to the
launch of a variety of services and
tools, which improves results across
the board. North shares that “by
continuously evaluating what we do
and how we do it, we are refocusing
our performance metrics and
empowering claims professionals to
make a meaningful impact on the
claims they handle.”

Creating a company culture
Throughout his career in the
insurance industry, North has worked
tirelessly to be inclusive and to create
a culture of diversity of thought. This
culture has set Sedgwick apart in
the industry and with colleagues. As
North points out, organisations who

embrace broad diversity are the front
runners in their respective industries
and outperform their competitors.
When everyone rises together,
companies become stronger.
Early in his career, North saw firsthand the obstacles in the insurance
industry in regard to diversity. When
he was an up-and-comer at his
company, he was promoted from
Manager to Director, which included
the perk of a company car. In his
excitement, he raced to tell his fellow
colleague, who had been a director
with the company for several years.
North describes her reaction when
he mentioned the company car: “Her
face lost her smile. She said, ‘you don’t
know, do you?’ At that time – though
not a policy, men received company
cars because it was believed that since
women had or could have husbands,
they did not need a company car. I
left her office and walked back to the
President’s assistant and gave her back
the keys.”
It was a pivotal moment for North
that opened his eyes to the inequalities
in the workplace and the uphill
battle women and minorities have
faced. North stands by his decision
to return the car keys. He further
explains that “choosing to do the right
thing is sometimes premeditated and
sometimes a reaction, but it does
define who you are.”

Diversity and inclusion
The turning point for North regarding
his beliefs about diversity and
inclusion happened while listening to
Gloria Steinem, the iconic women’s
rights leader and author, speak at a
women’s event As North describes it,
“that day changed my view and how I
make choices around diversity. Gloria
Steinem discussed unconscious bias
and that the lens you see the world is
yours. If you just glance through your
lens, you will see a world you want
to see. To see the real world requires
vision. It requires personal honesty,
and you can use that view to make
choices.”
These experiences inspired North
to create the Diversity and Inclusion
initiative at Sedgwick, which focuses
on training, mentoring, and offering
incentives for continuing education.
North says that while “programmes
themselves are important and often
necessary to effect change, you need
to have an organisation that embraces
the advancement of women and
minorities because it believes in
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those things, not just because there’s
a progression programme in place.”
To navigate diversity and inclusion
in the workplace, companies must
be proactive with planning and offer
opportunities for all individuals.
North firmly believes that everyone
must learn to adapt quickly to keep
up with the rapid pace of changes in
our society and in the workplace. “We
can no longer expect a one size fits
all approach to be effective in serving
today’s diverse customer base. What
this implies is there is a tremendous
opportunity to change and improve
service delivery throughout the
industry based on understanding
and mirroring the demographic
characteristics of the employers we
serve.”

“

 ou need to have
Y
an organisation
that embraces
the advancement
of women and
minorities because
it believes in those
things, not just
because there’s
a progression
programme in place”

Consistency in all things
Overall, one of North’s greatest
strengths is his consistency in
making the right choices, leading
with integrity, and tirelessly pursuing
his vision for Sedgwick’s future.
This consistency has led Sedgwick
to unprecedented growth while
providing exceptional service and
advancement opportunities for all
colleagues. The core values that
greeted North when he joined
Sedgwick 23 years ago are the
same guiding principles driving the
Company’s success. North emphasises
the importance of showing up every
day and taking small steps to be better
than the day before.
Accomplishing this means paying
attention to every detail, asking the
hard questions, and ultimately, doing
the right thing.
With this commitment to excellence
and diversity, North’s words to every
colleague and leader resound: “Learn
to make good choices that define you
throughout your career.”

Global solutions.
Local expertise.
Count on Sedgwick around the world
Sedgwick is now powered by the brands you have always known,
combined into one you will always depend on. We are bringing
together the talent, expertise and robust capabilities of Sedgwick,
Vericlaim, Cunningham Lindsey and all subsidiaries to provide
technology-enabled risk, benefits and integrated business solutions
around the world.
At Sedgwick, caring counts.® Taking care of people and
organizations – from public and private employers, to insurers and
their policyholders – is at the heart of everything we do. We provide
the services and expertise you are looking for, wherever you are,
when you need us most.
Learn more at www.sedgwick.com/global-news
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Q&A: Kara Owens
Differentiating yourself
can have a positive impact
on your career, according
to this global cyber
underwriting executive
at Markel.
When did you first discover the
insurance industry, and was there a
moment when you realised it was a good
fit for you professionally?
Oddly enough, I discovered the
insurance industry in college. I didn’t
have any relatives or family friends
in the industry and prior to college,
the only experience I had regarding
insurance was buying an Auto
insurance policy. I attended Temple
University in Philadelphia and ended
up majoring in Risk Management
and Insurance after taking an Intro to
Risk Management course. The Intro
course was taught by an amazing
female professor and involved thoughtprovoking project work. I ended up
earning a scholarship from Travelers,
and haven’t looked back since.
Temple set me up to gain experience
via internships, designations and
coursework. I realised that a major in
Risk Management and Insurance was
uncommon at the time and a good way
to differentiate myself after graduation
while looking for a job. I also realised
through my internships and meetings
with various insurance professionals
that the industry was interesting,
evolving, and offered a number of great
perks including travel, networking and
continued education.

these efforts to help the industry get
to a more acceptable position as it
pertains to diversity and inclusion.
I also want to enhance my efforts in
recruiting new talent to the industry
by mentoring college students and
recruiting at universities.
Is there anything in your career,
looking back, that you sometimes
wish you’d done differently?
I would have spoken up more
frequently in meetings as well as
worked on my presentation skills
earlier on in my career. I would
have been more involved from the
start in various organisations and
taken leadership positions in those
groups. Additionally, I would try to
put myself in others’ shoes (whether
in interactions with senior or junior
people). However, I do appreciate
all of the lessons I have learned
throughout my career from mistakes
that I have made or risks that I didn’t
take and should have taken.

“

 ake sure you
M
differentiate
yourselves from
others, whether it’s
through subjectmatter expertise,
leadership, education
or other areas”

What do you still want to achieve
in this business?
A lot. While I’ve had success in my
career already, I want to gain more
knowledge across all P&C product
lines and further experience in various
disciplines across an insurance
company including finance, ERM,
actuarial, etc.
I also truly want to make an impact
on the industry in a number of ways.
I co-founded the Women’s group at
my prior company and continue to be
involved in similar initiatives at
Markel and as a board member
of Association of Professional
Insurance Women (APIW). I
want to continue and expand
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Have you ever stepped back completely
from your work at some point during
your career (to have children, or an
illness, take care of a family member,
etc.)? If so, what did you discover about
yourself? Was there a readjustment
period when you came back full time?
If so, how did you navigate that?
I’ve been fortunate enough not to have
to step back from my work for illness or
taking care of a family member. I do not
have children yet, but appreciate the
readjustment period and have watched
a number of colleagues and friends
have to readjust. I have unfortunately
seen mothers lose stretch assignments
as a result of bosses not thinking they
would want to take the opportunity due
to having a family. I’ve witnessed very
competent back-to-work mothers lose
their own accounts to their colleagues
taking over their accounts and not
wanting to give them back upon the
mother’s return. As I’m sure a lot of
people have, I have experienced work
burnout from over-commitment and
heavy travel and workload. A few ways
I have learned to deal with this are
mindfulness and really taking vacations
and disconnecting.
What advice or insight would you give
up-and-coming female professionals
in this business? What would you tell
them?
My advice doesn’t necessarily just relate
to up-and-coming female professionals,
but all up-and-comers. I would advise
to have the courage to speak up,
whether from an ethical standpoint or
speaking up in meetings with ideas or
answers. I would also say take the step
to volunteer for stretch assignments
and take on projects that no one else
necessarily wants.
Make sure you differentiate yourselves
from others, whether it’s through
subject-matter expertise, leadership,
education or other areas. Learn from
your mistakes and forgive yourself for
those mistakes and never let it get too
personal. Be involved in organisations
and take leadership roles. Think in
an overall organisation mentality
rather than a silo mentality. Lastly,
understand that networking is
essential in the re/insurance
industry and that
relationships will always be
important. To that end, don’t
burn bridges.
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Jenan Nakeeb
Partner, London and Specialty, Capsicum Re, London

T

he marketplace is changing,
and for bright female
leaders this is for the better.
Opportunities are there for the taking
for those who are savvy enough to spot
them. Our working environment is
becoming more efficient in supporting
talent; leaner, tougher, but a fairer
playing field that rewards genuine
ability.
The onus will always be on you to
continue to prove yourself throughout
your career, so young women must be
willing to put themselves forward for
opportunities without fear of being
seen as “pushy”. Be fearless and put
your hand up for things that seem
beyond your reach.
One of the most important things I
figured out early in my career is the
absolute value of an effective manager.
Leaving my last role meant leaving an
inspiring mentor so I made sure I was
moving to work for a manager who
I really believed would help me take
my career to the next level. It’s easy to
get caught up in the shiny façade of
new opportunities, but it is the people
immediately around you who will
shape your experience and success –
choose them wisely.
Trust your intuition when it comes
to the business and don’t ignore
the telltale signs of diminishing
opportunity. It’s easy to stand
still, but you need to constantly
check in with where you are in
your career and whether this is
in line with your ambitions and
values.
Stay focused on the work,
expand your knowledge
across classes and products.
Reinsurance is not an island

“

I t’s easy to get caught
up in the shiny façade
of new opportunities,
but it is the people
immediately around
you who will shape
your experience and
success – choose
them wisely”

within the financial markets, so
keep abreast of capital markets
and changes to the regulatory and
legal environment. Try to resist the
comfortable feeling that the business
will always be there, and stay one step
ahead of it. I’ve seen a lot of upheaval
in the market in just 10 years, so it’s
important to never take it for granted.
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There is a lot of energy behind
encouraging women to succeed in the
workplace but female associates seem
to get fewer and fewer as you progress
upwards, so forming strong allegiances
with your peers is crucial. There is a
real camaraderie with the women I do
business with, and I believe we all feel
it because we all know how focussed
we’ve had to be to remain here. Support
your female colleagues, encourage
them and try to lift them. You will
never know the sacrifices someone has
made to be in their position.
I’ve been lucky enough to work with
supportive men and women who have
recognised me for my ability. But
sometimes being a (relatively) young
woman in the market does surprise
underwriters and clients, which can
add pressure to impress and builds
that feeling of Imposter Syndrome. It
can be intimidating, but you must have
confidence in your ability and trust in
the knowledge that you’ve earned your
place.
I see the struggles women with
children in the market have, managing
serious careers, childcare and all the
other responsibilities that seem to fall
to women. I think it is at this junction
of a woman’s life where her career
is most vulnerable. Having a strong
support system seems to make all the
difference.
We all have a responsibility to
continue to push hard to level out
gender inequalities at a senior
level. Once we have a more diverse
representation at the top, our
industry will have greater appeal
to a broader talent base which
can positively transform our
industry.
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Amanda Nguyen
Senior managing director, treaty broker, Aon’s Reinsurance Solutions business, US

I

t’s not my nature to frame
my experience from a
negative view, and I would
say that overall my career
at Aon has been incredibly
positive – I have had many
tremendous opportunities
working with strong,
knowledgeable and highly
capable men and women in
our industry. As mentors,
sponsors and friends they
have helped me to navigate
throughout my career.
The insurance industry,
including brokerage firms,
has generally not been
tremendously visible in
recruiting at most universities
and we compete against the
broader financial services
sector. There are many great
universities with focused
programs in insurance and
reinsurance across the US.
We’re more likely to attract
talent in these schools where
they know more about what
we do. It’s also important
to seek talent elsewhere,
whether it’s through
apprenticeship programs or selling our
field to other disciplines.
The first step toward building a
pipeline is to hire entry-level talent.
We have taken this to heart at Aon in
Reinsurance Solutions and across the
organisation. Companies that support,
train and develop that talent will be
more likely to retain knowledge over
cycles.
It is true that women, especially
senior level women, have been much
fewer in number; however, their
influence has been invaluable and
lasting. From sage words of advice to
providing opportunities to grow and
stretch my comfort zone, to setting
professional examples and offering
grounding perspective, the women
who have paved the way in the US
re/insurance industry had it far
tougher than me.
The imbalance appears to be
changing, even if slowly, with the
increasing number of initiatives
globally that are designed to promote
equal opportunities in the workplace.

“

T here are prominent
women who have
risen to the senior
ranks of re/insurance
companies, but there
could be more given
the level of female
talent we have in
the sector”

I believe it is now my obligation to
similarly support women in whatever
way I can in their nascent careers,
and especially as life becomes more
complicated.
Efforts to increase diversity have
been under way for many years in
most firms in our industry. Taking a
generalised view across our sector,
by objective measures there seems
to have been only a small amount
of movement at the senior ranks;
however, strides are being made at the
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entry level, and so given
the initiatives towards
greater equality it would be
expected that the situation
will appear substantially
different in the next 20
years.
Having a representative
number of women in
senior ranks would be
affirmation to new entrants
into our industry that
there is a career path that
extends to the seniormost positions. Too often,
women move away from
financial services because
they do not see evidence of
a strong career path after
the middle level.
There are prominent
women who have risen
to the senior ranks of
re/insurance companies,
but there could be more
given the level of female
talent we have in the sector.
From a broader perspective
women are completing
advanced degrees and
entering business at record
numbers, outpacing men. While
measures are being introduced all
the time to support diversity and
inclusion it is both up to countries and
companies to foster an environment to
allow the situation to progress.
The advice I’d give to women in our
industry is the same as I would give
to any up-and-coming woman. Work
hard(er). Build and nurture your
network – meet face-to-face. Know
and embrace your strengths and
always play to the strengths of others
(Everyone has strengths) Speak up,
don’t always stay behind the scenes
(although it is more comfortable, be
a little uncomfortable). Share your
ideas and own them. Be a force for the
positive. Being bitter wastes energy
that can be focused on something
more positive (incidentally, no one
likes working with downers). Be
professional and authentic (if people
can’t really know you, they’ll struggle
to trust you). You are not handicapped
by being female; rather, it gives
strength and a different perspective.
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Alice Phillips Topping
Chief marketing and communications officer, Ryan Specialty Group, US

T

he property and casualty
insurance industry is one of
the greatest business sectors
for personal growth and opportunity.
Within our industry, any skill set
and talent can be fully utilised and
enjoyed, and being a woman can be
a definite advantage. The key is to be
fully prepared … and then some.
There are three main principles
any person should embrace – deep
knowledge, hard work and good
relationships. One of the joys of
working in the insurance industry
is that we dive deep into different
business sectors, learning about the
world and the various dynamics that
are at play.
My advice is to take advantage of
that opportunity. Learn not only your
specialty inside and out, but expand
and become conversant in adjacent
fields and other areas as well. Read
the news and subscribe to insuranceindustry media newsletters; keep
current.
This expanded knowledge makes
everything more interesting, not only
for you but for those who interact
with you. And the more you know, the
more you’ll be respected.
There is no substitute for hard work.
Diligence and tenacity can be your
best friends. With time, this effort
will pay off, make you more efficient,
and allow you to expand your role and
capacity within the industry.
Starting your day early before most
of your colleagues arrive offers a time
to catch up, read, and organise your
day.
Also, you may be the first to see the
“breaking news” alert. It is always
good to be in the know.
The insurance industry is a people
business, regardless of your role
within it. Foster relationships with
your team members, your clients, and
your markets. People are interesting;
find the common ground and enjoy
the dynamic.
Build relationships throughout
your organisation and get to know
individuals in different departments
so you can develop a better
understanding of how your company
operates and to learn the stresses that
different functions face. Knowing the

pressure points of those around you
will provide you more empathy and
make you a better team member. You
can then work knowledgeably with
your colleagues’ constraints to make
their job easier and your role more
fluid and effective.
The skill of listening is instrumental
to fostering good relationships.
Listening doesn’t come naturally for
the vast majority of us, but with effort
it can.
The more you train yourself to sit
back and listen, the easier and more
enjoyable it becomes.
You’ll learn much more by hearing
what people have to say, and, when
you are a good listener, more people
will want to engage with you. Being
a good listener is vital on so many
different fronts.
To really understand an issue,
listen. To find out what the true
pressure point is for your client,
listen. To fully appreciate
what your work colleague
needs, listen. As my
grandmother used to
say, “It’s remarkable
what you learn if you
just listen.”
As women, we are
given many unique
talents. Studies
show that we are
great multitaskers
and have an
innate gift of
intuition. Being
well-prepared,
hardworking, and
a good listener
makes you a
valuable asset for
any company and
at any position.
Top that off with
a positive attitude,
and your potential
for success is
unlimited.
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“

T o really understand
an issue, listen. To
find out what the true
pressure point is for
your client, listen. To
fully appreciate what
your work colleague
needs, listen”
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Sima Ruparelia
Chief actuary – Europe, Middle East and Africa, AIG, London

A

t school I was passionate
about mathematics, and this
is something that has stayed
with me until today – and was the
subject that I selected at university
at a time when not many women did.
After my degree, I didn’t know exactly
what I wanted to do but I knew that I
wanted to have a career that involved
math.
Therefore, that would be my first
piece of advice to anyone hoping
to have a successful career: Choose
something that you love.
Early in my career at a niche
underwriting business, I learned the
importance of not just being able to
stand up for what you believe in, but
also of being able to communicate
why you think that way.
I did a lot of pricing for sales
representatives but whenever there
was a change, I would go and talk
to them, to explain my thinking
behind it.
They liked this approach and asked
me to take on more responsibility,
so the importance of being able to
convincingly convey the strength
of your ideas is something that has
stayed with me ever since.
I knew that I did not want to stay
at a small company for too long; I
wanted to expand my knowledge base
and experience. It is important to be
strategic about your career and always
be thinking one or two steps ahead.
At one point, I decided that I would
like a role on the broking side but was
not sure what my next step should
be. I had seen a woman giving a talk
at a conference who I’d found very
compelling. I emailed her to ask for
some advice and she was happy to
help. Her recommendation was to
join one of the big four consulting
firms in order to get exposure to the
whole market.
Life at EY was different, much more
full-on, with the need to keep many
plates spinning at the same time.
There was also a cultural barrier that
was difficult to overcome as initially
I was viewed as something of an
outsider.
However, after proving myself I was
accepted and valued as part of the
family. I think everyone faces difficult

times at some point in their career,
but the key is to never give up.
There reached a point where I
needed to make another strategic
decision: did I want to go for the
partnership or look for something
else?
Then the group chief actuary at
Catlin, who was one of my clients,
called me up and asked to meet. He
had seen my CV and was willing to
design a role especially for me. The
lesson for me here was that if you
deliver good work, surprising people
will spot it and opportunities will
follow.

“

 arly in my career at a niche underwriting business,
E
I learned the importance of not just being able to
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At Catlin, my communication skills
were valued as the company wanted
people that were not just technical
experts but understood the business
as well. I moved up the ranks and into
the finance team with support from
the CFO.
After the merger with XL, there
were still opportunities but I was
ready for a change. I wanted a role
with more autonomy and the AIG
position came along at exactly the
right time.
I’ve been here two and-a-half years
now and secured a place on the
executive team. At the start I had to
be proactive, asking to be in strategy
meetings, for example, where I could
show how the actuarial function could
add value in terms of the direction
the business should take and how we
could generate greater profits. Having
the courage to ask for what you want
is an important quality, at any stage of
your career.
Looking back, I’ve always worked
really long hours, something I
wouldn’t advise everyone to do.
You need to take responsibility for
what you do but it’s really important
to get the right work-life balance –
not just on a personal level – but to
help get diversity into the workplace.
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A

s an actuary, it is no surprise
that I tend to approach life’s
challenges in a structured,
formulaic manner. As a result, early
in my career I believed that hard work
plus passing exams equaled career
development and advancement. My
experience as a young actuarial student
reinforced this view. I was exposed to
different areas of the company through
regular rotations as part of an actuarial
development programme and regularly
promoted as I progressed through the
exams.
Only after attaining the FCAS
designation and moving into a
significantly more complex segment of
the industry did I understand that hard
work on its own isn’t enough. There
are many variables that factor into the
equation of a successful career, and we
have the power to influence and even
control many of those variables.
Instead of relying on chance or
your current supervisor to define the
path to success for you, take control
of your own path to ensure your
career goals are realised. Creating
a plan, leveraging relationships,
and broadening your skill sets and
experiences are important variables
that you can control in the equation to
reach your career goals.
Define your career aspirations and
make the goals as specific as possible.
Outline a plan to reach those goals,
including education and training as
well as on-the-job experiences. This
career plan and the vision you set
will be a valuable tool in determining
what projects or new roles are right
for you and which you should pass on
as opportunities present themselves.
Periodically, reassess your plan as your
goals and aspirations evolve along with
your perspective on the best path to get
there.
It is critical to recognise that you
won’t reach your destination alone.
Insurance is a complex business and
to be successful you will need to rely
on the expertise of others. Thus, the
relationships you cultivate are vital to
achieving your goals. Build a broad
network of contacts, across disciplines
and levels, both within and outside
your company. A strong network will
ensure you can access the expertise of

“

I t is critical to recognise that you won’t reach your
destination alone. Insurance is a complex business
and to be successful you will need to rely on the
expertise of others”

others when you need it.
Ensure members of your network
know your interests, goals, strengths,
and accomplishments. This will
increase your chances to be presented
and selected for important projects
or new roles. Leverage your network
for insights on how to achieve your
goals. Solicit their feedback on
your career plan. Further solidify
these relationships with an offer of
assistance when needed; this is an
opportunity to showcase your expertise
and demonstrate the value you bring
to an organisation beyond your work
team.
Expertise in your chosen field is
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critical as well, and in our increasingly
complex, interconnected and digitised
world, continuous learning is essential
to broaden your skill sets. Stay current
with advances in your chosen field.
Broaden your knowledge of related
fields. Subject matter experts who can
bridge the divide with other disciplines
are sought after talent. Leverage the
latest technology in plying your trade.
Seek out stretch assignments. And, get
comfortable with being uncomfortable
in order to grow and achieve your
aspirations.
Finally, understand that realising
your aspirations is in your control.
Don’t leave it to chance.
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Managing director, Structured Reinsurance/Advanced Solutions, Hannover Re, Germany

W

e all need to enjoy working
together and for me, that’s
the key success factor in
business. To get there you need to
have a decent amount of fun at work
because you only excel in things you
like. Who doesn’t like some fun?
No question, but just having fun
won’t guarantee you success at work.
Therefore, my second most-important
ingredient for success would be
curiosity. You need to remain curious
about your markets, your clients
and your products. Why is that so?
Because of volatility, uncertainty,
complexity and ambiguity (VUCA).
Some may call this another one of
these trendy managerial acronyms.
I don’t agree. I would subscribe to the
VUCA concept. It stands for a world
that has become volatile, uncertain,
complex and ambiguous. That leads
to some interesting implications for
our structured reinsurance business,
where we provide customers with
flexible, readily available and costefficient options to optimise their
capital.
In a volatile and ambiguous
world, constant learning is a
prerequisite. In a complex
business such as structured
reinsurance, it’s essential
for us to stay on top of
topics such as regulatory
developments and
evolution of accounting
standards. Otherwise
we won’t understand
what our clients
need and we won’t
be able to offer
them the right
tailor-made
reinsurance
solutions.
In a more
volatile and
uncertain
world, working
together in

“

I n a more volatile
and uncertain world,
working together
in an agile way is
important too. Teams
gain in strength
when they share
information and
operate in a climate
of respect, trust and
freedom”
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an agile way is important too. Teams
gain in strength when they share
information and operate in a climate
of respect, trust and freedom. I also
prefer a positive working culture. For
me, that means an atmosphere that
fosters constructive criticism and
commitment to learn from mistakes
instead of sanctioning them. In a
successful team, you also need to
appreciate the contribution by each
member and believe and trust in each
other.
Increasing complexity means that
our customers need more tailormade solutions. To succeed in this
environment, it’s my strong belief
that you need to understand the
importance and value of a long-term
relationship with the customer.
As a manager and co-worker alike,
you should never accept the secondbest outcome. That requires having
the best talents in your team with
the right personality and attitude.
That again is not a matter of chance.
Managers need to give their team a
regular and honest feedback.
Apart from that, it’s important
to challenge and develop people
through delegation of complex
tasks combined with monitoring,
high-quality feedback and
supervision.
Results should be the basis
of assessing our work, no
matter when or where we
got there.
Finally, let me get back
to the importance of
our customers. They
should always be the
focus of our work and
they should always
feel in good hands
and completely
comfortable, on
a professional
as well as on
a personal
level.
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hile there are many things
it takes to be successful
in the insurance industry,
relationships are the most important.
From clients to colleagues, we are
constantly managing relationships
around us. Based on my 36 years
of industry experience, the first
and foremost piece of advice I have
for young professionals to have a
successful career is to find a mentor.
Whether the mentor is located in
your own city or across the country,
a mentor-mentee relationship is
invaluable to a young professional.
As future leaders, there are many
obstacles and opportunities in your
career; however, a strong mindset
and support system are crucial when
dealing with challenges and striving
for professional growth. In addition to
mentorship, there are some core tips
burgeoning leaders, especially females,
should note.
Put the time in, for your career to
advance. Fuel yourself with knowledge
and experiences beyond what is
learned in your day-to-day role. Taking
advantage of resources can help
you along your path to becoming a
successful leader. Whether it’s seeking
continuing education, additional
designations or seeking out local
industry events and associations, there
is ample opportunity to go above and
beyond to expand your expertise and
build your skills. That passionate effort
will be noticed by team members and
supervisors and build your case as a
stand-out associate.
I am fortunate to have an employer
that has helped pave the way for my
career through continuing education
and opportunities for growth, in
addition to my own extracurriculars.
Look for opportunities to expand
outside of your regular work to
advance, as those may be a part of
your employee benefits and free to
you. If your employer has similar
resources, you should be empowered
to utilise them and not wait for the
opportunities to come to you.
Listen. One often-overlooked
aspect of communication is listening.
Knowing the difference between when
to talk and when to listen is one of
the keys to be an effective leader. As

“

 merging leaders should remember it is important
E
for everyone to develop a higher sense of emotional
intelligence, which in turn helps balance family and
work, including travel and evening events”

females in a male-led industry, it can
be hard to find your voice. I encourage
my mentees and team members to
find something to say that contributes
value and speak with confidence to
your ideas or suggestions.
Set goals. I find that many also
overlook the importance of setting
short- and long-term career goals.
Although it may be difficult to identify
goal-worthy accomplishments, taking
the time to identify them and establish
an action plan on how to best achieve
those goals will help you achieve them
faster.
Stay involved. In addition to your
leadership role, a way to continue to
grow and execute those skills deep
into your career is by dedicating time
and expertise to various professionaldevelopment organisations or by
attending industry conventions
and functions. Not only will these
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types of activities allow networking
opportunities, but they will also
allow for you to bring solutions and
leadership skills back to your teams.
Embrace unique traits. Women
have different leadership traits than
men, and those should be embraced.
Emerging leaders should remember it
is important for everyone to develop a
higher sense of emotional intelligence,
which in turn helps balance family,
children and work, including travel
and evening events. Empathy is an
important trait, and understanding
your own ability to manage situations
and express this at the right time is
not a sign of weakness; it is a sign of
leadership.
No matter what path you take or
challenges you face, always remember
that communication, confidence and
character – the three Cs – to help get
you where you want to go.
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Jean Sullivan
Vice president, insurance software sales Americas, Pitney Bowes, US

O

ne of the recurrent themes I’ve
found in my career is, “givers
get.” In short, if your first
priority is to advance your own agenda
you may make it a rung or two up the
ladder, but eventually your reputation
as a self-serving careerist will proceed
you. If you look first at how you can
help someone else, however, you can
be amazed at the reciprocity you can
receive.
As a sales leader, this is the
fundamental dynamic of my day-today. Nobody writes a million-dollar
check for fun. They only write it after
they’ve seen that they will be receiving
a lot more than a million dollars in
value. So every time we work on a
new opportunity, we ask, “How can
we deliver as much value as possible?”
Then the sales cycle is simply a matter
of demonstrating how we can improve
accuracy, reduce costs, or otherwise
improve their bottom line. We get a
win only after we’ve given value.
This principle applies to our own
careers as well. For example, consider
the following email: “I just wanted
to give a shout-out to Susan for the
great support she gave us on closing
the XYZ deal. This was a huge win for
our company, and my team couldn’t
have done it without her help. Thanks
Susan.” It’s nice, it helps out Susan, but
it also points out to everyone on the
“To” line that my team just closed a
huge deal. Likewise, when the people
on my team do something really great I
want the whole world to know about it.
It helps their career, but their success
also reflects on me.
While “givers get” is a universal
principle, it especially applies to
helping our female colleagues in their
own careers. That person you endorsed
on LinkedIn might be the one that
calls you next year with a new job
opportunity. The woman you went the
extra mile for when she was a manager
will remember you when she’s a VP.
The recent graduate that you advised
may never be in a position to do
something for you directly, but in 20
years she’ll mentor a new generation
of female leaders, and that’s worth a
lot too.
Many women have mastered the
giving part of “givers get,” but aren’t

so great at the “get” part. A key aspect
is that once you’ve helped someone
out you should not be afraid to ask
for help in return, whether that help
is a referral, a recommendation, a
promotion, a raise or the sales contract.
It’s simply a fact of human nature that
when you help someone out they are
predisposed to help you in return.
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applies to helping our female colleagues in their own
careers. That person you endorsed on LinkedIn might
be the one that calls you next year with a new job
opportunity”

Don’t be shy about asking and be
fearless in your approach. “Get” also
includes leaning in – voicing your
opinions, advocating for yourself, your
needs and your monetary value in this
highly competitive culture.
In conclusion, there are a host of
social, cultural and economic
factors that impact that
disparity between
men and women in
leadership roles in our
industry. There are
also several great
organisations that
I participate
in working on
resolving those
issues. But most
of the time I
don’t have a lot of
direct control over
those factors on any
given day. What I can
control is how I treat other
people, and I’ve found
the best way to secure my
success is to look first to
securing theirs.
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hen choosing a position
after college in the late
1990s, I was looking for
stability and a place where I liked the
company and the people, in addition
to the work itself. Looking back, I was
blessed to find all of those things in
the re/insurance industry, and I have
no regrets. Working with resultsoriented companies in an industry
that has an impact on families
and companies is interesting and
rewarding.
Still, I was surprised at a revelation
I had this year when someone in
my firm asked me if I would suggest
working in re/insurance to my teenage
sons, because I knew immediately that
my answer would be different if I had
daughters.
While the vast majority of women
I know in the industry feel strongly
about helping young women see more
opportunities at the highest levels –
and I’m impressed with the level of
attention by many senior executives
at Guy Carpenter to developing the
capabilities of promising talent,
including women – the most impactful
results of achieving a more diverse
re/insurance workforce will come from
the things we begin to do every day,
and not only by those who feel strongly
about the subject. It must be modelled
by actions and not words, and become
important to the vast majority in
order to see and feel a real difference.
Expanding candidate pools to include
diverse applicants helps, but we must
also overcome the natural tendency in
many hiring managers to overlook the
potential a different candidate brings
to the firm and our clients.
As an industry, we can promote
diversity of thought and challenge
ourselves to practice it in everything
we do. Over the years, the importance
of this has changed for me as a
manager and how I look to hire
candidates. As a new manager
more than 20 years ago, I found
that Economics majors were very
successful in catastrophe modelling.
They tended to be naturally curious
and liked to understand why things
turned out the way they did, so I
tended to hire a lot of Economics
majors. What I unwittingly missed

“

 reating more diversity in re/insurance should be an
C
imperative. It isn’t just about treating people the same
way you would want your friend, daughter, sister or
spouse treated”

out on were people who took different
approaches in their thinking, problem
solving and communication, who
could be equally (or even more)
effective. When hiring today, my
interest is greatest when I find a
candidate that has the skill sets
needed, but who also adds something
else that few if any of my colleagues
and I contribute.
Creating more diversity in
re/insurance should be an imperative.
It isn’t just about treating people
the same way you would want your
friend, daughter, sister or spouse
treated. Today, women don’t have to
step into a company to see that they
are underrepresented in executive
ranks – it will show in numerous ways
that may not have been obvious to
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an industry newcomer 20 years ago.
If the industry continues to be slow
to change, the business effects will
become evident, particularly as an
aging workforce begins to retire and
talent is more difficult to attract and
retain.
Increasingly, people entering the
workforce want to do business with
– and work for – organisations that
share their core values. Beyond being
a business with a long tradition
founded on protecting the financial
futures of people and businesses with
integrity and trust, we need to ensure
that the makeup of re/insurance
industry boards and executive ranks
communicates to candidates not only
on a professional level, but a personal
one as well.
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Assistant vice president,
US retail, cyber and
technology, The Navigators
Group, US

I

f I knew then what I know now
– but now, you will. Here are
my four best pieces of advice for
up-and-coming female leaders in this
industry.
I would advise choosing a manager
just as carefully as you choose a
company.
Ultimately, your manager
determines the majority of your
daily job satisfaction. Be selective
about the organisation for which
you want to work but be even more
selective about the leader. I was very
lucky to have learned and developed
by observing role models whom I
respected very early on in my career –
even in those roles that I would later
describe as failures. Observe different
management styles and figure out
whether you work best with a more
hands-on manager or one who is more
involved. Always work for people
who genuinely care about you as an
individual.
A great piece of advice to women is
to support your tribe.
Many young women are afraid to
share their own success stories for fear
of confidence being conflated with
arrogance. Many of us find it easier to
share stories of others’ success than
our own. Over time, this will hopefully
become easier but the buddy system
can help when you are just starting
out.
If you find yourself in this situation,
find a “buddy” whom you trust within
your business unit. This can be either
a peer or someone more senior. Strike
a deal in which you will champion
the achievements of your peer while
they will do the same for you. Meet
monthly to share accomplishments.
Keep track of broker/underwriter/
client feedback, projects, reviews,
recommendations and anything else
that demonstrates how you have
positively developed as a professional.
Create buzz around this person. They
will do the same for you.
As you grow more comfortable
sharing achievements with this
person, it will get easier to champion

your accomplishments to others. Own
what you are bringing to the table.
Examine how your contributions
impact both the top and bottom line.
Be able to express this to others but
most importantly, believe in it and
know your value.
You need to develop grit to progress
in any industry. Be prepared to fail.
If I could give the early twenties
version of myself this advice, she
would likely respond, “Failure isn’t an
option for me.” She was very wrong.
Failure (which I am also classifying as
a lack of job satisfaction in a certain
position) can be liberating. In the first
five years of my career, I attempted
different sorts of roles in different
parts of the industry – accident and
health, working at start-ups, a pure
business development role. Even if
none of these roles were necessarily
“failures” for me as I did exceed the
job metrics, I did consider them
“failures” in that I knew the long-term
path was not one I saw myself on.
Each one gave me a very clear idea of
what I did and did not want out of a
job, a career trajectory, a manager, and
a company.
If things are going well, examine
why. If they are not, examine why even
more closely so that you don’t find
yourself in a similar situation in the
future. Every setback has potential to
be a tremendous learning experience.
I would advise staying open and
deviating from the plan.
Be ready for opportunities that may
not be on the path you originally set
for yourself. If you are good at what
you do, people will notice. After a
few years, mentors, colleagues, excolleagues will start reaching out to
you, as they need to staff important
projects and positions. Explore each
one seriously, even if it does not
necessarily fit in with your original
plan.
Some of the most exciting
opportunities, including my current
role, have shown up on my doorstep
through my network when I least
expected them. These have typically
been the “stretch” opportunities
that pushed me to the next level.
When these individuals provided
encouragement and opportunity, I was
ready even though it was not in my
plan. Take risks.
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I f things are going
well, examine why. If
they are not, examine
why even more
closely so that you
don’t find yourself in a
similar situation in the
future. Every setback
has potential to be a
tremendous learning
experience”
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