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m WOMEN IN INSURANCE

As an American woman 
reflecting on the 2016 

presidential election, I am struck 
by how our country came so 
close yet ultimately failed to 
shatter the highest glass ceiling. 
Simultaneously, I am reminded 
of the many female insurance 
professionals I have encountered 
in senior executive positions in 
Middle East and African countries 
such as Israel, South Africa, Turkey 
and Tunisia. So why have the USA 
and other “western” societies fallen 
behind in terms of advancing 
women into senior leadership roles, 
and what can we do about it?

As Everest Re’s Middle East and 
Africa Regional Head, I am keenly 
aware of gender disparity in the 
financial industry. So how have 
female insurance professionals in 
the above-mentioned countries 
successfully catapulted to the 

C-Suite? One observation is that 
dual income families are the norm; 
few women exit the workforce 
after having children, so they are 
able to keep pace with their male 
colleagues. Perhaps truly successful 
diversity and inclusion efforts are 
somewhat contingent upon more 

women remaining at work after 
starting a family? 

 At Everest we have a growing 
pipeline of young talented women, 
but how will we convince them to 
stay? I’m proud that Everest has 
recently introduced a number of 
initiatives that will advance this 
goal. 

We have implemented a “Work 
from Home” policy as well as 
a “FlexTime Policy”, which 
offer greater flexibility to both 
women and men in meeting their 
family and personal obligations. 
Furthermore, we have launched 
various programmes to foster a 
more inclusive environment, such 
as a Women’s Networking Group, 
a Talent Management team, and a 
Mentorship Programme. 

Progressive initiatives such as 
these should help us attract, develop 
and maintain talent. 

I am often the only female in the 
room for senior level meetings. 

With 85% of insurance companies 
with no women in top positions, it’s 
clear we’re not there yet; but how 
do we get there? Looking back on 
my career there are a combination 
of common themes that have been 
critical to my success.

 Drive and the ability to put myself 
“out there” – has been critical in 
opening up new opportunities 
beyond my designated role. 
Additionally, on the job training 
to learn and deliver has also been 
crucial in dissolving diversity 
barriers.

A few years ago I performed a 
study of over 300 senior people 
in the insurance sector. I noted 
that both men and women 
sought challenging assignments 

to similar degrees. Interestingly, 
there was a statistical difference in 
the assignment of men to visible 

projects. The divide still exists, but 
the key for women is to firmly seek 
out those opportunities and then 
deliver!

 The regimented structure of the 
actuarial profession has been really 
useful in helping me succeed as a 
woman leader. It offers role clarity 
as well as pay transparency and 
equity; the credentials required by 
the profession reduce uncertainty 
over whether or not compensation 
will be commensurate with peers. 
In addition, the prestige associated 
with being a credentialed actuary 
gave me an edge in the room.

 Sponsors have also been crucial. 
At the cusp of each of my upward 
transitions, I had a sponsor, who 
often had a different job from my 
own. Their support helped confirm 
my credibility.
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