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The Insurance Training Institute (ITI) is an approved provider of Continuing
Education Courses for all New York State insurance licensees required by the
Insurance Law to complete biennial education to renew their licenses. ITI provides
self-study courses in addition to in-person classes at your own facility. We follow all
guidelines and procedures required by the NYS Department of Financial Services.
ITI provides its clients with competitive tuition and offers a broad range of upto-date courses to meet their needs along with the best-trained and qualified instructors.
ITI provides you and your employees the insurance training that you deserve in this
rapidly changing market. For over 25 years, our Director, Robert Secovnie, worked
with many of you in his capacity as an employee of the Executive Branch of the NYS
Insurance Department, (assigned to the Licensing Bureau). Bob worked with other
states' Insurance Departments, the ASI Insurance Testing Company regarding
legislative and law changes, state examination materials, insurance course approvals,
and has worked with many agencies regarding licensing questions and problems over
the years.
ITI's goal is to meet your needs in training and consulting as a professional
organization committed to improve the operation and image of the insurance industry.
Our Continuing Education classes will qualify your agents and brokers for their license
renewals. All classes held at your office will meet the requirements of the NYS
Insurance Department. ITI Courses will also meet the reciprocity requirements of
most other states for your Non-Resident License renewals.
Thank you for your time and consideration;
Insurance Training Institute, Inc. (ITI)
A family owned and operated business
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Diversity, Inclusion and Elimination of Bias
Introduction
In 2021, the New York State insurance industry was presented with a new challenge,
improve our understanding of diversity, inclusion and the elimination of bias, and
implement quantitative changes throughout the industry. The team at Insurance Training
Institute (ITI) has taken this new NYDFS directive with robust effort in this new 1-hour
course that introduces them to the Regulation, research behind it and practical steps they
may implement in their professional lives.
The new continuing education Regulation is not a one-time requirement for licensees; it
is now a required element in each two-year license renewal cycle. This change is one of
several formalized new continuing education requirements for New York insurance
licensees in the Regulation. All licensees must have minimal training on ethics and
professionalism and insurance law, in addition to diversity, inclusion and elimination of
bias. Property casualty producers must also have a minimum of one hour of training on
flood insurance, or three hours of training if they sell insurance through the National
Flood Insurance Program.
Since opening in 1996, the team at Insurance Training Institute has focused our courses
on the practical aspects of the insurance business, the Laws and Regulations, which
govern our profession and important changes in the industry. These, now required,
education elements have been part of many of our courses, since 1996. With this new
course ITI continues our commitment to ensure every student receives all the education
credit they need to renew their New York State insurance license.
Our team has developed this one-hour Diversity, Inclusion and Elimination of Bias
course specifically to help licensees with renewal dates on, or after, April 1 st, 2022 to
meet this new continuing education standard. We consider this course to be a first step of
many, with respect to these important topics. We hope you find the course informative
and interesting to read.
Thank you on behalf of the entire ITI team.
Be well.
Bob Secovnie - Director
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Section 1
Diversity, Inclusion and Elimination of Bias Regulation
Effective April 1st, 2022, all individuals required to complete continuing education under
New York Insurance Law must have a minimum of one hour of training in the area of
diversity, inclusion and elimination of bias in every license renewal cycle. The Sixth
Amendment to 11 NYCRR 20 now also requires licensees to complete minimal
training in the areas of ethics, professionalism and flood insurance for property
casualty licensees. The new Regulation is a continuance of efforts from former
Superintendent Linda Lacewell to address the importance of diversity, equity and
inclusion in the insurance industry.
Prior to announcing these continuing education requirements, Superintendent Lacewell
issued a Circular Letter to All New York Domestic and Foreign Insurance Companies on
the same matter. Circular Letter No. 5 (2021) informed Insurers of the Department’s
“expectation that insurers make the diversity of their boards and senior
management a business priority and key element of their corporate governance,
including by fostering a diverse pipeline of future leaders.”
https://www.dfs.ny.gov/reports_and_publications/press_releases/pr202103161
The March 16, 2021 Insurance Circular Letter No. 5 pointed to studies by McKinsey and
Oliver Wyman which looked into the benefits corporations experience when management
is diversified to support the Department’s new actions. “Increasing the diversity of the
leadership and workforce of insurers is a business and corporate governance imperative
that will make the insurance industry stronger and more resilient.” Lacewell commented
in the letter. https://www.dfs.ny.gov/industry_guidance/circular_letters/cl2021_05
While the Department of Financial Services has made a commitment to address the issue
of Diversity, Inclusion and Elimination of Bias (DIE) in the insurance industry, the new
continuing education Regulation for licensees gives specific direction to producer
licensees, public adjusters, and title insurance agents. The Regulation defines DIE
instruction.
A new section 20.7 is added as follows:
§ 20.7 Continuing education requirements.
(a) For purposes of this section:
(1) Diversity, inclusion and elimination of bias instruction means courses or
programs of instruction and seminars related to being a licensee that include
implicit and explicit bias; equal access to justice; serving a diverse population;
diversity and inclusion initiatives in the insurance industry; and sensitivity to

5

cultural and other differences when interacting with clients, potential clients,
or other members of the public.
Previous courses from Insurance Training Institute have addressed aspects of diversity,
inclusion and bias. The “Life of An Insured” course specifically addressed: pregnancy
discrimination; the Pregnancy Discrimination Act of 1978; the evolution of coverage
through the Protect Women form Pregnancy Discrimination” Law of 2015, and the New
York Paid Family Leave Act of 2016. The ITI course, History of Insurance, addressed
the need for: Residual Markets, or insurance markets of last resort; the development of
the Fair Access to Insurance Requirements (FAIR Plan), and insurance in redlined areas.
Redlining is the practice of avoiding or refusing to operate in geographic areas,
sometimes outlined by insurance and financial services companies on a map in red.
With the new Regulation, a deeper look at the state of diversity, inclusion and elimination
of bias is called for.

Section 2
Population Diversity
To address this new Regulation, it is important to look at each of these areas
independently and to provide perspective to licensees. We begin with diversity.
New York City is often referred to as the most diverse city in the world. World Atlas
notes that hundreds of languages are spoken in New York City. Only 65% of
individuals in New York City speak English as their primary language in the home,
World Atlas reports. Spanish, Chinese, Russian, Italian, Yiddish and Arabic are spoken
in many homes. Residents of the City know that in certain neighborhoods English is not
the primary language on the streets or in businesses. Small communities within the City
hold on to their individual culture with pride. It is natural for immigrants to seek out
others who share the same culture and language.
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https://www.worldatlas.com/articles/how-many-languages-are-spoken-in-nyc.html
US Census Bureau 2020 data shows that New York City is a majority-minority city,
with fewer people identifying their race as White than the total of other classifications.
The five boroughs of New York City have a Diversity Index of 68.82, while the statewide
total is 65.8. The same report shows 34% of New York City residents identify
themselves as “White Alone, Not Hispanic or Latino”.
In comparison to New York City, Warren County, located 50 miles north of the State
Capital Albany, has a diversity index of 18.3%. 90.2% of Warren County residents
were identified as White alone, Not Hispanic or Latino. In fact, nine New York State
Counties are at least 90% White. 37 of the 62 New York State Counties are more than
80% White. Although the total State population is only 52.5% White, rural areas
are far less racially diverse than urban and suburban areas.
“We use the Diversity Index (DI) to measure the probability that two people chosen at
random will be from different race and ethnicity groups. The DI is bounded between
0 and 1. A 0-value indicates that everyone in the population has the same racial and
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ethnic characteristics. A value close to 1 indicates that everyone in the population
has different racial and ethnic characteristics. We have converted the probabilities
into percentages to make them easier to interpret. In this format, the DI tell us the
chance that two people chosen at random will be from different racial and ethnic
groups—a 61.1% chance in the United States in 2020.”
https://www.census.gov/library/visualizations/interactive/racial-and-ethnic-diversity-in-theunited-states-2010-and-2020-census.html
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As the comparisons show, the opportunity for diversity, with respect to race, can be a
challenge depending on where in New York an individual or business is located.
However, race is not the only aspect of diversity that still needs to be addressed. Women
in the workforce continue to face challenges achieving parity with their male counterparts.
Gender gap issues were investigated by the New York Department of Labor, which
issued a report “Closing the Gender Wage Gap in New York State” in April 2018. While
the report states that New York has the “narrowest wage gap in the nation”, it notes that
women still earn 89 cents for each dollar earned by a man.
Of significance and worth noting is the wide gap within the finance and insurance
industry, where a large difference in female and male median earnings exists, a rate of
57.1%. The study found women in finance and insurance earn on average $60,076
while men earn $103,130. Median earnings are reported at $61,563 for women and
$107,847 for men, with women earning 68.6% of their male counterparts.
https://dol.ny.gov/system/files/documents/2021/03/nysdol-pay-gap-study.pdf
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Section 3
Anti Discrimination Laws
New York State, and the United States, have had anti-discrimination laws for many years.
The most notable may be the Civil Rights Act of 1964, which prohibited
discrimination on the basis of race, color, religion, sex or national origin. Since then,
significant efforts have been made, where government can increase and encourage
diversity.
For example, New York State enacted Article 15-A of the Executive Law in 1988 to
create the Office (now Division) of Minority and Women’s Business Development.
This Office is an ongoing effort to improve access to New York State contracts and
promote equal employment opportunities with specific requirements that a
percentage of State procurement opportunities must be granted to Minority and
Women Owned Businesses.
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These laws and programs have been around for decades and have made tremendous gains
toward equality and diversity. Yet more needs to be done to address diversity in the
private sector.
Small business owners may ask the questions of “why should I make diversity a priority?
First, the demographics from the 2020 Census confirm a decade’s long trend that
shows urban communities in New York have grown in population while rural
communities have declined in population. More specifically, there are fewer children
and more elderly people in rural communities today than in the past. Those rural
communities need people from outside their borders to choose to relocate into their area,
or eventually they will collapse.
Steuben County
Age 65+
Age Under 18

2020 Census
20.1%
21.3

2010 Census
15.88%
23.43

2000 Census
15.16%
26.03

Warren County
Age 65+
Age Under 18

22.9%
18.1%

17.12%
20.61%

15.16%
24%

Essex County
Age 65+
24.3%
Age Under 18
16.0%
www.Censusviewer.com

18.14%
19.26%

16.03%
22.8%

It is important to note that diversity in rural New York State does not necessarily
match diversity in other rural areas of the United States. The Brookings Institute
issued a report in September of 2021 titled “Mapping rural America’s diversity and
demographic change” which details diversity by race across America. This report shows
that some rural counties have majority-minority populations. Some counties in the South
are majority Black Americans and others in the Mid-West are majority-indigenous.
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The second major conclusion from the report is the data shows greater profitability for
companies that embrace diversity.
Superintendent of Financial Services, Linda Lacewell, in CL No. 5 of 2021, noted:
“According to a report published last year by McKinsey, which has been following the
trajectories of hundreds of companies since 2014, the business case for DEI is stronger
than ever.”
The third report, published in 2020 by McKinsey & Company, is “Diversity wins: How
inclusion matters”. This report examines performance of more than 1000 large companies
in 15 countries, from the perspective of diversity, inclusion and equity. Specifically, the
report looks at diversity of gender and ethnicity at the board level and within executive
teams and overall company performance against industry peers.
Executive Summary: “The business case for inclusion and diversity (I&D) is
stronger than ever. For diverse companies, the likelihood of outperforming
industry peers on profitability has increased over time, while the penalties are
getting steeper for those lacking diversity.” McKinsey – Diversity wins – how
inclusion matters

12

Companies with more gender diversity on their executive teams were 15% more
likely to outperform their industry peers in 2014. That margin increased to 25% in
2019. These findings are significant and show a consistent trend of diversity resulting in
profitability.

(Extra math points: 55-44 = 11. 11÷44 = 25)
Another way to consider this is to compare two agencies of the same size and in the same
market. Agency A is a gender diversity leader and Agency B lacks diversity. In a given
week, Agency A will consistently sell more policies than Agency B. If Agency B sells
100 policies in a week, Agency A will sell 125. If we place a value of each policy at
$100, with 10% commission, Agency A will earn $250 more each week, consistently.
Agency B, by not taking advantage of gender diversification in their management team,
pays a production and profitability penalty of $250 each week.
Agency

Policies Sold

Policy Price
$100

Written
Premium
$12,500

Commission
Earned (10%)
$1,250

A

125

B

100

$100

$10,000

$1,000

The case for ethnic diversity is equally strong. However, data shows slow improvement
in ethnic diversification on executive level teams. Companies with greater ethnic
diversification outperformed their lagging peers by 36% in 2019. Using our example
above, Agency A would sell 136 policies per week, while Agency B would only sell 100.
Agency B misses $360 in commission.
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Section 4
Diversity and Profit
In larger businesses, where a management team is more likely to be in place, it is proven
that adding women and people of color to decision-making positions works. However,
the business must have a commitment to support and follow through on ideas
brought forward by those team members. Large companies can allocate significant
resources toward diversity, inclusion and equity efforts, from hiring outside consultants
and marketing firms to changing human resources policies.
What can the small agencies, or the individual licensees, do to be more diverse, have
greater inclusion and provide equity to others in their professional lives? While there are
a tremendous number of diversity training programs and consulting firms that specialize
in diversity training, the simple answer is to decide it is important and then do something.
Once that decision is made, follow a simple outline.
Step 1
Step 2
Step 3
Step 4

Buy In
Include Others
Talk about it
Give it time

The easiest way to succeed is to believe in what you are doing. The first step, buy-in, is
allowing yourself to believe that diversity, inclusion and equity is worth pursuing in your
personal and professional life. The buy-in also requires accountability. It is not enough
to be your own judge; there must be a willingness to accept the comments of others on
your success and failure.
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Including others is essential, after all the goal is to diversify. From birth, we learn from
our mothers. In school, we learn from teachers and classmates. New insurance
producers learn part of the business from underwriters, part from experienced
professional and part from customers. There is no reason to stop reaching out to learn
from others. The challenge is to be willing to update some previously learned ideas with
new ones. The larger the group of influences a business owner has, the greater the
benefit is to be gained.
Talking about your efforts in diversity, inclusion and equity in your community is good
for business and good for your community. The studies clearly show increased profit for
those who embrace DIE. It does not matter if you are the first to lead the way, or late to
the game, beginning is what is important.
Allowing time to learn and implement change is as important as allowing results to
materialize. Setting realistic expectations and applying consistent effort towards the
goal will produce long lasting results. Diversity, inclusion and equity for employees,
customers and business associates is not a switch you throw.

Section 5
Agency Example
How changes to implement a diversity, inclusion and equity program are put in place will
have direct impact on success or failure. In the following example we can look for
actions that support or detract from the goal.
Example
An agency owner decides their small business should implement a diversity program.
The owner schedules a meeting with staff to discuss how the plan will work.
Mandatory Staff Meeting – Wednesday 12 to 1
(Be certain to sign out for lunch on your time card)
Lunch will be provided
The agency owner orders their favorite pizza, sausage and pepperoni, and a chef’s salad
for one long-term employee who they know is vegetarian. The owner never learned that
another employee is gluten and dairy intolerant.
At the meeting, the owner tells their staff of the new State Regulation that requires
training in diversity, inclusion and elimination of bias, then explains how the agency will
do their part to comply with the new rule.
“New York State is making the insurance industry do something about diversity.
As you know, my agency serves all clients equally. We will continue to treat our
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valued customers with the same respect we always have. Remember that any new
customer must continue to fit our profile to maintain our profitability.”
The agency owner outlines their three-step plan to the employees, along with the new
production expectations.
“There have been studies of giant companies that show diversity can lead to
higher profits. I have developed a plan that we are going to follow, and everyone
is going to benefit.
First, I am supposed to get input from women and minorities. Each of you are
going to tell me how you will be more diverse in your day to day work.
Remember, the more diverse we are, the more business we will bring in.
Second, our marketing will now talk about how the agency is now practicing
diversity in our community. Remember to say, “Diversity matters” when you are
talking to new customers.
Third, for the next two months there will be a bonus for any business you bring to
the agency that you can prove is diverse. New business can be a woman or
somebody ethnic, whatever you like.”
In this example, there are several problems, including potentially illegal actions taken by
the agency owner. It is important to this course to keep a focus on diversity, inclusion
and elimination of bias. In addition to identifying where the agency owner was
potentially violating law, we can look at what was done poorly, then, we can examine
how the owner could improve their plan.
Looking at the “mandatory staff meeting” notice, the fact that the meeting is mandatory
does not present a problem. However, requiring employees to “sign out for lunch on
your time card” indicates the mandatory meeting will be unpaid, in violation of
Federal Labor Law. The Federal Fair Labor Standards Act (FLSA) applies to work
related meetings. The Department of Labor Fact Sheet #22 addresses hours worked and
specifically notes lectures, meetings and training programs. The mandatory meeting fails
to meet the four criteria to be exempt for regular pay.
Lectures, Meetings and Training Programs: Attendance at lectures, meetings,
training programs and similar activities need not be counted as working time only
if four criteria are met, namely: it is outside normal hours, it is voluntary, not job
related, and no other work is concurrently performed.
https://www.dol.gov/sites/dolgov/files/WHD/legacy/files/whdfs22.pdf

Lunch choice
The agency owner’s choices in ordering lunch for their staff clearly miss the mark with
respect to equitable to all individuals. Ordering a chef’s salad for vegetarian employees
fails in many ways, but most specifically since a chef’s salad is made with meat as a
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component. The attempt to include the dietary needs of all employees fails. The owner
could have taken an easy step toward inclusion by asking all employees what their
preferences are.
Looking deeper into the lunch menu decision prompts the question of why the owner
made their decision. Is the owner neurodivergent with a degree of narcissism, or are they
perhaps highly performing on the autism spectrum. The neurotypical person may clearly
see the problems with the lunch order immediately, while a neurodivergent owner may
not recognize the problems with their decision.
Autism spectrum disorder: any of a group of developmental disorders (such
as autism and Asperger's syndrome) marked by impairments in the ability to
communicate and interact socially and by the presence of repetitive behaviors
or restricted interests
Narcissist: an extremely self-centered person who has an exaggerated sense
of self-importance
Neurotypical: not affected with a developmental disorder and
especially autism spectrum disorder : exhibiting or characteristic of typical
neurological development
Neurodiverse: having, relating to, or constituting a type of brain functioning
that is not neurotypical
https://www.merriam-webster.com/dictionary

High-Functioning Autism (Asperger’s)

Narcissism

Does not understand social interaction

Manipulative

Does not do silent treatment

Uses silent treatment as a weapon

You can say no

May punish you if you say no

Does not do guilt trips

Uses guilt trips as a manipulative tool

Does not sit on the “pity pot”

Feels sorry for themselves and envious of
others’ successes

Clueless about damage they cause even
though they can be hurtful and selfish

Hurts other people’s feelings and doesn’t
care

Lacks empathy, but is not malicious

Lacks empathy, and may be malicious

Lacks intuition

Has intuition and uses it to get narcissistic
supply

Not connected to their feelings

Hyper-connected to their feelings

Tends to be one-dimensional

Tends to flip into different modes or
personalities (Dr. Jekyll/Mr. Hyde)

Does not blame others

Tends to blame others
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Wants a playbook (structure and
predictability)

Wants chaos and control

Triggered by lack of familiarity

Triggered by ego threats

On a spectrum from low functioning to high
functioning

On a spectrum from “normal”-range
behavior to psychopathy/antisocial
personality

Not sensitive

Insensitive

https://www.goodtherapy.org/blog/narcissism-vs-aspergers-how-can-i-tell-the-difference-1114174

A further review of the meeting reveals additional problems. In each step the owner has
already made decisions without the input of their employees. Additionally, the decisions
may in fact limit conversation, rather than encourage new ideas.
New York is an at-will employment state. An employer may generally fire an
employee anytime and for any reason, with limited exceptions. Requiring employees to
“tell me how” they will be more diverse is a direction that falls far out of the bounds of
the employees’ professional areas of expertise. The owner could have provided a
structure to provide resources that would help employees develop and share ideas over a
specific period of time, allowing employees to carefully consider their responses. The
threat to employees for answering in a manner the employer does not agree with poses
serious threat to the jobs they hold.
The New York Attorney General’s office provides information about job termination.
Their website clearly states that employers may terminate an employee for almost any
reason, with certain exceptions.
My employer fired me for an unfair reason, or for no reason at all. Is that
legal?
In many cases, yes. In New York State, a private-sector employer is not required
to have good cause to discharge an employee. The employer can do so for
reasons many people might consider unfair, such as to replace you with a
member of the boss’s family, for fighting even if the other worker wasn't fired,
because your boss didn't like you, or because your flight was cancelled and you
had to extend your vacation. Public-sector employees (those who work for the
government) and workers covered by a collective-bargaining agreement may
have more legal protection.
https://ag.ny.gov/job-termination

The second employer direction, regarding marketing, also falls short of improving
diversity, inclusion or equity in their business. Success is judged by actions and results,
not by slogans. The owner is likely to see no positive results from implementing the
marketing slogan “diversity matters” because there is no underlying change to support
that claim. The agency owner would better serve their business and their community
with a slow, steady and quiet approach as they learn to implement changes, then release
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the results they achieve. The goal should be diversity, with increase profit as a benefit,
rather than increasing profit as the motivation.
The Harvard Business Review issued a report in December 2020 which addressed this
issue. The report, Getting Serious About Diversity: Enough Already with the Business
Case, addresses the need for “a learning orientation toward diversity”.
“Increasing the numbers of traditionally underrepresented people in your
workforce does not automatically produce benefits. Taking an “add diversity and
stir” approach, while business continues as usual, will not spur leaps in your
firm’s effectiveness or financial performance.”
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-thebusiness-case

The third directive the owner outlines is a bonus driven incentive to write diverse
business, over a short term. This cart before the horse plan places an unrealistic
expectation on employees. Improved sales and profitability are the result of listening to
new approaches and employing new techniques where appropriate. Diversity, inclusion
and equity cannot be purchased with a marketing plan.
Increasing diversity does not, by itself, increase effectiveness; what matters is
how an organization harnesses diversity, and whether it’s willing to reshape its
power structure. https://hbr.org/2020/11/getting-serious-about-diversity-enoughalready-with-the-business-case

Section 6
Implicit Bias
Businesses, large and small, can implement change to increase diversity, inclusion and
equity. The underlying issue, however, is what the individual can do? A first step is to
acknowledge our own implicit biases.
Implicit bias is a prejudice that is present but not consciously held or recognized. In
other words, implicit bias is a feeling or presumed knowledge about a situation or
individual.
An insurance license is a sales license. Today, the vast majority of insurance sales are
initiated over the phone or through an electronic communication, including email. As
people, we are able to immediately correlate another person’s voice and written language
with presumed identifying factors. The tone of a person’s voice, written and spoken, can
set the tone of a licensee’s response.
For example, an aggressive tone from a customer might be countered with an equally
sharp and defensive reply from one licensee and a timid response from another licensee.
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Both are likely based on implicit bias, or the prejudgment of the client as an immediate
response, rather than in reply to the insurance related substance of the communication.
Language differences can also produce different response, such as an expectation of
difficulty with procession a quote and an eventual failure to close a sale, or an interest in
the language and culture of the prospective client’s background and differences.
The most important single idea to consider is that the customer is contacting you for
professional help with their individual need. There is no single correct way to respond to
customer calls, however, each individual deserves the same level of respect,
regardless of our implicit biases. We owe each individual the same level of service.
Listening and taking time to understand the customers needs is the licensees
responsibility. Asking three questions of each and every client is a beginning.
1. Do you, the licensee, offer a product that meets their needs?
2. If you do not offer that product, can you refer them to another resource?
3. Did you do your best to help that customer?

Section 7
Trustworthy and Competent
As licensees in New York, persons, firms, associations and corporations are
“required to maintain professional standards of conduct” under the Insurance Law.
Under Insurance Law Section 2103, Insurance Agent Licensing, the Superintendent has
the authority to refuse to issue an agents license if the proposed licensee is not
trustworthy and competent. The language under Section 2104, Insurance Broker
Licensing, allows the Superintended to issue a license, rather than refuse to issue a
license.
SECTION 2103
Insurance agents; licensing
Insurance (ISC) CHAPTER 28, ARTICLE 21
§ 2103. Insurance agents; licensing. (a) The superintendent may issue a license to
any person, firm or corporation who or which has complied with the requirements
of this chapter, authorizing such licensee to act as an insurance agent with respect
to the lines of authority for life insurance, variable life and variable annuity
products, or accident and health insurance and sickness or any other line of
authority deemed to be similar by the superintendent, including for this purpose,
health maintenance organization contracts, legal services insurance or with
respect to any combination of the above, as specified in such license, on behalf of
any insurer, fraternal benefit society or health maintenance organization, which is
authorized to do such kind or kinds of insurance or health maintenance
organization business in this state.
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(h) The superintendent may refuse to issue any insurance agent's
license if, in his judgment, the proposed licensee or any sub-licensee is not
trustworthy and competent to act as such agent, or has given cause for the
revocation or suspension of such a license, or has failed to comply with any
prerequisite for the issuance of such license.
§ 2104. Insurance brokers; licensing. (a) (1) The superintendent may issue an
insurance broker's license to any individual, firm, association or corporation,
hereinafter designated as "licensee," who or which is deemed by him
trustworthy and competent to act as a broker in such manner as to safeguard
the interests of the insured, and who or which is otherwise qualified as herein
required, and who or which has complied with the prerequisites herein prescribed.
(Emphasis added)
It is significant to note the additional language in the broker licensing law, which
safeguards the “interests of the insured”. Brokers are responsible to their clients, not
to the insurer. An agent is the representative of the insurer. Both are held to the same
standard of being trustworthy and competent.
As the insurance industry continues to develop and take on new challenges, it is
important to recognize the responsibility that comes with the privilege of our license.
Increasing diversity, overcoming barriers to inclusion and treating all people equally in
all situations is a challenge that will not be overcome in a single educational course. The
importance of ongoing training is now a priority of the New York Department of
Financial Services. As insurance professionals, we have a responsibility to accept this
challenge and continue to improve our profession, where we can. We must all
acknowledge that we as individuals make up the industry, whether we operate in a small
rural office or in management offices on Wall Street.
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Course Summary
A minimum of one hour of training in the area of diversity, inclusion and elimination of
bias is now required in every license renewal cycle.
New York State Law now requires all licensees to complete minimal training in the areas
ethics and professionalism and law.
A minimum of one hour of continuing education, per two year renewal cycle, on the topic
of flood insurance, is now required for all property casualty licensees
The NYDFS now expects insurers make the diversity of their boards and senior
management a business priority and key element of their corporate governance, including
by fostering a diverse pipeline of future leaders.
Diversity, inclusion and elimination of bias instruction means, courses or programs of
instruction and seminars related to being a licensee that include implicit and explicit bias;
equal access to justice; serving a diverse population; diversity and inclusion initiatives in
the insurance industry; and sensitivity to cultural and other differences when interacting
with clients, potential clients, or other members of the public.
Only 65% of individuals in New York City speak English as their primary language in
the home.
It is natural for immigrants to seek out others who share the same culture and language.
New York City is a majority-minority city.
34% of New York City residents identify themselves as “White Alone, Not Hispanic or
Latino.
90.2% of Warren County residents were identified as White alone, Not Hispanic or
Latino in the 2020 Census.
Although the total State population is only 52.5% White, rural areas are far less racially
diverse than urban and suburban areas.
Opportunity for diversity, with respect to race, can be a challenge depending on where in
New York an individual or business is located.
Women still earn 89 cents for each dollar earned by a man.
Women in finance and insurance earn on average $60,076 while men earn $103,130.
The Civil Rights Act of 1964 prohibited discrimination on the basis of race, color religion,
sex or national origin.
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New York State enacted Article 15-A of the Executive Law in 1988 to create the Office
(now Division) of Minority and Women’s Business Development
New York State promotes equal employment opportunities with specific requirements
that a percentage of State procurement opportunities must be granted to Minority and
Women Owned Businesses.
The 2020 Census confirms a decade’s long trend that shows urban communities in New
York have grown in population while rural communities have declined in population.
Diversity in rural New York State does not necessarily match diversity in other rural
areas of the United States.
Companies with more gender diversity on their executive teams were 15% more likely to
outperform their industry peers in 2014. That margin increased to 25% in 2019.
Companies with greater ethnic diversification outperformed their lagging peers by 36%
in 2019.
Business must have a commitment to support and follow through on ideas brought
forward by those team members to achieve the benefits of diversity.
Allowing time to learn and implement change is as important as allowing results to
materialize.
Requiring employees to attend a meeting without pay, is a violation of Federal Labor
Law.
A person with autism spectrum disorder may be of any group of developmental
disorders (such as autism and Asperger's syndrome) marked by impairments in the ability
to communicate and interact socially and by the presence of repetitive behaviors or
restricted interests.
A narcissist is an extremely self-centered person who has an exaggerated sense of selfimportance.
A neurotypical person is not affected with a developmental disorder, especially autism
spectrum disorder.
A neurodiverse person has brain functioning that is not neurotypical.
New York is an at-will employment state.
In New York State, a private-sector employer is not required to have good cause to
discharge an employee. The employer can do so for reasons many people might consider
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unfair, such as to replace you with a member of the boss’s family, for fighting even if the
other worker wasn't fired, because your boss didn't like you, or because your flight was
cancelled and you had to extend your vacation.
Increasing the numbers of traditionally underrepresented people in your workforce does
not automatically produce monetary or sales benefits.
Implicit bias is a prejudice that is present but not consciously held or recognized.
Each individual deserves the same level of respect, regardless of our implicit biases.
Language differences can produce different responses, such as an expectation of
difficulty in a business transaction.
In New York State, persons, firms, associations and corporations are “required to
maintain professional standards of conduct” under the Insurance Law
The Superintendent of the Department of Financial Services has the authority to refuse to
issue an agents license if the proposed licensee is not trustworthy and competent.
A broker must act in a manner to safeguard the interests of the insured.
Brokers are responsible to their clients.
An agent is the representative of the insurer.
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Glossary
Bias - a prejudice in favor of or against one thing, person, or group compared
with another
Census - the procedure of systematically calculating, acquiring and recording information
about the members of a given population
Competent - having the necessary ability or skills: able to do something well or well
enough to meet a standard
Discrimination - the practice of unfairly treating a person or group of people differently
from other people or groups of people
Diversity – the state of having people who are different races or who have different
cultures in a group or organization
Ethics – the discipline dealing with what is good and bad and with moral duty and
obligation
Ethnic - relating to races or large groups of people who have the same customs,
religion, origin
Ethnicity - a particular ethnic affiliation or group
Explicit - very clear and complete: leaving no doubt about the meaning
Flood - a great flowing or overflowing of water, especially over land not usually
submerged
Implicit - present but not consciously held or recognized
Inclusion - the act or practice of including and accommodating people who have
historically been excluded (as because of their race, gender, sexuality, or ability)
Majority-Minority - relating to a population in which more than half represent social,
ethnic, or racial minorities, and in which fewer members of the more socially, politically,
or financially dominant group are represented
Profit - the excess of returns over expenditure in a transaction or series of transactions
Rural – bucolic, country and away from highly populated city areas
Suburban - a smaller community adjacent to or within commuting distance of a city
Trustworthy – dependable, reliable
Urban – relating to a city or town
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