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B R O K E R  S P O T L I G H T

On the Move
‘Moving people’ is a focus at Gregory & Appel  
Insurance, which recognizes that shifting team members into ownership 
roles will help the firm realize its vision to succeed.  

By Christina Moran, PhD,  
Vice President 
440.220.5273  
Christina.Moran@MarshBerry.com

A persistent and fierce focus 
on perpetuation is how 
Gregory & Appel Insurance, 
founded in 1884, grew from 
having a single shareholder 

20 years ago to 32 owners today. It’s how the 
Indianapolis, Indiana-based firm expanded from 
50 employees and $8 million in revenue to a now 
$25 million company with 140 team members. 
A relentless pursuit of perpetuation is why young people at 
the firm find opportunity and how long-term team members 
build wealth. Gregory & Appel is constantly fine-tuning its 
plan to put the right people in the right spots and to empower 
producers and staff to pursue their passions. 

“We can’t lose sight of the fact that perpetuation is only 
possible in a vibrant, growing organization — we have to 
focus on being the best firm we can be to attract top talent 
who will want to invest in this organization,” says Andrew 
Appel, president of the firm, following his father, Dan Appel.

That means looking beyond the industry and sharing what 
insurance careers have to offer — the lifestyle, the autonomy, 
the financial gains, and professional development. “I’m really 
passionate about this industry, and there is so much you can 
do that is rewarding,” Appel relates. “It’s exciting when we can 
bring someone in who has had no exposure to insurance, 
teach them the trade, and watch them find opportunities 
within our firm.” 

Gregory & Appel is proudly privately-held. 

And, it takes a lot of strategic planning, grit, and everyday hard 
work to maintain that status, acknowledges David M. Riley, chief 
financial officer. “Perpetuation is paramount to the success of 
our people, so we recognize and are committed to preparing 

the organization to move into other people’s hands,” he says. 
“We know we have to always keep our eyes open.” 

You can never let your guard down. Because as Appel and 
team know, succession is more successful when stakeholders 
find value in the firm — and value comes with consistent 
growth and viability of career opportunities. 

“There are not that many independents left in our market,” 
Appel points out. “That definitely is a leg up for us when we’re 
bringing new producers on board. We’re always trying to get 
ahead of the curve and look for people who share our values 
and fit the culture, even if they don’t have the technical skills. 
Those, we can teach.” 

Teaming Up
The Indianapolis market isn’t Chicago or Los Angeles; 
and that’s a positive for Gregory & Appel because 
the firm is able to find community people who are 
passionate about collaborating with their colleagues. 

“When they see a person who joined the organization in a 
very different role who has grown their skill sets and moved 
up in the organization, that is inspiring,” Appel says. 

For example, one of the firm’s two commercial lines 
operations managers started in an entry-level position at 
Gregory & Appel after a career change. Next, she progressed 
to account manager, and then eventually was promoted to a 
senior account manager. There are many other stories like 
this at Gregory & Appel. 

“We are looking for candidates that have the soft skills,” says 
Christina Kelley, chief operating officer. “So, we want someone 
who is good at conflict resolution — someone who can 
understand the context of a conversation and put the pieces 
together,” she says. “It’s the emotional intelligence qualities 
that help them be successful in a team environment.”

Gregory & Appel isn’t targeting a specific industry (including 
insurance) for its recruiting efforts. “We go through a very 
deliberate interview process that our human resources 
manager has created, and this allows us to figure out if a 
candidate will be a good fit for our organization,” Kelley relates. 
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She adds, “You can teach the industry piece, but you can’t 
teach the skills they’ll need when talking through details of a 
difficult situation or working on a complex deal with multiple 
personalities.”

Working with a team is critical because of the way Gregory & 
Appel’s account managers and producers collaborate. They 
rely on each other’s industry expertise to serve clients with 
diverse needs. “They’re always walking across the office to 
talk to their colleagues who might know a certain industry 
and asking, ‘Want to work on this with 
me?’” Riley says.

In this way, mentorship to develop 
team members’ careers can be 
relatively informal — or quite 
structured, in terms of training-up 
an individual to assume a leadership 
role. What’s important is that there 
is constant momentum, and this is 
paramount for perpetuation. 

That includes Appel transitioning 
into his father’s leadership role 
as successor of the business. “My 
father has been committed to the 
MarshBerry model of perpetuation, 
and he has hired a lot of really talented 
people and empowered them to do 
the roles he used to manage,” Appel 
relates. “And, he is comfortable with 
them taking the business where they 
want to take it. He’s willing to step 
back and allow others to step up.” 

The team at Gregory & Appel includes 
professionals who are recognized 
among Employee Benefit Adviser’s 
“25 Most Influential Women in Benefits Advising” and “Rising 
Stars in Advising,” Indianapolis Business Journal’s “40 Under 
40,” and Independent Agent Magazine’s “10 Millennials Who 
are Transforming the Industry.”  

In addition to being high-performing, the workforce is also 
diverse. “We are committed to that — it’s not just lip service,” 
Appel says.  

And, the firm emphasizes a culture that involves more than 
writing business and cutting checks. 

“Being a privately held company gives us a platform to use 
our business as a force for social good and change, and 
not just maximizing shareholder profit,” Appel points out, 
noting how staff seek to give their time and resources to 
local organizations such as Noble of Indiana, which serves 
people with disabilities. “That resonates with people who are 

entering the job market. They want a career they can feel 
good about.”  

Carving Out Niches 
While “follow your dream” sounds trite, the reality 
is that team members are encouraged to pursue 
their passions at Gregory & Appel. And doing this has 
helped expand the firm’s footprint. 

“We want our people to come in 
and have that entrepreneurial, 
autonomous spirit to build whatever 
niche they want to work in, and we’ll 
help support that,” Riley says. “We 
allow our producers to develop their 
own passions and expertise.” 

For example, one producer who came 
on board at the firm grew up on a 
family farm. “He is passionate about 
it — he can speak the language, and 
he has written a tremendous amount 
of farm and agriculture business 
because of it,” Riley says. 

One colleague loves to ski. “He is helping 
to run a large ski practice and he will ski 
22 days this year living in Indianapolis 
– largely with clients and prospects,” 
Appel says. “He’s passionate about it 
and has created a business case that 
makes sense to us.” 

Producers also build niches that make 
sense in the Indianapolis market. “We 
look at what our market looks like 
— and some opportunities include 

health care, manufacturing, and education,” Appel says, “So 
we encourage those with the right skill set and drive to purse 
those areas.” 

Riley adds, “If you go around the office, you will tend to see that 
our producers have both a personal passion niche and a more 
economic niche. But none of our producers are involved in an 
industry they don’t care about. And that’s important because 
they need to really dig in and understand what our clients’ 
business challenges are beyond an insurance product.” 

Part of delivering on what clients need involves leveraging 
technology to better serve them. “We have to look at 
technology as a way to create efficiencies,” Kelley says. 

The firm taps into business intelligence tools and is looking 
toward automating tasks like billing and reminders. “We’re 
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looking at how we approach the whole lifecycle of a 
policy,” Kelley says. 

Efficient processes improve the work environment, Appel 
points out. “Technology and efficiency allow our people to 
get menial tasks off of their desks or processed as quickly 
as possible, so they have more time to do what they enjoy 
— interacting with clients and underwriters and carrying 
out the value-added services that clients appreciate.” 

This technology mindset aligns with the way Gregory & 
Appel approaches growth and perpetuation. Never get 
too comfortable. Always move forward. 

Appel says, “To the extent that 
we have a group of people who 
are willing to question why we do 
what we do, and how well we do 
it, we will be more successful as 
an organization.” n

Andrew 
Appel,
President, 
Gregory & Appel 
Insurance

Christina 
Kelley,
Chief Operating 
Officer, Gregory & 
Appel Insurance

Have a story on your firm 
that you want to share?
Email us at Editorial@MarshBerry.com to 
share your thoughts! 
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