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Appendices 

Appendix A – Questions For the Managers 

1. How many years have you been working for the XY Company? 

2. What is the size of your group? Which position in the Career Progression are you 

currently at? 

3. What was your occupation before this one? 

 

Motivation 

1. What is the rate of turnover in your group? 

2. What are the most often reasons for advisers‘ turnover? Can you give me some 

example explaining the reasons? 

3. Can you estimate the portion at both the factors extrinsic and intrinsic to job affecting 

turnover rate? (Conclusion of previous question) 

4. Did the leaving employees left the occupation or in order to work for a competitor? 

5. Can you identify the three most important factors causing job satisfaction? Why? Can 

you give some examples of such situations? Note: Respondents were given the list of 

mixed both Satisfactors and Dissatisfactors as identified by Herzberg (1966). 

6. Can you identify the three most important factors causing job dissatisfaction? Why? 

Can you give some examples of such situations? Note: The same list from previous 

question. 

7. Do you think that identified factors in previous two questions can work other way 

round?  

8. Do you think that job dissatisfaction is causing actual turnover? How many percent of 

employees stay in the occupation even if job dissatisfied? 

 

Nature of the Work 

1. How would you define the nature of the work of financial adviser? 

2. What should be a financial adviser like? 

3. What are the main advantages of this occupation? 

4. What are the main disadvantages of this occupation? 
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Appendix B – Notes on interview with Woody 

Woody is working for the XY Company for 10 years. His group has 20 people and according 

to the Career Progression of the XY Company (see Appendix F), he is Regional Director. 

This occupation is his first work experience because he started to work in the XY Company 

right after secondary school. 

 

About Motivation 

At the beginning of the interview, Woody divides employees into two groups – stable and 

unstable advisers. This division depends on years worked in the industry. He focuses on the 

stable group of advisers because the other one is for him too much time demanding with too 

much level of uncertainty of the "return of investment" at the same time. He gains new 

employees from competitors. To persuade a capable individual to work for his group in the 

XY Company is by him perceived as marginal success. His target is whole groups of advisers 

which would not be so efficient if pulled apart.  

 

When he encounters novices, he has 7 colleagues (other managers in the F-M Branch, such as 

Quentin or Martin) which can lead them. However, his colleagues may refuse new advisers 

but it is not happen often (these beginners may become a benefiting for a group which accept 

them). He estimates 70 % labour turnover in the unstable group of employees. That is the 

reason why he perceives them as "time waste". Identified reasons for leaving the occupation 

were very similar to Quentin’s group (see Appendix C) – too much effort demanding 

occupation and poor reputation of occupation with discouraging by relatives and friends.  

 

The stable group of employees is almost none and the reasons for leaving the job are rare and 

in most cases unique. In last years, 3 people left his group. Two of them went work for 

a competitor and one left due to health problems. These 2 financial advisers were close 

friends who decided to leave the XY Company because of the higher commission rate offered 

by particular competitor. Next reason was not satisfied career growth. However, they had not 

sufficient performance according to the Career Progression and they relied on abusing the 

informal relations with Woody. Woody admits that this might have been just an excuse for the 

leaving and the true reason for leaving was the commission rate.  
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Dissatisfactors are affecting labour turnover in fast sequence in both identified groups of 

employees. The two employees who left Woody’s group after 6 months. Moreover, Woody 

estimates that after several weeks of working for the XY Company, they have started to 

collaborate with the competitor as well. So the decision of leaving was done earlier.  

Both Satisfactors and Dissatisfactors affect labour turnover in the same portion. The staying 

in the occupation despite job dissatisfaction is, according to Woody’s experience, rare. 

 

Indicated Satisfactors 

1. Company Policy 

 The commission system is transparent and easily readable. An adviser can see not only 

his performance but the performance of his colleagues too. In comparison with 

competitors, the XY Company’s work restrictions are minimal. For instance, there is 

no compulsory minimum level of performance. In a case of not defending the position 

in the Career Progression, a group is not penalised or fired but it drops one level 

below. After gaining the required level of performance per three months, the group is 

back at the original level again.  

2. Easy Career Growth 

In comparison with the competitors, the Career Progression is somewhat advisers 

friendly. First five positions are easy to achieve. Moreover, an adviser is free to 

specialize at any type of product or product he wants.  

3. Managerial Style 

 Any group without its manager is lost. The group members (even if there is some 

 manager capable of do it so) would not assembled on regular basis which is for the 

 group as unit crucial. They would not exchange the experience and various practical 

 tips and "die out". Regarding to managerial style, he divides advisers into four groups 

 by individual self-discipline and self-control. The used managerial styles go from 

 directive (command and control) through democratic to liberal. He emphasizes the 

 necessity of recognition. 

 

Indicated Dissatisfactors 

1. Salary 

He emphasizes very short sequence of events leading to labour turnover. Not experienced 

advisers usually leave the occupation after two months – two months of failure, two low 
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wages. When it comes to stable group of employees, the sequence is often longer. Such 

employees are more resistant in perceiving the poor reputation of the occupation. 

2. Relations with Managers 

With no further comment. 

3. Company Policy 

With no further comment either. 

 

According to Woody, salary is Dissatisfactor. It is affecting job satisfaction only to some 

certain point and then it fails to motivate further. The relation between job dissatisfaction and 

rate of labour turnover is evident. Keep working and being job dissatisfied can handle around  

30 % of employees only for couple of months.  

 

About the Nature of Work 

The nature of work of the financial advisers are to help clients to save money, optimize adjust 

their contracts to their actual needs and to make their insurance and saving spending more 

efficient. Simply said, to put their money into the right places.  

 

Financial adviser has to be empathic, reasonably communicative and honest: "The point is to 

help and cannot see the benefits out of it." Woody says that to open clients’ eyes is crucial to 

make him see that he has wrong adjustment of his current contract or that he overpays and 

could get same secure service for less. Woody goes further and says: „Some people should be 

persuaded to sign contract they do not believe they need. For example young people think that 

they will be able to work for their whole life or, which is much more dangerous for them, that 

they will claim state pensions which will cover their all spending.“ 

 

The most significant advantages are free working hours, freedom in meeting group and 

therefore organizational goals, above the average salary and "to be your own boss". An 

adviser does not even work if he does not feel like to do so. It does not really matter what 

time does an adviser work but usually the mornings are for calling the clients and the 

afternoon and evenings are for business meetings when they are already home from their 

occupations. However, this is identified as well as the main disadvantages because lack of 

self-discipline and poor occupational reputation may lead adviser to stagnation and inactivity. 

Next major drawback of this occupation is considerable number of competitors which not 
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always "play fair". Then he named a few competitors with such manners and some dignified 

competitors whom he tries to takeover groups or individuals from. 
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Appendix C – Notes on interview with Quentin 

Quentin is working for the XY Company for 5 years. He has eight direct subordinates and 

according to the Career Progression of the XY Company (see Appendix F), he is Sales 

Manager. Before working for the XY Company, she used to be a waitress. 

 

About Motivation 

Quentin estimates labour turnover of his group from 50 % to 70 %. Crucial for a novice is 

first three months when he or she is not as successful the novice has expected. Milestone in 

the career of every financial adviser is the registration at Czech National Bank which is after 

these three months compulsory and cost £ 70. This amount is paid by the company but still, 

according to the performance from the trial period, it is more or less obvious who is going to 

stay and who will leave. With this milestone, there is an important aspect in adviser’s life – he 

has to register himself at Trade Office, Czech Republic. This also means that a person has to 

pay compulsory national insurance and health insurance with or without income. Czech, 

especially older ones, perceive this step rather negatively because they are not accustomed to 

do so [entrepreneurship was forbidden during communist regime]. Quentin argues his 

opinion: "They want to be sure about everything but what is sure in these days? A three 

months notice period?" 

 

The most often way how new employees are recruited is by the reference of their friends or 

family members. If there is a considerable gap in performance between a novice and a more 

experienced colleague after initial three months, it is possible reason for turnover intention of 

the novice because he or she does not want to struggle in the eyes of the experienced 

colleague. The major initial Motivator is a vision of "easy money". This expectancy is in more 

cases going hand in hand with the need for the money because of family. However, a family 

is recognised also as major Dissatisfactor because of general low occupation reputation. 

Family members’ criticisms have the most significant impact in discouraging beginners. The 

role of the breadwinner is traditionally held by men. In contrast, a student who "just wants" 

the above average salary is not usually such a hard working adviser. The last recognised 

Motivator which is perceived subsequently after need for the salary is prestige. In Quentin’s 

group, there are a few advisers who desire to impress their colleagues in the firm but also their 

relatives and friends. 
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The most often reason for quitting behaviour is "lack of patience". A novice does not tolerate 

failure. However, the feeling of failure is highly subjective. Beginners suffer from lack of 

self-insight. The measure of success is salary. Marginal success aspects, such as new contact 

or gaining trust of a client, are usually neglected. Next important Dissatisfactor is 

a comparison with colleagues. Progress in career varies significantly. The most liable, initial 

period, can for some people last even for 6 months. Here is crucial the nature of the person. 

Salesman must be an actor a little bit because he must be understanding and listen to the 

clients‘ needs. 

 

Both variables family and salary (both as Dissatisfactors) are closely related to each other and 

are very likely the reason for quitting the occupation. Both of factors extrinsic and intrinsic to 

work are affecting quitting behaviour in the same portion. 

 

Indicated Satisfactors 

1. Recognition of Achievement 

 Experienced financial adviser has salary high enough to keep him motivated. Quentin 

 emphasize that it is much simpler to motivate "a poor man". The strongest 

 recognition of achievement comes from direct seniors. 

2. The Nature of the Work 

 The main advantage of this occupation is flexibility. It is completely the adviser’s 

 competence to decide which days will be working and which are not. However, this is 

 closely related to responsibility for own performance which is recognised as 

 Dissatisfactor. 

3. Career Progression 

 Again, it is completely up to an individual how far and fast he gets in the "company 

 ladder". Progression is not dependent at the achieved level of education. "This 

 occupation is the best choice who cannot offer degrees but vitality", sais Quentin. 

 

The highest impact of Motivators are evident at regular meeting arranged every three months 

which are supposed to be a direct feedback and rewarding an individual in front of the 

colleagues. Also these sales department meetings are milestones for planning period. 
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Indicated Dissatisfactors 

1. Relationship with colleagues 

The reason for deviance at work is envy. The most often way of the deviance is gossiping 

and general obstructionism. Formal relations in organizational hierarchy are not relevant 

in this issue. On the other hand, it is quite easy to prevent meeting a disliked person. 

2. Responsibility for own performance 

Considerable number of employees feel bit uncomfortable facing the fact that the amount 

they are going to be paid is completely in their competences. In Quentin’s opinion, it is 

very bright feature in post-communist society that people desire for certainty and comfort 

of regular employees with fixed salary even thought the salary is considerably lower. 

3. Working conditions 

Low occupation reputation is very closely related with usual clients‘ first reaction to 

a financial adviser. In many cases, clients are not willing to cooperate, having rejecting 

attitudes or they are just not at home for the arranged meetings. 

 

The variable called working conditions as depicted are additionally recognised as Motivator if 

clients are willing and friendly. When it comes to perceiving salary as Satisfactor or 

Dissatisfactor, it is not sufficient to make any conclusions because some people are simply 

said satisfied with average wage and some are tempted to raise their month salary "infinitely". 

For instance young adviser with desire to build a house without mortgage.  

 

According to Quentin, over 90 % of advisers who doubt about the occupation, actually leave 

the occupation. The relation between job dissatisfaction and actual turnover is in following 

sequence: feelings of failure → frustration with salary → frustration with occupation → 

leaving the firm. Approximately 95 % of quitting employees leave the commission based 

occupations. The most often, they return to the previous occupation they had worked before.  

 

About the Nature of Work 

The nature of work is to inform clients about the products and about various ways how to 

secure client’s family or his own pension. Financial adviser competence is therefore only to 

give necessary piece of information to client to make a quality decision about his financial 

contracts. That is why Quentin says that final decision is in competence of client. 
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Financial Adviser must be honest to a client. He should not take advantage of client’s lack of 

awareness of his insurance. In most of the cases, clients have very limited insight into the 

basic parameters of their insurance or savings products as well as conditions of these 

contracts. Dishonestly is usual phenomenon in this occupation as suggested in Literature 

Review – Industry. Especially some competitors are known for their unfair giving information 

to clients. 

 

The main identified advantage of the occupation is free working hours. It is completely in 

adviser’s competence to decide what time he will call to a client to arrange a meeting and 

what time and where will the meeting will take place. Next advantages are above the average 

salary and relatively easy possibility of career growth.  

The main disadvantages of the occupation are "worries". A financial adviser is uncertainty of 

future sales and the need for continuous self-education. The work is forcing people to 

incessant doing same tasks again over and over again, such as to train novices, to keep up 

with all of the little changes in the software support or forms. Moreover, due to very high 

competition in this industry, it is possible that a financial adviser from a competitor firm may 

fix a contract cancelling the previous one with the XY Company. In this case, particular 

adviser has to give back fraction of his commission in period of 2 years.  
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Appendix D – Notes on interview with Martin 

Martin is working for the XY Company for 5 years. His group has 8 people and according to 

the Career Progression of the XY Company (see Appendix F), he is Sales Manager. Before he 

started working for the XY Company, he used to be a Slater. 

 

About Motivation 

Martin claims about himself that he has a little bit different approach to gaining employees. 

He is gaining the employees largely among his friends. From time to time, he accepts quite 

a new person into his team but this does not happen regularly. In last three years, two people 

went out from his team and left the XY Company. Therefore he says that labour turnover in 

his group is 20 %. He claims that this rate is due to his quite unique approach to the labour 

recruitment. One of the two advisers who have left collaborated with a competitor. The reason 

for his leaving was bad relations with Martin. The second one has "too many things to do" 

and that is the reason why his performance was not satisfying for himself and left. The second 

adviser for example engaged in local government. Martin denied validity of two axis of 

motivational continuum.  

 

Indicated Satisfactors 

1. Salary 

Salary is the most important aspect in all occupations. This variable has been 

recognised as Dissatisfactor either. 

2. Managerial  Style 

A manager is supposed to be a leader and motivating person in the team. Martin does 

 some extra work to support the members of his team by giving them references for 

 free in order to make them put less effort. 

3. Career Growth 

Career growth goes hand in hand with salary increase. According to the Career 

Progression (see Appendix F), the salary grow both intensively (as the value of one 

point in CZK is increasing) and extensively (career progression depends on increasing 

performance of a group or an individual). According to this explanation of the need 

for career growth, it may be perceived as just another form of salary. 
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Indicated Dissatisfactors 

1. Relations With Managers 

According to his personal experience, personal relationship with direct boss is crucial 

for achievement. 

2. Relations With Colleagues 

Colleagues are people with whom advisers are in touch every day. If their presence is 

perceived as irritating, it may "ruin one’s day" and it is much harder for an adviser to 

prepare himself to communicate with a client. 

3. Personal Life 

Martin provides example of a girl working in his group. Many aspects of her personal 

life reflect in her work performance – for instance argument with her boyfriend which 

leads to lack of self-confidence.  

4. The Nature of the Work 

One important aspect in the nature of the work is self-discipline which is the main 

Dissatisfactor because people are lazy from the nature. "They could work harder but 

they do not force themselves to do so." 

 

In 75 % of cases, people cannot stand job dissatisfaction and continue working at the same 

time. The rest is according to Martin too scared to try working somewhere else. However, he 

mentioned that some months are for particular adviser more or less successful therefore he 

should be resistant to failure when it occurs. But in most cases, when the unsuccessful period 

is too long, adviser is forced to quit because he needs the money even if he does not conclude 

contracts. 

 

About the Nature of Work 

Successful financial adviser should know the products well. He is supposed to be the 

professional able to answer any of client’s questions. He also should be able to gain client’s 

trust therefore adoption of some convincing arguments (mechanism) is needed. This has been 

recognised as a key factor to success for approximately 90 % of financial advisers. The rest 

may be too shy for "selling their knowledge" and should leave the occupation.  

 

The main identified advantage of this occupation is the awareness of financial products and 

above the average salary. Usually, the first contracts made by particular adviser are with 

himself. Also a flexibility of working hours is added among the advantages.  
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Martin identifies costingness of the occupation. Communicating with clients and incessant 

solving their problems are very time and effort demanding. Moreover, when arranging a new 

meeting with potential client, it is necessary to prepare for rejecting attitude. Each client is an 

individual and therefore "one sentence suit for all" is not optimal convincing mechanism. An 

adviser should consider each word he says because one wrong sentence in the beginning of 

the conversation might cause failure in gaining trust and subsequently concluding a contract. 

Next significant disadvantage of the occupation is many of little technical changes. Financial 

advisers are not sellers of two or three financial products despite that these few products are 

most of their income. They should be able to offer any product of the partner insurers. 

However, if someone decides to specialize to certain type of product or product, the worst 

thing he it may happen to him is the loss of a potential client. Each year, there is a new form 

of most financial products released. These changes go simultaneously with change in support 

software as well. In a few cases, this changes lead to leaving the occupation for advisers 

specializing into one product. However, this kind of approach is not desirable by company 

long-term goal. 
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Appendix E – The Questionnaire 

1. Gender 

a. Male 

b. Female 

 

2. How long have you been working in this firm? 

a. 0 – 3 months 

b. 4 –11 months 

c. 1 – 3 years 

d. 3 – 5 years 

e. more than 5 years 

 

3. How often do you think about leaving this company? 

a. very often (once in a week on average) 

b. often (once in a month on average) 

c. rarely (once in a year on average) 

d. I don’t think about this possibility 

 

4. If you would leave this firm, you would… 

a. choose different occupation 

b. choose different firm 

c. none of these 

d. other… (please write) 

 

5. What do you consider as success on business meeting? Please give at least Two-

Factors. 

a.  

b.  

c.  

 

6. In which category is your salary per month? 

a. do 20 000 Kč (below £ 667) 

b. 20 001 – 50 000 Kč (£ 668 - £ 1,667) 

c. 50 001 – 100 000 Kč (£ 1,668 - £ 3,333) 

d. 100 001 – 200 000 Kč (£ 3,334 - £ 6,667) 

e. 200 001 – 300 000 Kč (£ 6,668 - £ 10,000) 

f. 300 001 – 500 000 Kč (£ 10,001 - £ 16,667) 

g. přes 500 000 Kč (over £ 16,668) 
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As a source of job satisfaction I consider: 

 Definitely 

yes 
Rather yes Neutral Rather no 

Definitely 

no 

Salary 5 4 3 2 1 

Achievement 5 4 3 2 1 

Advancement 5 4 3 2 1 

Reputation of 

occupation 
5 4 3 2 1 

Reputation of 

company 
5 4 3 2 1 

Personal growth  5 4 3 2 1 

Recognition for 

achievement from 

colleagues 

5 4 3 2 1 

Recognition for 

achievement from 

managers 

5 4 3 2 1 

Support from 

managers 
5 4 3 2 1 

Managerial style 5 4 3 2 1 

Responsibility towards 

client 
5 4 3 2 1 

Responsibility towards 

company 
5 4 3 2 1 

Responsibility for own 

salary 
5 4 3 2 1 

Relations with 

managers 
5 4 3 2 1 

Relations with 

colleagues 
5 4 3 2 1 

Possible help for client 5 4 3 2 1 

Free work hours 5 4 3 2 1 

Independency on 

academic education 
5 4 3 2 1 

Independency on 

managers 
5 4 3 2 1 

Transparent 

commission system 
5 4 3 2 1 

Place of business 

meetings (homes, 

firms,…) 

5 4 3 2 1 

Time of business 

meetings 
5 4 3 2 1 
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As a source of job dissatisfaction I consider: 

 Definitely 

yes 
Rather yes Neutral Rather no 

Definitely 

no 

Commission of sales 5 4 3 2 1 

Salary 5 4 3 2 1 

Failure to fix a 

contract 
5 4 3 2 1 

Responsibility towards 

company 
5 4 3 2 1 

Company restrictions 5 4 3 2 1 

Responsibility towards 

client 
5 4 3 2 1 

Variety of products 5 4 3 2 1 

Changes in products 5 4 3 2 1 

Working conditions 

during meetings 
5 4 3 2 1 

Technical changes – 

calculators, forms 
5 4 3 2 1 

Number of 

competitors 
5 4 3 2 1 

Reputation of 

occupation 
5 4 3 2 1 

Relations with 

managers 
5 4 3 2 1 

Support from 

managers 
5 4 3 2 1 

Managerial style 5 4 3 2 1 

Relations with 

colleagues 
5 4 3 2 1 

Place of business 

meetings (homes, 

firms,…) 

5 4 3 2 1 

Time of business 

meetings 
5 4 3 2 1 

Responsibility for own 

salary 
5 4 3 2 1 

Psychical costingness 5 4 3 2 1 
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Express level of your agreement 

 Definitely 

yes 

Rather yes Rather no Definitely 

no 

I cannot 

judge 

To choose this 

occupation was good 

decision 

4 3 2 1 0 

My family is 

dependent on my 

salary 

4 3 2 1 0 

My family is 

encouraging me to do 

this occupation 

4 3 2 1 0 

I feel happy about my 

salary 
4 3 2 1 0 

I feel to be more a 

manager rather than 

financial adviser 

4 3 2 1 0 

If I would not be 

happy in my job, I 

would leave. 

4 3 2 1 0 
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Appendix F – The Career Progression 

 

Career of Individual Adviser Career of Manager Value of the 

production 

point in 

CZK 

Total 

production 

of group 

per 

quarter* 

Direct 

subordinates 

Position Position Average 

point 

production 

per month* 

1.83 > 160.000 4 managers Country 

Director 

General 

Representative 

> 12.300 1.75 68.301 to 

157.300 

2 managers Regional 

Director 

Top Adviser 6.001 to 

12.300 

1.67 28.300 to 

65.300 

1 manager Branch 

Leader 

Senior 

Adviser 

2.801 to 

6.000 

1.50 11.000 to 

25.300 

2 Advisers Sales 

Manager 

Moment of decision - choice between individual career or manager's career 

Individual 

Adviser 

1.801 to 

2.800 

1.33 

Adviser 561 to 1.800 1.17 

Junior Adviser 0 to 560 1.00 

Trial Period - 0.80 

* Figures were counted from CZK into GBP in exchange rate 1GBP = 30 CZK and approximated. 

 

 

 


