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OVERVIEW

BACKGROUND

The advisory team operates under a large
financial services organization and relies on Unit
Managers (UMs) to recruit new advisors.
Recruitment traditionally happens through
personal networks, referrals, or opportunistic
outreach.

However, without a defined recruitment
structure:

e candidate sourcing was inconsistent

e messaging lacked clear positioning

e there was limited visibility on recruitment
progress

e |eadership had no standardized tracking
framework

The objective was to move recruitment from ad
hoc effort to a structured and trackable system.

CASE STUDY



Recruiting financial advisors in the Philippines presents several structural
challenges. Financial literacy in the country remains relatively low, and
insurance products are often perceived as optional rather than essential
financial planning tools. At the same time, commission-based roles are often
misunderstood by job seekers, sometimes associated with aggressive sales
environments.




SOLUTIONS

A recruitment framework was designed around three pillars:

a. Build a structured recruitment funnel
b. Assign clear ownership of recruitment activities
c. Align incentives with early recruitment milestones













STRATEGIC VALUE

Recruitment is often treated as a secondary activity within sales-driven
organizations. However, sustainable growth requires a steady pipeline of capable
people entering the system.

By introducing structure, clear messaging, and measurable indicators, the
recruitment process becomes more manageable and transparent.

Rather than relying solely on individual initiative, the team now has a framework
that supports recruitment as an ongoing and trackable business process.




LET'S WORK
TOGETHER
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