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ABSTRACT  

Employee retention becomes paramount, as turnover and attrition-related issues disrupt 
operational stability and increase recruitment costs in life insurance agencies where the 
environment is known to be highly competitive and pressure-intensive. Although much 
has been written on strategies for retention, the collective impact of the 3Rs pillar of 
employee retention, individually known as Respect, Recognition, and Rewards, remains 
underexplored. This study addresses this gap by examining how these elements drive 
the intent of financial advisors to remain with their organizations. Using a descriptive 
research design, the study gathered data from 85 financial advisors at Pru Life – UK’s 
top-performing agencies in Metro Manila – East Sector. The validated survey instrument 
assessed the influence of the 3Rs on retention. The findings reveal that respect cultivates 
a trust-rich and inclusive workplace culture, enhancing employee satisfaction and 
reducing turnover. Recognition, when personalized and meaningful, strengthens 
employees’ sense of value and engagement. Rewards on the other hand were also seen 
to emerge as a strong key motivator, with a focus on both monetary and non-monetary 
aspects. These findings imply and illustrate that the 3Rs remain a workable framework 
for employee retention, offering insights on the possible strategies to be implemented that 
are sustainable and actionable for life insurance agencies to build a more engaged, 
committed, and high-performing team. 
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INTRODUCTION  

From the recent years, the insurance industry is one of the key growth factors of an 
economy. Last year, the industry’s annual performance accounts almost 10.3% of the 
Philippine Economy according to the Gross Domestic Product of the National Economic 
Development Authority (NEDA, 2023, as reported by Statista, 2024). This is the 3rd 
Highest contributing sector in the country’s economic performance (See Figure 1).   

Figure 1 
2023 Gross Domestic Product (NEDA) 

 

 

 

 

 

 

 

But, even with its contributing numbers to the overall economy, data report from the 
Insurance Commission in 2023 outlines that it still poses a low penetration rate, with just 
less than 2% of the total population are insured (Simeon, 2024). Thus, the expanding of 
the opportunity for those who want to start a career in the Life Insurance Industry is big 
and promising.  

Currently, the biggest and number one life insurance company in the Philippines is Pru 
Life – UK (The Manila Times, 2024). With a combined count of 45,000 financial advisors, 
this institution is going to be the base model for the study. Because of its unique, diverse, 
and quantity of manpower, it would be a perfect match in identifying the different 
motivational factors financial advisors hold to stay within the firm.  

Unlike the traditional setup of insurance companies where they promote the corporate 
hierarchy from Financial Advisor up to Branch Manager, owning a Life Insurance Agency 
under the Pru Life – UK brand is quite different. It breaks from the traditional framework 
since it lets Branch Managers, Area Managers and District Managers to be authorized 
resellers of Pru Life – UK products and be a registered company under the Securities 
Exchange Commission (SEC), making them owners of their own branch, a different 
means of being a franchise. The study is going to focus only on Life Insurance Agency 
branches – as there are layers of authority, supervision and instructions added to it, 
compared to the branches attached to the Head Office of Pru Life – UK.  
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Generally, the sector requires financial advisors to give their performance on activities 
aimed at uncovering each customer’s specific attention. However, research suggests that 
financial advisors often engage in activities which are inefficient and ineffective. Thus, 
making them unproductive to work and eventually leave the company (Schwepker & 
Dimitriou, 2022). 

In any organization, just like sales, which is a high-pressuring career, the challenge is to 
have employee retention. Looking into organizational stability and growth, employee 
retention has been a common and widely explored area of study in most industries due 
to its significance in this context (Singh, 2019). Yet, organizations like life insurance 
agencies which is known to have a demanding and target-driven atmosphere, including 
the perception of being a high-stakes environment due to compliance to regulatory 
requirements and standards, challenges of client acquisition, and high turnover rates to 
name a few (Šain & Selimović, 2009; Rajapathirana & Hui, 2018), remains to be 
underexamined especially on the actual factors prompting employee commitment and 
retention. 

The research also wants to unfold the commission-based financial advisors’ intention to 
stay within the firm, including their different motivators to do so. And by understanding 
this, it also seeks organizational sustainability for Pru Life – UK and the Insurance 
Industry. Organizational structures, norms, rules, regulations, communication processes, 
values are related to the logic of organizational bureaucratic model. Organizational 
structure defined as the organizational system of relationships between authorities and 
tasks has an impact on organizational sustainable development using resources and 
coordination of people to achieve the goals (Martin, 2014). Thus, having a good 
acceptance rate of employees to the organizational structure also promotes 
organizational excellence and in the long term, leading to organizational sustainability. 
That should be the aim of any organization for which organizational sustainability bridges 
the standard of a long-lasting relationship between the employees and the company. 

Research Questions 

The main goal of this research endeavor is to understand the role of Respect, 
Recognition, and Rewards, collectively known as the 3Rs Pillar of Employee Retention, 
on being sustainable drivers that contribute to employees’ intent to stay in Life Insurance 
Agencies, specifically with Pru Life – UK. The retention and the advisors’ intent to stay 
within the organization or their respective agencies due to these elements dictate the 
success or failure of maintaining the continuity of established financial planning practices, 
upholding institutional knowledge, and encouraging a stable and engaged workforce 
(Ferdiana et al., 2023). On the contrary, when life insurance advisors decide to leave, 
their resignation create operational disruptions, weaken employee morale, diminish the 
quality and standard service provided to clienteles, and agencies would entail an increase 
in their recruitment costs to fill in vacancies (Ramaprasad et al., 2018; An, 2019).  

As results of many scholarly outputs, several elements drive employee retention (Shakeel 
& But, 2015). However, the emphasis on the collective 3Rs has not been thoroughly and 
rigorously examined in this context. This gap poses an opportunity for an in-depth 
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assessment of these pillars on how they serve as sustainable drivers of employees’ intent 
to stay within identified life insurance agencies, given its unique workforce dynamics and 
high-pressure environments (Gupta et al., 2014). 

Therefore, this article aims to fill the gap and add insights to the body of knowledge 
concerning this area, answering the overarching question: How do the 3Rs Pillar of 
employee retention serve as sustainable drivers of employees' intent to stay within life 
insurance agencies under Pru Life – UK? 

In particular, the research will: 

1. Determine the demographic profile of the financial advisors of life insurance 
agencies under Pru Life – UK in terms of: 

a. Sex 
b. Age 
c. Job level 
d. Length of service 
e. Highest educational attainment 

2. Assess the influence of the following drivers on employees’ intent to stay within life 
insurance agencies: 

a. Respect 
b. Recognition 
c. Rewards 

3. Recommend potential sustainable strategies that life insurance agencies can 
adopt to leverage the 3Rs Pillar effectively for employee retention. 

___________________________________________________________________ 

METHODOLOGY 

Research Design and Approach 

The study took a descriptive research approach and used deductive analysis in examining 
the data gathered that assisted in establishing the commonalities among the responses 
of the respondents. The descriptive research approach, as used in this study, has 
provided the extent to which the conditions of each set of target respondents have been 
given befitting descriptions based on the information they supplied. 

Sampling Design and Research Participants 

Purposive sampling design and technique is employed in this research, ensuring that the 
respondents are qualified and fit to the requirements of being financial advisors. These 
individuals who passed the criteria set by the researchers were employed under the 
identified top three (3) performing life insurance agencies of Pru Life – UK, within the East 
Sector of Metro Manila as the research locale. 

There are a total of 180 financial advisors from these recognized branches, with 55% (99 
advisors) being considered as active. From this, the researchers utilized Cochran’s 
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equation as the study is limited to a small population of a known size, resulting to a 
minimum of 79 respondents, at a confidence level of 95% and a 5% margin of error.  

To ensure diversity of responses and varying profiles, the researchers exceeded the 
minimum target and gathered data from a total of 85 participants. Prior to the formal 
dissemination of research questionnaires, the survey tool/ instrument was subjected to 
pilot testing, confirming its clarity and reliability. 

Data Gathering Procedures  

The research was systematically conducted to ensure validity and reliability. First, the 
research instrument underwent content and face validation by three (3) experts in the 
fields of life insurance industry, academe, and social science research. These experts 
assessed the survey items for clarity, relevance, and alignment with the study’s 
objectives. Their feedback guided the refinement of the instrument to enhance its 
comprehensiveness and precision.  

The final survey instrument utilized a 4-point Likert scale to measure respondents’ levels 
of agreement with the statements provided. The scale ranged from 4 (Strongly Agree) to 
1 (Strongly Disagree) to avoid neutral responses and encourage decisive feedback. The 
instrument was divided into sections to capture both demographic data and detailed 
responses related to the 3Rs (Respect, Recognition, and Rewards) and their impact on 
employees’ intent to stay. 

The first stage of the data collection procedures made use of online survey enjoining the 
financial advisors of Pru Life – UK for Metro Manila – East Sector that belongs to the top 
3 branches to participate. Online technology was used by means of launching an online 
survey via google forms to reach out to different financial advisors within the target 
location. 

On the other hand, a pilot testing was also conducted by the researchers. There were 10 
respondents personally handpicked by the researchers to answer the survey 
questionnaire. The respondents came from varied educational backgrounds, and different 
demographic profiles. There were six males and four females who participated in this pilot 
test. 

The results of the pilot testing revealed that on average, the survey questionnaire could 
be accomplished in 2 to 3 minutes. Respondents have easily accessed the online survey 
and have followed the instructions provided therein. This also informed the researchers 
that the questionnaire is appropriately formulated, and the use of online survey is an 
efficient instrument in doing surveys, enabling the research process to produce the 
expected output. Likewise, it was noted that respondents can only use the online survey 
once as they can no longer access it once accomplished. This system then avoided 
repetition of the same respondent. This is a welcome development for the researcher as 
it ensures the avoidance of discrepancy and errors in data gathering. 
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Further, the researchers noted that there were no outliers in the results of the pilot test. 
The positive results of the pilot testing allowed the researchers to proceed to the actual 
online survey. This online survey initially targeted 79 respondents and ended with 85 
respondents for a period of one week.  

From the current population provided by the Head Office of Pru Life – UK on average, 
one branch is composed of an average of 60 financial advisors. Since there are 3 
Branches to be surveyed for this purpose, it will constitute a total of 180 population. Given 
that only 55% are considered active agents, this accounts for a total of 99 Financial 
Advisors. Using the calculated sampling technique with 95% confidence level and 5% 
margin of error, there would be at least 79 respondents for the online survey for it to be 
reliable. This number of respondents served as the sample population of the study.                    

Data Analysis 

For data analysis, deductive analysis was used in this study. First, the usage of the 
existing theory of 3Rs Pillars as sustainable drivers was made to this research to know if 
the existing theory would be of fit. Second, from the existing theory and literature, it was 
identified to be applicable to the research unit of analysis which is Pru Life – UK for Metro 
Manila – East Sector. Third, the data gathered from validated instrument used in data 
collection, that is, from the online survey among the active financial advisors coming from 
the aforementioned research locale. The data was consolidated for easy review by the 
researcher and was read and reread for the purpose of familiarization. At the same time, 
observations and the results of the data collection were started to be formulated to 
understand the nature of the data.  

In this kind of research, the objective was to study frequencies, averages, and other 
statistical calculations in the completion of the study that will be used to determine 
information about variables and the respondents. For instance, weighted mean is 
calculated by multiplying each term by the number of times it occurs summing the result 
and dividing this total to the total number of occurrences. 

This process enabled the researcher to extract initial commonalities among responses 
given by the respondents. Eventually, patterns or trends were identified. Other valuable 
insights and ideas were also noted that have provided meaningful interpretations of the 
information collected. Further, insights derived from a careful study of data sets assisted 
in establishing a clear connection to the 3Rs Pillar as intent to stay, thus the 
recommendations at the latter portion of the research output. The data collected, 
consolidated, and examined were helpful in answering the research questions. 

 

 

 

___________________________________________________________________ 
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RESULTS AND DISCUSSION 

Profile of the Respondents 

Sex 

Table 1 displays the frequency and percentage distribution of 85 financial advisors of the 
study in terms of sex. There are 29 females characterizing 34.1% of the sample, while 56 
males represent 65.9% of the sample. It can be seen that the population of the male 
respondents outnumber the size of the female counterparts. 

Table 1 
Percentage distribution of the sex of respondents 

Sex Frequency Percentage (%) 

Male 56 65.9% 

Female 29 34.1% 

Total 85 100% 

 
It shows that Life Insurance Agencies are still male dominated, given that male individuals 
are generally more aligned in sales, marketing, and financial industry. Pru Life – UK even 
started its brand before from a campaign: “The man from the Pru”. Historically, in the 
Philippines, when it started in the 1990s, male leaders were the pioneer of Pru Life – UK. 

Age 
 
Table 2 represents the age distribution of financial advisors who are respondents of the 
study. Based on the results of the survey, the majority of the employees are in the 27 – 
32 years of age group, comprising 34.1% (n=29) of the total sample size, while there is a 
little number of financial advisors aged 39 and above, representing at least 10.6% (n=9) 
of the sample size. 
 

Table 2 
Percentage distribution of the age of respondents 

Age Frequency Percentage (%) 

21 – 26 years old 22 25.9% 

27 – 32 years old 29 34.1% 

33 – 38 years old 25 29.4% 

39 – 44 years old 4 4.7% 

45 years old and above 5 5.9% 

Total 85 100% 

 
 
While according to the head office, agencies can enter into agreement with applicants 
within the legal age to work as financial advisors. However, the branches subjected to 



220 
 

Ignatian International Journal for Multidisciplinary Research            Vol 3 No 1          January 2025         www.icceph.com 

 

this research focused on hiring employees starting the age of 21 years old, given that this 
is already the age bracket of college graduates. This is aligned with the goal of the 
branches of Pru Life – UK itself, to recruit more financial advisors coming from the Gen Z 
and Millennials Generation with ages 21-16 years old (25.9%), 27-32 years old (34.1%), 
and 33-38 years old (29.4%) respectively.  

 
Combining the above age groups, it constitutes a total of 89.4% of the agency workforce. 
Simply put, Pru Life – UK believes that these two generations have a fresh market to 
connect with, and the leadership potential is also bigger in chances. 
 
Job Level 
 
Table 3 represents the job level distribution of financial advisors. Based on the survey 
data, it was found that most of the employees are already at the Senior Associate Unit 
Manager level, which constitutes 37.6% (n=32) of the total sample size. However, only a 
few become Unit and Branch Managers as they only represent a total of 7.1% (n=6) of 
the sample size. 
 
Table 3 
Percentage distribution of the job level of respondents 

Job Level Frequency Percentage (%) 

General Advisor 16 18.8% 

Premier Advisor 8 9.4% 

Associate Unit Manager 23 27.1% 

Senior Associate Unit Manager 32 37.6% 

Unit Manager 4 4.7% 

Branch Manager 2 2.4% 

Area Manager 0 0% 

District Manager 0 0% 

Total 85 100% 

 
The data reflects that in less than 5 years, most surveyed financial advisors have already 
assumed a leadership position. From Associate Unit Manager, which is 27.1%, Senior 
Associate Unit Manager – 37.6% and Unit Manager of 4.7%. In total, the middle managers 
are over half the population.  

 
Since the threshold of Pru Life – UK is not just sales alone, but formation of leadership 
competency and career advancements. This is also to accelerate the business through 
the development of more industry leaders that could teach, inspire, and educate in terms 
of financial instruments.  
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Length of Service 
 
Table 4 exhibits the length of service distribution of financial advisors in this context. A 
huge chunk of employees is within the 1 – 5 years of their employment, generating a total 
of 84.7% (n=72) of the sample size. As for this survey data, only 1 (1.2%) employee has 
been employed for more than 5 years.  
 
Table 4 
Percentage distribution of the length of service of respondents 

Length of Service Frequency Percentage (%) 

Less than 1 year 12 14.1% 

1–3 years 40 47.1% 

3–5 years 32 37.6% 

More than 5 years 1 1.2% 

Total 85 100% 

 
Since the branches that were interviewed have existed for over 7 years, this is already a 
sizable number. The majority of financial advisors cover the service length ranging from 
1-3 years (47.1%) and 3-5 years (37.6%). Unlike in the corporate setup, less than 1 year 
is always an open opportunity and development for the Life Insurance Agencies since 
they employ a daily recruitment process.  
 
Highest Educational Attainment 
 
Table 5 shows the highest educational attainment distribution of financial advisors. Since 
the minimum hiring requirement for financial advisors is a bachelor’s degree, it constitutes 
the largest portion of the sample with a percentage of 92.9% (n=79). Only a few are 
master’s degree holders with 7.1% (n=6), and the life insurance branches assessed 
currently do not have doctorate and post-doctoral degree holders. 
 
Table 5 
Percentage distribution of the highest educational attainment of respondents 

Highest educational 
attainment 

Frequency Percentage (%) 

Post-Doctoral 0 0% 

Doctorate 0 0% 

Master’s 6 7.1% 

Bachelor’s 79 92.9% 

Total 85 100% 

 
There is no educational attainment required for you to be promoted or to be hired as a 
financial advisor. Most branches only require college degree holders, while some 
branches do not require it. Usually of those holders of master’s degrees are financial 
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advisors who previously came from academe or full-time corporate work, requiring them 
to take one. There is also no significant connection between education and promotion as 
to productivity.  
 
3Rs Pillar of Employee Retention 
 
Respect 
 
Promoting the concept of respect in the workplace is crucial, especially in the life 
insurance industry, where employee retention is deemed essential for the success of 
each agency. An effective way to achieve this is through inclusion (Shore, Cleveland, & 
Sanchez, 2018), zero tolerance for harassment (Meloni & Austin, 2011), transparent 
communication (Yue, Men, & Ferguson, 2019), fairness in employee treatment (Ng, 2016) 
and equal opportunities (Roemer & Trannoy, 2015), including involvement of all 
employees in decision making (Lammers, 2019). These practices create an environment 
that fosters autonomy, participation, and flexible work options, which play a significant 
role in the retention of employees. 
 
According to the survey results in examining the pillar of Respect, it was found out that 
majority of financial advisors remain committed to the organization given that their 
professional boundaries are respected, and that the life insurance agencies provide work-
life balance. This constitutes the highest mean score of 3.27, interpreted as employees 
having the greatest level of agreement with this aspect. This is because flexible working 
hours and work-life balance provide for the intrinsic motivational needs of the employees 
and hence are equally important in employee satisfaction. As exemplified by Koo et al. 
(2020), these factors significantly contribute to the engagement and retention of 
employees. Further, De Gieter & Hofmans (2015) established that opportunities for 
professional growth and flexible conditions of work have a great bearing on reducing 
turnover intentions. 
 
Table 6 
Assessment of Respect as a driver on employees’ intent to stay within life insurance 
agencies 

INDICATORS (RESPECT) MEAN INTERPRETATION 

My workplace fosters inclusivity and treats all 
employees fairly. 

3.18 Agree 

The organization has a zero-tolerance policy for 
harassment and abuse. 

3.25 Agree 

My organization respects my autonomy in performing 
my tasks. 

3.15 Agree 

I feel respected regardless of my position or tenure in 
the organization. 

3.15 Agree 

The organization respects my professional boundaries 
and work-life balance. 

3.27 Strongly Agree 

COMPOSITE MEAN 3.20 Agree 
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On the other hand, factors like inclusivity, fairness, and autonomy, including provision of 
policies concerning these elements and having zero-tolerance for harassment, also pose 
a significant level of agreement as to why financial advisors are driven to remain in their 
life insurance agencies. 
 
The findings concerning the pillar of Respect have pointed out that this element in the 
workplace is a critical factor in employee retention in life insurance agencies as it is about 
giving due regard to the feelings of specific members of the organization. This can provide 
an atmosphere of inclusion, equity, and freedom and at the same time maintain policies 
that ensure safety and dignity, such as zero tolerance for harassment.  
 
A respectful work environment where boundaries are acknowledged, and that regard for 
personal lives is present, the development of trust and contentment in work subsequently 
induces the feeling of continuance in workers to stay in their firms. Similarly, autonomy 
when performing their duties gives more power to individuals which then increases their 
responsibility and motivation towards the organizational work. This is in line with the view 
that when such sustainable practices are combined with employees' values, it reflects the 
importance of respect, not only as a moral imperative but also as a strategic and 
sustainable driver for long-term employee engagement and retention. 
 

Recognition 
 
In the study conducted by Brun & Dugas (2008), employee recognition was characterized 
into four (4) main types: Personal Recognition, Recognition of Work Practice, Recognition 
of Job Dedication, and Recognition of Results. These practices highlight the importance 
and significance of acknowledging employees’ contributions in varied ways which then 
foster a culture that holistically supports and retains employees. 
 
As per results of the study under the pillar of Recognition, employees' main reason for 
staying in their life insurance agencies is that the organizations they belong to consistently 
acknowledge their quality of work and regularly appreciate their contributions to the 
growth of the organization. This component of recognition resulted in the mean score of 
3.29, being the strongest level of agreement among other recognition elements.   
 
Relative to the employees’ recognition of work practice and quality of work, their specific 
skills and expertise in relation to how they execute and fulfill their function, work out 
solutions to ongoing problems, and in what ways accustomed practices are being 
reinvented, are the areas concerned of this type of recognition (Brun & Dugas, 2008). 
Attention to these aspects contributes to a meaningful work, and affirmation from the top 
management give employees motivation to improve on their job-related activities (Zakaria, 
2020) and a boost of employees’ sense of value and belongingness to the company they 
are associated with (Korkmaz et al., 2022). These elements also allow them to perform 
better, relevant to the success of their career and of the organization (Bradler et al., 2016). 
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Table 7 
Assessment of Recognition as a driver on employees’ intent to stay within life insurance 
agencies 

INDICATORS (RECOGNITION) MEAN INTERPRETATION 

I feel valued when my contributions are personally 
acknowledged. 

3.22 Agree 

The company I belong to recognizes my individuality 
as a valued member of the organization. 

3.21 Agree 

The organization acknowledges and appreciates the 
quality of my work. 

3.29 Strongly Agree 

My dedication and commitment are regularly 
recognized by the management. 

3.24 Agree 

I am recognized for achieving specific results and 
outcomes concerning my role. 

3.25 Agree 

COMPOSITE MEAN 3.24 Agree 

 
On the other hand, of all the values resulted to an agreeable level of agreement in the 
pillar of recognition, it was found out that personal acknowledgment from the 
management due to the employees’ dedication, commitment, and results produced, also 
pose as significant factors that drive financial advisors’ intent to stay within their 
respective life insurance agencies.  
 
This is because acknowledging employees as valued members of the organization and 
addressing their need for belonging and individual appreciation is another focal point of 
personal recognition. This includes management officials giving personalized letters or 
certificates to concerned employees or making public praise (Cardon et al., 2020), 
involving them in decision making (Daniel & Metcalf, 2005 as cited by Amoatemaa & 
Kyeremeh, 2016), and showing heightened visibility of their work function (Crumpton, 
2010) to name a few.  
 
Thus, in relevance to the study of Zeb et al. (2014), the employees’ individual feeling of 
being noticed for their contributions positively affects their engagement and satisfaction 
toward their work function, leading to a more optimal performance (Strongman, 2017), 
elevated level of organizational commitment, and stronger intent to stay (Porwal, 2023). 
Meyer & Herscovitch (2001) also argued that even in challenging working environments 
and conditions, commitment is strengthened when organizations acknowledge 
employees' sustained efforts. 
 
In contrary to these academic findings, a common practice of organizations of providing 
the same level of acknowledgment and affirmation to everyone, like issuing identical 
certificates of recognition to a number of employees may feel “mechanical” or done 
without the involvement of personal feelings (White, 2014). Some employees also prefer 
to have their recognition privately done instead of doing it publicly since it raises levels of 
uncomfortableness to a certain extent (Blegen et al., 1992). Brun & Dugas (2008) also 
noted that ineffective or inconsistent recognition practices could lead to perceptions of 
favoritism, potentially harming team cohesion and creating division among employees, 



225 
 

Ignatian International Journal for Multidisciplinary Research            Vol 3 No 1          January 2025         www.icceph.com 

 

while Deci et al. (2001) argued that habitual recognition practices and excessively 
frequent employee acknowledgment can be unsustainable in the long term as unrealistic 
and impractical expectations of continuous affirmation and acknowledgment may be 
created and established to the minds of employees. 
 
In summary, these results show that recognition can still be an important determinant 
factor for an employee's intent to stay in a life insurance agency. Recognition of the efforts 
done by the employees creates appreciation, making them feel proud, as this provides 
respect in their working group or workplace. Regularly underlining employee commitment 
and dedication keeps their purpose in place, affirms their efforts, and forms a motivational 
cycle that bolsters not only morale but also productivity.  

 
An organization is assured of appreciation, trust, and loyalty through continuous 
acknowledgment of the quality of work and individual contributions of its employees. In 
implementing a sustainable recognition culture through these practices, it will provide a 
positive work environment with appreciated employees whose contributions are valued, 
thereby creating more heightened employee commitment to the organization. 
 
Rewards 
 
Employee retention is a key issue in any organization, especially in fields that require 
technical expertise and relationships with clients, such as life insurance agencies. The 
establishment of efficient reward systems, both monetary and non-monetary (Wasiu & 
Adebajo, 2014, as cited by Noor et al., 2020) is among the largest contributors to 
employee satisfaction and lower turnover rates.  
 
In fact, salaries, bonuses, and commissions are the traditional and most substantial 
motivational factors at work. Competitive compensation packages have, in fact, been 
found to affect employee satisfaction and retention levels directly. According to Putra & 
Masdupi (2019), a reasonable pay structure decreases the intentions of turnover 
significantly since perceived fairness is attached to the mode of compensation. In a 
related vein, Terera & Ngirande (2014) and Shaw & Gupta (2015) observed that 
performance-based awards not only strengthen employee commitment but also reduce 
the tendency of quitting. These studies demonstrate the primary role that monetary 
incentives play in triggering satisfaction and loyalty within organizations. 
 
Interestingly, the pillar of Rewards as shown in the results, is the most significant driver 
of financial advisors’ intent to stay within life insurance agencies with a composite mean 
of 3.31. All elements concerning rewards, both monetary and non-monetary aspects, are 
strongly affecting the commitment of employees, highlighting their heightened desire to 
stay within their organizations. However, the agencies’ provision of a competitive 
compensation and benefits structure poses as a factor with the highest level of agreement 
among financial advisors, with the total mean score of 3.40. 
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Table 8 
Assessment of Rewards as a driver on employees’ intent to stay within life insurance 
agencies 

INDICATORS (REWARDS) MEAN INTERPRETATION 

The financial incentives offered by my organization 
meet my personal demands and expectations. 

3.28 Strongly Agree 

The compensation and benefits structure of the 
organization is competitive. 

3.40 Strongly Agree 

My organization provides valuable non-financial 
rewards (e.g., flexible working hours, career 

development opportunities, etc.). 
3.26 Strongly Agree 

Non-financial rewards encourage positive work 
environment. 

3.27 Strongly Agree 

The organization provides innovative reward 
mechanisms to retain employees. 

3.35 Strongly Agree 

COMPOSITE MEAN 3.31 Strongly Agree 

 
The structure of the competitive compensation and benefit systems is most important, for 
it is through such structure that the employees consider its merit as direct recognition and 
manifestation of their worth and contributions to the organization. In addition to these 
monetary incentives, the offering of various valuable non-monetary benefits, such as 
flexible working conditions, career enhancement opportunities, and a friendly working 
atmosphere, reinforces employees' motivational level and feeling of involvement. These 
non-monetary compensations, along with pioneering retention mechanisms, form one 
comprehensive system that satisfies all the professional and personal needs of 
employees, thus making a contribution to long-term satisfaction. 
 
However, reward systems have their downfalls as well. For example, overemphasized 
monetary rewards weaken intrinsic motivation, which causes a decrease in job 
satisfaction over a certain period Deci et al. (1999). This can also, as De Gieter & 
Hofmans (2015) noted the case, give rise to perceived inequities in the distribution of 
rewards, associated dissatisfaction and increased turnover intentions in some cases. 
Considering the research of Shaw & Gupta (2015), performance-based financial 
incentives might also encourage employees to just focus on short-term results, 
highlighting that long-term organizational objectives and ethical considerations were no 
longer given priority. These various issues reflect some of the complexities of designing 
and operationalizing reward systems effectively. 
 
Thus, sustainable rewarding practices ensure that employees are motivated and their 
loyalty to the organization is retained consistently over time. It includes sustainable 
practices such as transparency in reward systems, rewards that are in line with individual 
and organizational goals, and continuous adjustment of reward strategies in line with 
market trends and employee expectations. These will ensure not only fairness and 
competitiveness but also a culture of continuous appreciation and growth. By putting both 
monetary and non-monetary rewards under one umbrella, life insurance agencies can 
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establish an environment for valuing and motivating employees on personal and 
organizational success. 
 
Drivers Influencing Employees’ Intent to Stay 
 
In summary of the 3Rs pillar of employee retention as drivers influencing employees’ 
intent to stay, fair and transparent renumeration system, which falls under the Rewards 
Pillar, is still believed to be the greatest key motivator for employee retention given its 
high mean score of 3.28. However, improvements should be made in areas of respect 
and recognition, since these factors got the lowest, but still acceptable mean scores of 
3.13 and 3.08 respectively. 
 
Table 9 
Assessment of the drivers influencing employees’ intent to stay within life insurance 
agencies 

INDICATORS (DRIVERS INFLUENCING 
EMPLOYEE’S INTENT TO STAY) 

MEAN INTERPRETATION 

Respect from peers and management influences my 
decision to remain in the organization. 

3.13 Agree 

Recognition of my work practices and results 
motivates me to stay in the company. 

3.08 Agree 

A fair and transparent reward system, whether 
monetary or not, strengthens my intent to stay. 

3.28 Strongly Agree 

The combination of respect, recognition, and rewards 
makes me feel more valued and committed to stay in 

the organization.  
3.29 Strongly Agree 

The organization’s efforts to ensure sustainable 
programs concerning respect, recognition, and 

rewards are in place positively affect my intent to stay. 
3.33 Strongly Agree 

COMPOSITE MEAN 3.22 Agree 

 
On a positive note, financial advisors acknowledge that the 3Rs pillar, when combined 
and holistically utilized, also strengthens their commitment to remain in their life insurance 
agencies, given that the firms they belong consistently provide and ensure that 
sustainable programs concerning these drivers are in place. To ensure the effectiveness 
of these drivers, organizations must adopt sustainable practices that holistically address 
the collective 3Rs pillar of employee retention. By integrating these sustainable measures, 
life insurance agencies can effectively align their organizational goals with employee 
expectations, ensuring not only retention but also heightened engagement and 
productivity. The combination of these practices highlights the importance of a strategic 
and balanced approach to addressing employees’ needs, solidifying their commitment to 
the organization over the long term. 
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Conclusions 

The findings of this study zero in on the vital part the 3Rs Pillar, or Respect, Recognition, 
and Rewards, plays in the life insurance agencies, as well as in Pru Life – UK, in relation 
to the retention of employees.  

Respect was noted as being a core component; after all, an organizational culture 
featuring mutual respect, for instance, would express that trust and satisfaction of 
employees can be highly increased while at the same time reducing turnover intention. 
Policies concerning fairness, autonomy, respect for professional boundaries, zero 
tolerance for harassment, and open communication are other ways to build such an 
inclusive, positive work environment that enhances employee loyalty. 

As the second pillar, recognition deeply affected employee engagement and intent to 
stay. Personalized, meaningful recognition of employees' contributions, work practices, 
and achievements were seen important, reinforcing perceptions of their critical value to 
the organization. However, generic or trite approaches can diminish the sincerity 
associated with this area. Tailoring recognition to individual needs and accomplishments 
ensures a more engaged and satisfied workforce. 

It further points out that rewards, both monetary and non-monetary, play an important role 
in motivating employees and sustaining their commitment. Competitive remuneration 
packages, complemented by non-monetary benefits such as career development 
opportunities and flexible conditions of work, were identified as key factors contributing to 
retention. However, the results also call for caution against an excessive emphasis on 
monetary motives so as not to crowd out intrinsic motivation and organizational objectives 
in the longer run. A well-designed, judiciously developed reward system can help address 
career desires and psychological needs of the employees, consequently leading them to 
satisfaction and motivation at work. 

Therefore, it is important to consistently review and utilize the components of the 3Rs 
Pillar as it offers a significant and comprehensive framework to help address retention 
challenges and attrition-related issues in life insurance agencies, known for being 
particularly competitive and having high-pressure environments. Organizations can 
significantly create a stable, engaged, and high-performing workforce that is necessary 
for organizational sustainability and growth with the right and holistic implementation of 
Respect, Recognition, and Rewards as the founding elements in developing job 
satisfaction and loyalty. 

Recommendations 

The 3Rs pillar suggests that the first step in strengthening employees' retention in life 
insurance agencies means first creating a culture of respect; it should be further 
influenced by policies that breed an atmosphere of inclusion, transparency, and zero 
tolerance for harassment. This also calls for regular training programs aimed at instilling 
behaviors of a respectful workplace within employees and leadership alike. 
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Recognition should be personalized to meaningful programs that allow the individual 
contribution and achievement to be shown. By avoiding too general practices of 
acknowledgement, recognition will be sincere and will have more impact, further building 
a sense of belonging and commitment among employees. 

As for rewards, agencies must develop competitive and balanced packages that offer 
compensation with a component of non-monetary compensations such as providing 
opportunities for career growth and flexibility in working conditions. Support for work-life 
balance should also be assured. It is important to bear in mind that these reward systems 
would need regular review and adjustments matching employee expectations and 
organizational objectives. Mechanisms for continuous feedback must also be established 
for continuous employee inputs on how respect, recognition and reward practices can be 
further refined. 

It also considers the role that might be played by leadership development in putting into 
practice the framework of the 3Rs. The training programs for leaders should help them 
be informed and skilled to identify employee welfare, have congruence in practice, and 
have an enabling environment. Long-term effects on employee satisfaction and 
organizational performance need further study. For instance, there is a need to see how 
the individual employee's characteristics moderate their responsiveness to the 3Rs Pillar. 

With these insights in mind, there is truly a significant need to conduct future research 
and study regarding this matter, especially in exploring the long-term impact of the 
company initiatives done in relation to the 3Rs pillar. It is also vital to explore other 
industries, on top of the goal to understand more the connection between employee 
characteristics and their responsiveness to the individual components of the 3Rs pillar of 
employee retention. The researchers also recommend the use of other quantitative 
methodologies, employment of a qualitative research approach, or a combination of both. 

With the aforementioned steps, life insurance agencies can reduce retention problems 
and recruitment costs while keeping service quality at a high level to attain stability and 
sustainability of the organization. 

Compliance with Ethical Standards  

The researchers adhered to ethical principles and guidelines in accordance with the Data 
Privacy Act of 2012 throughout the study to ensure reliability and trustworthiness. To 
proceed with the data collection process, the researchers secured and obtained formal 
approval of the following consent and permissions: 1) authorization from the branch 
management to include their branches as subjects of the research; 2) approval to use the 
institution’s name in the study; 3) permission to conduct surveys with their employees; 
and 4) informed consent from the participating financial advisors. 

Relatively, the objectives of the study were clearly explained to all individuals involved, 
while giving them the assurance that their involvement was strictly voluntary, and their 
responses will remain confidential. In compliance with existing privacy guidelines, the 
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researchers warrant that the collection of sensitive personal information was eliminated 
in the process of data gathering. 

During the data collection procedures, the researchers strictly and carefully followed 
guidelines concerning responsible and ethical research mechanisms. This involved 
treating all participants with respect and fairness, and safekeeping the survey data in 
secured storage including encrypted online drive to prevent unauthorized access.  

Lastly, no conflict of interest exists in the conduct of the study, plagiarism was strictly 
avoided, there was no bias in the interpretation of the findings, and that the results were 
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