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LIMRA’s experience working with
many types of companies in the
global financial services industry,
in addition to our knowledge of

different positions in the
industry, has led us to develop a
process by which we assess
various positions to help
companies effectively hone in on
the competencies required to
perform successfully on the job.




The role of
financial services
sales is very
unique — and to
be successful at it
one must truly
understand the
competencies and
skills required of
successful sales
representatives.



It’s not only imperative we
understand the competencies
and skills required for success,
but also how those skills are
directly tied to successful
performance on the job.

This is especially key when
companies are looking to
improve sourcing and
recruiting practices.
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How does one recruit and accurately identify
candidates who have exhibited competencies
that drive successful performance?







EERR [N our business practice, we use a mode|

> ‘v called The Performance Pyramid to identify

B clevant competencies that directly relate to

’t‘ performance objectives, thereby creating a v

& Performance based profile. This profile then {8
B becomes the root of sourcing, recruiting, 2

B selection and assessment.
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In other words,
starting with end
result in mind, we
can successfully build
a recruiting practice

at the start that will
deliver candidates
who closely match
the model of success
we strive for.
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In addition, the outcomes of
the profile exercise also lead
to specific skills and training
needs that should be in-
corporated into on-boarding
and existing training and
development programs for
new producers.




What we typically find in working with companies
is that the tendency is to immediately create a list

of the competencies we think someone needs to
have in order to do “the” job.




So most work from the bottom of the
pyramid up — or more frequently, just
stop at what they feel are competencies,
and try to hire to that.




Our professional opinion is that this happens in a
vacuum, without any direct links to what is actually
needed for successful performance on the job.




The Performance
Pyramid Model

Personal Characteristics/
Competencies




OUTCOMES

The Pyramid is based on the key
outcomes required of someone
in the role.

For example, for the role of
sales representative, the
outcomes might be defined as:

v Achieving a specific level of
premium (measured in SS)

v’ Earning a specific amount of
commissions (measured in

59)

v’ Lapse rates or ratios
(quantified)

v Reaching club membership
goals (quantified)



JOB SKILLS




BEHAVIORS

The next building block of the
Performance Pyramid consists
of Behaviors. In other words,
what are the specific key
behaviors required of a sales
representative to enable them
to complete the Tasks, which
will then allow them to reach
the Outcomes required of the
position? Behaviors may
include:

v’ Effective communication
v’ Successful negotiating

v’ Detailed and concise
planning



SKILLS AND ATTRIBUTES




We pay people to achieve the Outcomes.

We manage people to accomplish
the required Tasks.

We coach and develop people to
help them perfect the Behaviors.

We recruit and assess individuals based on the
Personal Characteristics they bring to the job.




By starting at the top of the Pyramid and working down
to the Personal Characteristics, we can be assured that
the personal characteristics identified are tied to the
desired outcomes of the job — enhancing the
predictability and success of the overall process.

The following diagram illustrates The Performance
Pyramid Model in its entirety.

COMPENSATE 4 OUTCOMES

BEHAVIORS

PERSONAL
CHARACTERISTICS/
COMPETENCIES




By using the Performance Pyramid to identify
competencies necessary for success in specific
financial services positions, we enable ourselves
to become experts at understanding various
roles in the industry, and the responsibilities of
those roles as they relate to the outcomes and
successful performance expected on the job.




RIGHTChOICce SYSTEM

Make the right choice when it comes to
your hiring and selection tools.

To contact LL Global about the RightChoice
system please email us at:
talentsolutions@limraloma.com

Check out RightChoice today at
https://www.limra.com/rightchoice

/ LL Global, In¢.
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