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Women's Advisor Development
Initiative

Internal recruiting, training, retention, and career-path report

Prepared for internal leadership discussion

July 13,2026

Purpose of this report

Evaluate a structured early-career pathway that
increases women's awareness of financial planning,
recruits qualified candidates into client relationship
roles, and develops successful hires toward Principal
Advisor, office leadership, or headquarters wealth-
management positions. The recommended program
is inclusive: outreach may intentionally expand the
pool of women applicants, but hiring and promotion
decisions must remain open to all qualified
candidates and based on job-related criteria.

This document is a strategic discussion draft, not legal, tax, securities, or human-resources advice. Employment counsel and broker-dealer/RIA
compliance should review the final program design and all recruiting materials.
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Executive Summary

Recommendation. Proceed with a small pilot, positioned as an inclusive early-career advisor-development program
with dedicated outreach to women on college campuses. InVestra should compete on a transparent apprenticeship
model: salary plus measured upside, paid licensing and CFP support, real client exposure, senior sponsorship, and a
documented path to Principal Advisor, office lead, or headquarters wealth manager.

Core business case. Women represent a majority of the U.S. undergraduate population but remain materially
underrepresented among personal financial advisors and CFP professionals. At the same time, the occupation has
strong pay and growth potential, while the industry reports very high rookie failure. This combination creates both
a recruiting opportunity and a design obligation: InVestra can access an underrecruited talent pool, but only a
disciplined training and retention system will convert interest into durable advisor capacity. [1]-[6]

58% 32.8%  238%  .72%

Women among U.S. Women among personal Women among CFP . L.
. . i . Reported rookie failure rate
undergraduates financial advisors professionals o
Cerulli public summary [6]
NCES, fall 2021 [4] BLS, 2025 annual averages [2] CFP Board, July 2026 [3]

Important correction to the original framing. The strategic alternative is not "InVestra mobility versus no mobility
at a big-box firm." Large firms may offer strong training, benefits, brands, technology, and legitimate advancement.
InVestra's defensible advantage is a more visible and individualized route to client responsibility, leadership,
enterprise value, and potentially a local office - provided those promises are specific, funded, consistently
administered, and subject to regulatory approval.

Decision in one sentence

Launch a gender-aware but legally inclusive pipeline;
remove the industry's common early-career failure
points; and make advancement milestones objective
enough that candidates can see exactly how client-
relations work becomes an advisory career.

Recommended pilot at a glance

e Cohort: 4-6 paid interns or entry-level Client Relationship Associates recruited through general campus
channels plus women-focused professional and student organizations.

e Compensation: base salary, benefits, and milestone bonuses; no commission-only first year and no
requirement to arrive with a personal prospect list.

e Development: 24-month curriculum covering service, planning, communication, operations, ethics, technology,
licenses, and supervised client work.

e Advancement: published gates for Associate Advisor, Client Relationship Advisor, Principal Advisor/Office
Lead, and Headquarters Wealth Manager.

e Retention: named mentor, executive sponsor, realistic job preview, monthly feedback, exam support, and
workload/flexibility standards.

e Governance: HR, employment counsel, and compliance approval before external launch; quarterly cohort
scorecard and pay-equity review.
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1. Market and Talent Opportunity

A large talent pool is not converting into the profession

The education-to-profession pipeline shows substantial leakage. Women were 58% of U.S. undergraduates in fall
2021, yet women accounted for 32.8% of personal financial advisors in the BLS 2025 annual-average occupation
table and 23.8% of CFP professionals as of July 1, 2026. Men represented the corresponding 42%, 67.2%, and
76.2%. These figures describe representation, not ability; they indicate that a majority talent pool is not entering or
advancing through financial advice at comparable rates. [2]-[4]

Gender representation across the education-to-advisor pipeline

U.S. undergraduate 58% 42%
enroliment

Personal financial 32.8% 67.2%
advisors

CFP professionals 23.8% 76.2%
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Sources: NCES fall 2021 undergraduate enrollment; BLS 2025 annual averages; CFP Board demographics updated July 1, 2026. Percentages
use each source's own population and methodology. [2]-[4]

The career itself is economically attractive

The BLS reports a 2024 median annual wage of $102,140 for personal financial advisors, 10% projected
employment growth from 2024 to 2034, and about 24,100 openings per year. The occupation typically requires a
bachelor's degree and long-term on-the-job training; BLS notes that new advisors often train under senior advisors
for more than a year. [1]

Awareness is a solvable recruiting problem

CFP Board's 2025 research found that only 24% of surveyed women college students were extremely or very
familiar with financial planning as a career. After respondents learned about the profession's human-centered
work, the share at least somewhat interested rose from 38% to 65% - a 27-point increase. The same research
found that 76% viewed the relationship dimension as appealing, and 67% said salary-based compensation with
upside would have a major or significant effect on attracting entrants. [5]

Recruiting implication

The first message should not be "sell investments." It
should be: learn to help families make consequential
decisions, build trusted relationships, solve complex
life problems, and earn increasing responsibility and
income through a defined professional pathway.

2. Why InVestra Can Be Distinctive

Strategic fit. InVestra publicly emphasizes financial planning, asset management, estate planning, retirement
planning, risk management, and women's wealth. A client-relations-to-advisor academy would therefore reinforce
the firm's existing client proposition rather than create an unrelated employer brand. InVestra also discloses that
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securities are offered through LPL Financial and investment advice through Independent Advisor Alliance, so
curriculum, titles, licensing, office arrangements, communications, and supervision must align with those entities'

requirements. [10]

Boutique pathway versus a large national firm

Dimension

Potential InVestra advantage

Typical large-firm strength / trade-off

Senior access

Role breadth

Career visibility

Economics

Autonomy

Infrastructure

Risk

Direct exposure to owners and lead advisors;
faster feedback and sponsorship.

Early exposure to planning, service, operations,
business development, and leadership.

A small number of clearly named seats can
make milestones and succession tangible.

Potential path to enterprise value, office
leadership, and closer connection between
client value and compensation.

More ability to shape client experience, niche,
schedule, and local practice within supervision.

Agility and personal accountability.

Program quality is visible and can be changed
quickly.

More layers, but often a deeper bench of
specialists and formal managers.

Specialized roles can build depth, but may
narrow early exposure.

More total roles and geographies, but
promotion paths can be standardized or
competitive.

Stable benefits, brand-supported leads, and
established compensation systems; ownership
economics may be limited.

Strong platforms and controls, with less local
discretion in some models.

Usually stronger technology, research, training
scale, product breadth, compliance, and brand
recognition.

A smaller firm can overpromise, depend too
heavily on a few mentors, or lack capacity
unless the program is funded and documented.

Evidence note: Cerulli reports that advisors are drawn to independent affiliation models for higher payout (91%), the ability to build financial
value in an independent business (75%), and greater autonomy (73%). Those data describe advisor preferences, not guaranteed InVestra
outcomes. [7]

3. Male vs. Female Statistics and Interpretation

Do not sell a false comparison

The recruiting promise should be "more transparent
ownership and leadership possibilities," not "large
firms have no mobility." Candidates will trust
InVestra more if the report openly acknowledges the
resources and legitimate career paths that larger
competitors can offer.

Population / measure

Women Men

U.S. undergraduates, fall 2021

Personal financial advisors, 2025 annual
averages

CFP professionals, July 2026

Interest after a human-centered career
explanation

Career satisfaction among women CFP
professionals

Interpretation

58% 42% Women are the larger college recruiting
pool. [4]
32.8% 67.2% Women are underrepresented in the
broad occupation. [2]
23.8% 76.2% Representation narrows further at a
major professional credential. [3]
38% to 65%* Not reported Awareness and message design
materially changed interest among
surveyed women students. [5]
93% Comparable male figure not  The career can deliver high satisfaction

reported in cited summary

for women who enter and persist. [5]
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* Percentage of surveyed women college students at least somewhat interested in a financial-planning career, before and after learning about
its human-centered aspects. The study did not provide a matched male comparison in the cited findings. [5]

What the data do and do not prove

e They support a market-access thesis: women are abundant in the college talent pool and scarce in advisory
roles.

They do not prove that one gender is inherently more ethical, empathetic, analytical, productive, or likely to
succeed.

Client gender matching should not be overstated. CFP Board reports that 80% of surveyed women were
gender-agnostic about advisor gender; clients prioritized competence, communication, track record,
certification, listening, and understanding. Some women value shared life experience or demographic
background, so team diversity can still broaden trust and relatability. [8]

We did not identify a reliable current public source that reports directly comparable male-versus-female rookie
failure rates. InVestra should collect and review its own cohort data without assuming that women will fail at a
higher or lower rate.

4. Industry Failure Rate and How to Beat It

The benchmark. Cerulli's public January 2024 summary states that the financial-advisor rookie failure rate "hovers
around 72%." The public summary does not publish a precise denominator, gender split, or time window, so this
should be treated as a directional industry warning rather than a precise forecast for an InVestra cohort. [6]

Practical meaning of a 72% failure benchmark

A firm that merely recruits more people into a
traditional high-pressure, production-first model will
probably create more exits, not more advisors. The
competitive advantage is the development system,
not the recruiting campaign alone.

Likely failure points

Mismatch between the recruiting story and the daily reality of the job.

Commission-only or production-heavy economics before competence and client confidence are established.
Pressure to mine friends and family rather than learn planning and relationship management.

Insufficient mentoring, shadowing, case repetition, and supervised client exposure.

Unclear role progression; support staff perform more work but cannot see a path to advisory responsibility.
Licensing and certification costs, study time, or exam setbacks without structured support.

e Weak manager capability, inconsistent feedback, or tolerance for harassment and exclusion.

e  Workload and scheduling practices that make long-term careers unnecessarily difficult.

Evidence-based design direction. Cerulli recommends a natural progression from practice-efficiency work into
client-facing and asset-gathering responsibilities, supported by mentorship, exposure to successful advisors, and
training. LIMRA/Finseca research also emphasizes realistic job previews and shows that recruiting method and
recruiter quality affect retention. [6], [9]

InVestra retention countermeasures

Failure risk Program countermeasure Proof point / metric
Role misunderstanding Show a realistic week-in-the-life, compensation =~ Candidate signs realistic job preview; 90-
range, study load, client duties, and sales day expectation survey.

expectations before offer.

Early financial pressure Salary plus benefits and milestone bonus; Retention and exam progress by
gradually introduce revenue responsibility. compensation stage.
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Failure risk Program countermeasure

Observe, rehearse, co-lead, then lead meetings
using a competency checklist.

No client confidence

Paid study time, prep materials, tutoring, exam
fees, and a documented retake policy.

Licensing friction

Publish promotion gates, sample economics,
available seats, and decision calendar.

Invisible mobility

One mentor plus one executive sponsor; mentor
training; backup coverage.

Mentor dependence

Hybrid standards by role, predictable planning
weeks, anti-harassment enforcement, and
workload review.

Culture and flexibility

Selection mismatch Structured work samples and job-related scoring
rather than charisma, social network, or vague

culture fit.

5. Proposed Career Architecture

Proof point / metric

Number and quality of supervised client
interactions.

Pass rate, time to license, and attrition
after exam setbacks.

Time in level; promotion rate; reasons for
non-promotion.

Monthly contact completion; mentee
feedback; sponsor actions.

Engagement, leave return, complaints,
regrettable turnover.

Selection validity and first-year
performance by rubric score.

Use "Principal Advisor," not "Principle Advisor." The career map should identify what a person must demonstrate,
what licenses or credentials may be needed, how compensation changes, and whether advancement depends on
an available role, business capacity, or regulatory approval.

Stage

Campus Intern / Fellow

Client Relationship Associate

Associate Advisor

Client Relationship Advisor

Principal Advisor / Office Lead

Headquarters Wealth Manager
/ Functional Leader

Typical timing

0-6 months

0-18 months

12-30 months

24-48 months

4-7 years

5-10+ years

Primary work

Paid project and shadowing experience; financial
wellness education; CRM and meeting
preparation; realistic job preview.

Onboarding, service workflow, meeting
preparation, follow-up, client communication,
planning data, operations, and foundational
licensing.

Build plans, research alternatives, present
selected sections, conduct follow-ups, and
support business-development activity under
supervision.

Own a defined client segment or service model;
lead routine reviews; deepen relationships;
contribute to retention and responsible growth.

Lead a book, team, or approved office; mentor
associates; manage local economics and
community growth within firm supervision.

Serve complex clients, lead specialized planning,
manage teams, develop enterprise standards, or
support multi-office growth.

Advancement evidence

Offer-ready work sample,
professionalism, learning agility,
and demonstrated interest.

Service accuracy, communication
quality, ethics, exam milestones,
and positive supervised client
interactions.

Planning proficiency, required
registrations, case volume, client
feedback, and readiness review.

Client retention, planning quality,
revenue contribution,
compliance, and leadership
behaviors.

Sustained client outcomes,
profitable capacity, leadership
assessment, succession fit, and
branch/registration approval.

Advanced expertise, enterprise
contribution, leadership, risk
management, and business need.

Timing is illustrative. Titles, permitted activities, licensing, supervision, compensation, and office structure must be reconciled with the
applicable RIA, broker-dealer, insurance, state, and firm requirements. FINRA defines and regulates branch offices and offices of supervisory
jurisdiction; independent offices cannot be promised without approval and supervisory capacity. [10], [11]

Compensation principles

e Base salary sufficient to make the learning period viable, with benefits consistent with comparable internal

roles.

e Bonus metrics balanced across client service, skill development, team contribution, responsible growth, and
compliance - not raw production alone.
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e Published salary bands and promotion-related ranges; annual pay-equity review.

e Firm-paid or reimbursed licensing, CFP coursework/exam support, and protected study time with clear
repayment terms only if legally appropriate and plainly disclosed.

e Long-term upside tied to sustained client relationships and leadership, not pressure to transact.

6. Recruiting Strategy

Program positioning

Suggested employer proposition: "Start by learning how great client relationships are built. Develop planning and
advisory expertise under experienced mentors. Advance through published milestones toward leading client
relationships, an InVestra office, or enterprise wealth-management work."

Target channels - broad eligibility, focused outreach

e General university career centers, business schools, financial-planning programs, economics, accounting,
psychology, communications, education, data analytics, and liberal-arts departments.

e Women in business/finance organizations, professional associations, sororities, alumni groups, and campus
leadership programs - paired with general channels so recruitment is not exclusionary.

e Paid internship and externship programs that let students observe client work before committing to a full-time
role.

e Employee and client referrals with standardized evaluation; do not allow referral-heavy sourcing to become
the only route into the program.

e Career changers and returning professionals as a parallel talent stream. The strongest program should not
unnecessarily define "early career" as a narrow age bracket.

Message pillars

e Purpose: help people navigate life transitions, retirement, business decisions, family responsibilities, and
wealth.

e Professionalism: licensing, ethical standards, planning expertise, and a path to CFP certification.

e Relationship craft: listening, communicating complex ideas, preparing clients, and earning trust over time.

e Mobility: visible milestones and multiple destination roles, including leadership and specialized wealth
management.

e Economics: salary-based entry, upside as capability and responsibility grow, and potential long-term enterprise
value.

e Reality: the work includes study, detailed service, regulation, prospecting, difficult conversations, and
measurable accountability.

Selection system

e Application screen based on transferable evidence: service, leadership, follow-through, analytical work,
communication, and ethical judgment.

e Structured interview with the same scored questions for every candidate.

e Work sample: explain a financial concept in plain language, draft a client follow-up, and prioritize a mock
service queue.

e Behavioral scenario: respond to an anxious client, identify when to escalate, and demonstrate confidentiality
and judgment.

e No expectation that entry-level candidates bring affluent family contacts or a ready-made network.

e Adverse-impact and consistency review of sourcing, screening, offers, and compensation.
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7. Legal, Compliance, and Reputation Guardrails

Critical employment-law guardrail

EEOC guidance states that job advertisements
showing a preference for "females" or "recent college
graduates" may discourage men or people over 40
and may violate the law. InVestra may expand
outreach to underrepresented groups, but
advertisements, eligibility, selection, training, pay,
assignment, and promotion should remain
nondiscriminatory and job-related. State and local
laws may provide broader age protections. [12]

e Name the program around the work and pathway, not a protected class. Example: "InVestra Advisor
Development Program." A supporting internal objective may be to increase women's representation.

e Use inclusive language such as "students, recent graduates, and early-career or career-changing professionals"
rather than "young women only."

e Encourage women to apply through targeted outreach, role models, and events; do not reserve employment
seats by sex without specific legal advice.

e Ensure mentors, stretch assignments, client exposure, licensing support, compensation, and promotions are
administered consistently.

e Review testimonials and recruiting claims for securities-communications, privacy, and advertising
requirements.

e Do not guarantee an independent office. Describe it as a potential pathway subject to performance, business
need, licenses, registration, branch/OSJ structure, supervision, and approval.

e Establish a reporting channel and clear boundaries for mentor/mentee relationships, travel, social events, and
client interactions.

8. Pilot Design and Scorecard

Twelve-month launch plan

Phase Key actions

0-60 days: Design Confirm role architecture, permitted activities, compensation, budget, mentor capacity,
compliance requirements, selection rubric, and promotion gates.

60-120 days: Build Develop realistic job preview, campus materials, work samples, manager training, curriculum,
exam support, and measurement dashboard.

4-7 months: Recruit Run general and women-focused outreach; hold career discovery events; select a 4-6 person
cohort using standardized assessment.

7-12 months: Launch Onboard as a cohort; assign mentors and sponsors; start service and planning rotations;
complete 30/60/90-day reviews.

End of year one: Decide Compare retention, skill attainment, exam progress, manager capacity, client experience, and
cost against continuation criteria.

Proposed internal targets - illustrative, not guarantees

\pplicant pool At least 50% women applicants while maintaining broad outreach and open eligibility.

election quality 100% of candidates evaluated with the same structured interview and work sample.
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Dne-year retention 85% or better for the pilot cohort.

"hree-year retention 70% or better, compared with the industry's adverse rookie-failure benchmark.

Development

90% complete stage-appropriate training on schedule; documented remediation for exceptions.

icensing / credential progress 80% meet the agreed licensing or CFP-coursework milestone within the planned window.
“lient exposure Minimum supervised meeting/case volume before independent responsibility.

vViobility Every participant receives a twice-yearly readiness decision against published gates.

ay equity No unexplained gender gap in starting pay, bonus, development access, or time-to-promotion.
isk No material compliance event attributable to premature delegation or inadequate supervision.

9. Leadership Decisions Required

Is InVestra willing to fund a salary-based learning period rather than depend on immediate production?
How many mentors and sponsors can provide consistent weekly capacity without harming client service?
Which destination roles actually exist over the next five years, and how many seats are plausible?

What does "own office" mean economically and regulatorily within the current LPL/Independent Advisor
Alliance structure?

Which licenses, registrations, and insurance appointments are required at each stage?

What client work may be delegated at each stage, and who documents supervision?

7. What objective standards will distinguish promotion readiness from an unavailable seat or a business-capacity
constraint?

What compensation bands and long-term economics can be disclosed credibly to candidates?

9. Who owns the scorecard and has authority to correct manager, pay, or access disparities?

MNP

o

©

Final recommendation

Approve design of a 4-6 person pilot, contingent on
a written career map, salary-plus-upside
compensation, protected training capacity,
compliance approval, and quarterly retention/equity
reporting. Do not launch a women-focused
marketing campaign until the underlying
development system is ready to keep the people it
attracts.

Sources and Notes

[1] U.S. Bureau of Labor Statistics, "Personal Financial Advisors," Occupational Outlook Handbook. 2024 median pay and 2024-2034 outlook.
Source

[2] U.S. Bureau of Labor Statistics, "Employed people by detailed occupation, sex, race, and Hispanic or Latino ethnicity," 2025 annual averages.
Personal financial advisors: 32.8% women. Source

[3] CFP Board, "CFP Professional Demographics," updated July 1, 2026. Gender: 76.2% male, 23.8% female, less than 0.1% non-binary. Source

[4] National Center for Education Statistics, "Undergraduate Enrollment." In fall 2021, women were 58% and men were 42% of undergraduate
enrollment. Source

[5] CFP Board, "Advancing Women in Financial Planning," 2025. Findings on familiarity, interest, relationship appeal, career satisfaction,
mentoring, flexibility, compensation, and certification support. Source

[6] Cerulli Associates, "The Financial Advisor Industry Has a Headcount Problem," January 16, 2024. Public summary reports a rookie failure
rate around 72% and recommends progressive responsibility, client exposure, mentorship, and training. Source

[7] Cerulli Associates, "U.S. Broker/Dealer Marketplace 2025." Public summary cites higher payout, enterprise value, and autonomy as major
attractions of independent affiliation models. Source
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https://nces.ed.gov/programs/coe/indicator/cha
https://www.cfp.net/-/media/files/cfp-board/knowledge/reports-and-research/womens-initiative/advancing-women-in-financial-planning-cfp-board-2025.pdf
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[8] CFP Board, "Building Wealth: Insights on Women's Aspirations and Growing Financial Power," 2025. Findings on advisor-gender
preferences, shared experience, competence, communication, certification, and empathy. Source

[9] Finseca and LIMRA, "The Path to Improving Retention," 2022. Findings on realistic job previews, recruiting sources, coachability, and
retention systems. Source

[10] InVestra Financial website and team disclosures. Services include financial planning, asset management, estate planning, retirement, risk
management, and women's wealth; securities and advisory affiliations are disclosed on the site. Source

[11] FINRA, Rule 3110 and branch-office registration guidance. Offices and supervisory locations are subject to firm classification, registration,
supervision, and inspection requirements. Source

[12] U.S. Equal Employment Opportunity Commission, "Prohibited Employment Policies/Practices." Guidance addresses discriminatory job
advertisements, recruitment, hiring, training, promotion, pay, and age/sex considerations. Source

Data caution: Sources use different populations, methods, and reference periods. BLS occupation estimates, CFP certification counts, and NCES
enrollment figures should not be combined as if they were a single longitudinal cohort. The charts are intended to illustrate representation gaps,
not causal conversion rates.
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