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How is remuneration used in Bank, Financial, and Insurance companies to retain 
employees in France and Kosovo?

1. INTRODUCTION

In this Bachelor Thesis paper, we have illustrated the facts and explored the current situation 

with regard to remuneration used in Banks, Financial Companies, and Insurance Companies 

in order to retain their employees. This paper is mainly focused on the territory of France and 

Kosovo. These countries vary a lot in how the state is organized, history, culture and private 

sector, which made our Bachelor Thesis include a great variety of situations. Kosovo is a 

post-war country in the transition phase that has a poor private sector with a great number of 

people seeking for a job and small number of job-openings. France as a developed country 

has high standards of educational system, very developed private sector, and low percentage 

of unemployment. Hence, in both countries there are different circumstances which will be 

further explored in the following sections.

1.1 Background

  The labour market is a market like the other ones. In one side, employees sell their work 

force and their experience, qualifications, skills, and proficiency; in the other side, companies 

try to catch employees they think the most efficient, the most valuables for the company. 

   If in average job opportunities there is less numerous than demand of employment, it is not 

the case for some specific skills. Especially for Highly qualified jobs, like top managers or 

engineer. 

  So when a specific profile is required, its value increases and there is a competition between 

companies to catch him. Indeed the staff efficiency takes a large part in the company success. 

              “The market, not your company, will ultimately determine the movement of your 

employees” P.Cappelli1.

  But sometimes you do not find your golden employee on the market. Thus you have to look 

in other companies, find him, and try to attract him. Therefore if a company tries to hook an 

                                                
1 Cappelli, P. (2000)
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employee within another company, this second company needs to develop process to retain its 

key employees. Talent shortage is particularly true in Bank, Insurance, and Financial 

companies, where new stakes as baby boom retirement and new laws create tensions on the 

labour market2.   

  According to Anders Hytter3, there are six ways to retain employees: Remuneration, 

Training and development of skills, Management of careers, Work life balance, Physical 

working conditions and Leadership style as a way to motivate. Company needs to use some of 

them in order to retain strategic employees.

  Therefore, having efficient solutions to conserve the staff provides a competitive advantage. 

To the contrary, losing an important employee may have negative effect on the production 

and entail delays in the projects. When you lose an employee, you lose experience and 

investment in his formation. Finally finding a new one can take a lot of time for the Human 

Resources and be very expensive. Generally, we consider that the cost to replace a high 

qualified worker is situated all-inclusive, between one and a half and two years of annual 

paid4. Thus developing retention process is becoming healthy in a world where competition 

and mobility increased and where success depends more of individual.

1.2 Problem discussion

Remuneration is an important factor in retention strategies. Thus wages paid is a significant 

criterion to choose a company and to stay inside it. According to a survey, 22% of workers 

think that wages paid is the first argument to choose a company and 21% think that it is also 

the first argument to stay in a company5. 

L’O.Connell6 identifies 12 sources of psychic incomes, which permit to attract and retain high 

qualified employees. Some of these psychic incomes are directly linked to remuneration stock 

option or pay equity. So in our research, we choose to present the role of remuneration in 

retention strategy. 

L’O. Connell survey is focused on High Tech companies. This kind of company is 

characterized by high level employees, important mobility and high competition. According 

                                                
2 Michael Pages (2006)
3 Hytter, A. (2007)
4 Curtis.S & Wright.D (2001)
5 O'Connell, N. L. (2001)
6 Ibid, (2001)
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to this mater, Bank, Insurance and Financial companies are a good example as well, because 

situation is almost the same. Both are industries in rapid extension. These companies need 

efficient staff to continue to grow and required skills are pretty the same across different 

corporations.  Most of these companies lack efficient managers, unemployment is low, and so 

concurrence is rough to attract staff7. We believe that Bank, Insurance, and Financial 

companies market is relevant to present the need of employee’s retention. So our study will 

focus on this market.

Remuneration provides satisfaction and has a positive effect on commitment, motivation and 

performances. Heneman and Schwab8 where the firsts to conceptualize pay satisfaction, they 

suggest four elements of remuneration; pay level, pay rises, benefits and structure combined 

with administration; it is a multidimensional construct9. But pay equity10 and knowledge 

about the pay11 are also efficient to increase satisfaction and decrease turnover12. It could be 

interesting to show how companies use these elements.

  The most popular retention mechanism today is compensation, like pay increase, retention 

bonus or stock options13. But every solution has limitations: retention bonus is efficient for 

short time retention, stock-option is efficient for long time retention, but employee has only 

little impact on the option value. 

  Thereby, if remuneration is widely used, but with positive and negative effects, we would 

like to understand how companies use remunerations to retain employees. What are the 

advantages and the limits of using retention in thus two countries?

  Fong and Schaffer suggested that both individual cognitive factor and contextual factor 

influence perceived dimensionality of pay satisfaction. They highlight differences between 

Hong-Kong students and U.S Students because their cultures are different. U.S students are 

individualistic whereas Hong Kong students are more collectivistic14. Therefore, we would 

like to present if companies from France and Kosovo are in matter of perception of pay 

satisfaction, closer to those of Honk Kong or of USA. 

                                                
7 Robert Half (2007)
8 Herman and Schwab (1979,1984)
9 Fong, S. and Shaffer, M. (2003)
10 O'Connell, N. L. (2001)
11 Mulvey, P. W., LeBlanc, P. V., Heneman, R. L. and McInerney, M. (2002)
12 Ibid. (2002)
13 Cappelli, P. (2000)
14 Fong, S. and Shaffer, M. (2003)
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A reason for choosing French and Kosovo markets is that we think that two markets are 

widely different. It will allow us to show specificities of these markets. Thus, there is 

currently a competition to attract employees in order to win market shared in France, because 

staff provides an important competitive advantage. But there is also an attraction from foreign 

companies, especially Swiss, German, Luxembourg, and English ones, which have powerful 

companies15. In Kosovo, people are very happy to work in banks, finance and insurance 

companies because they pay more than other institutions and other organizations16. The 

competition is between international bank that pay more and national bank that pay less. So 

both of these countries has retention problem, but reason and stakes are different.    

While we are a multicultural thesis group, we have the possibility to have a good access to the 

companies and there specificities in our two countries: France and Kosovo. 

It is also noticed that efficiency of satisfaction in remuneration depends on the kind of job, the 

level of remuneration, and the age17. So, to improve efficiency of the pay package, it is 

interesting to understand how companies manage their retention process with the different 

constraints they meet, like employee’s culture and background.

So, if remuneration is a central element in retention process, if satisfaction provided by 

remuneration, depends on the culture and on the individual; how create a model which can 

help companies to improve usage of remuneration in retention process?

1.3 Research Question

According to the different possibilities of using remuneration retention, the purpose of our 

study is to explain how remuneration is used in bank, financial, and insurance companies to 

retain employees in France and Kosovo?

From this point of view, we will explore 3 sub-questions in order to find out what satisfies 

employees:

- How currently companies use remuneration in our two countries to retain employees?

- What elements of remuneration do the employees prefer in our two countries? 

                                                
15 Le Monde (06-12-23)
16 Interview: Baxha.I (07-12-26)
17 O'Connell, N. L. (2001)
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- How companies could improve their remuneration retention? What kind of employees will 

be the more receptive to the new retention process?

1.4 Objectives

According to the lack of study in the field of remuneration retention in Bank, Insurance, and 

financial companies in France and Kosovo, the aim of our thesis is to explain the situation, 

and to provide advices to improve retention. We would also like to describe the main 

differences and similarities in way of using remuneration in our two countries.

1.5 Theoretical and Practical relevance

This thesis has theoretical relevance because there are theories about leadership that were 

applied as our reference in our case study, and we will use them. But our study will also 

illustrate how those remuneration theories are used, and could be used in practice. Through a 

qualitative study we would like to know what companies offer to employees to retain them. A 

quantitative survey will permit to understand in which extend employees are satisfied by their 

remuneration and remuneration retention process.  

1.6 Limitation

We will focus on employees in Bank, financial and insurance companies, because the lack of 

skilled employees and the need of retention are especially true in these sectors.

Our subject will highlight situation in French and Kosovar, companies, because it permits to 

have two different situations, due to the specificities of these countries.

We will make interview in each of our two countries, but each interview could not cover all 

the research question, because people we will interview work in only one sector, in only one 

company, so we could not generalise results.

For most of companies, remuneration is a strategic and confidential topic. So interview we 

will realise, and document we will use could not be as transparent as expected.
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2 METHODOLOGY

This chapter is to describe the methodology that we used for our research. We will start with 

presentation of scientific approach, which is based in different research methods. We will 

present our validity of our study. 

2.1 Theoretical Approach

2.1.1 Positivist and Hermeneutics paradigms

Paradigm is the name given to the conceptual framework(s) within knowledge that produced. 

A paradigm is constituted, in part, by the rules which are generally accepted as necessary to 

follow in order to produce “good” knowledge. More significantly, a paradigm consists of the 

shared beliefs and assumptions of producer’s knowledge about what knowledge is, which 

shared beliefs an assumptions are institutionalized throughout support structures, such as 

universities, and through training.18

Positivist paradigm

Positivism is a concept created by August Comte in the 19th century. Positivism is based on a 

cause-effect relationship. The phenomenon (social and physical) has to be isolated. As the 

reality is infinite and chaotic, it needs therefore to be reduced and ordered to create models, 

systems and structures as a new representation. The models will be relevant if they 

correspond to reality19. Positivist research is expected to reach the objective reality, there is no 

interpretation. 

In our research we will use the positivist point of view to support our methodology in the 

writing of our thesis. 

Our theoretical research will permit to develop some assumptions that will be checked and we 

will experiment them through empirical research. The aim will be to testify the assumptions 

                                                
18       Jackson. N & Carter. P (2007)
19 Caicedo M. C, (07-11-06)
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in order to see if the reality corresponds to our predictions. As we study, two different 

countries sometimes we have to go out of our methodology and use redundancy for really no 

need-duplicated information’s.  

We are going to use the concept of paradigms for framework(s) within which knowledge is 

produced, so, it is necessary to follow in order to produce “good” knowledge20 and to be 

clearer during the illustration of the two different situations in two different states.

Hermeneutics paradigm

Within a Hermeneutic paradigm, we are going to write as the facts are, so that is just the 

interpretation of reality that as we can see. Facts and values are here together – not separated. 

Even in different countries the aspects, of our survey and our interview, and we have already 

the view that truth is relative can be changed in times to times.21

We are trying to put the meaning of reality in this thesis during working and gathering 

information. With our subject we are trying to produce some thing for our social life even 

comparing the two countries, situation and programs for retention in industry of banks, 

financial and insurance companies.

With our question we are making the problematic into the reality and we can see the situation 

as the others can see it. There is no objective true, every situation can be analyzed, and 

observed under different axes. 

2.1.2 Inductive, deductive, and abductive approach     

There are two mains approach for analyze empirical and theoretical results. 

The deductive research starts from theories and create assumptions, then we use an empirical 

study to valid of reject them. Deductive research is often linked to the positivist paradigm.  

The inductive research starts from empirical research like interview or questionnaire. These 

results permit to build up a theoretical model. It is the most common approach in social 

science. 

Abductive research is a mix of inductive and deductive research, so it is no really a new 

                                                
20 Jackson. N & Cater. P (2007)   
21 Caicedo M.H, (07-11-06)
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approach22. 

 2.1.3 Qualitative and Quantitative method

We use a quantitative method when we want a deeper understanding of a specific problem. 

Data analyze and questionnaire are often use for this kind of research. To be valid this kind of 

research need to be based on a large amount of respondents and on significant results.

Observation and interview are often qualitative. They can help to take distance with 

quantitative results and to understand the stake of quantitative analysis. We can also criticize 

quantitative research because they can be subjective, or not enough standardized.  

We can combine these two kinds of approach, so in our thesis, interview and documents will 

refers to a qualitative method, whereas data analyze from the questionnaire will refers to the 

quantitative method23.  

2.1.4 Type of study

We can observe four kind of study. We use an explorative study when we look for a basic 

understanding of a research subject. We use a descriptive study when our aim is to describe a 

phenomenon. We use a normative study when our objective is to provide advices. We use an 

explanatory study when we need a better understanding of a phenomenon, and when our 

objective is to explain and to describe this phenomenon. 

In our subject we will realize a normative and explanatory study.

2.1.5 Data collection

Theoretical data collection

Theoretical data collections are compound by secondary data. Secondary data are collected by 

others for another goal that our actual study.

We are using different kinds of theoretical data. We collected some of them during the first 

thesis seminars. To complete our research we use Library’s resources as Elin database; and 

                                                
22  Caicedo M.H, (07-11-06)
23  Ibid.( 07-11-06)
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Google’s research, keywords: France, Kosovo, Bank, Invest, Insurance, Financial, Retention, 

Attraction, Talent shortage, Remuneration, and Pay package. We use also survey realized by 

recruitment companies like “Robert Walter”, “Robert Half”, and “Michael Pages”; survey 

realized by Kosovo’s government and international institutions like “NATO”.  

Empirical data collection

Empirical Data collection is based on primary data. A primary data is collected by the 

searcher in the goal to use them directly, in the actual study. Our empirical data come mainly 

from questionnaire and interviews we realised.

2.2 Interviews 

We will realize two face to face interviews. This kind of interview permits to interpret body 

language, feelings, and voice intonations24. For France the goal was to understand retention 

process in a company who have a low turnover rate. So we selected the Credit Mutuel Bank.

We obtain an appointment with its Human Resource Director for agencies in east of France. 

We prepared previously about fifty questions, most of them were open. Questions where 

break down into four parts:

-What is the situation concerning employment structure? What are the stakes concerning staff 

for the next years?

-How do you manage attraction and retention process?

-What is the structure of the pay package?

-How do you use remuneration to retain employees? And other forms of remuneration 

retention?

Interview took place in HRD’s office the 24th December of 2007 between 2pm 05 and 2pm 

35. The atmosphere was fun-filled, and response seems to be exact, complete and sincere. 

For Kosovo the goal was to have a better understanding of retention problems in this problem.

So we made an interview with a manager at Insurance Companies Union. The interview was 

28 minutes long and we asked 6 open questions. 

                                                
24 Caicedo M.H, (07-11-06)
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2.3 Questionnaire

To realise the thesis we took part to a research project concerning retention in bank, 

insurance, and financial companies. The goal was to make a social and quantitative survey to 

collect information concerning intention to leave, work satisfaction, and retention. 

The research is carried out simultaneously in 10 countries: France, Canada (French speaking 

part), Belgium (French speaking part), Germany, Austria, Switzerland (German speaking 

part), Sweden, Taiwan, Finland and Kosovo. The project group consists of in total sixteen 

students supervised by our tutor Anders Hytter. To select questions each group read articles

about retention field and suggest questions, extract from our theoretical assumptions. 

Afterward questions are improved, and discuss in class. 

The final questionnaire is composed of 46 questions. First questions are about respondent 

background. They permit to rank respondent into different categories, for example according 

to the gender, the age, or the level of remuneration. Last questions are divided into six 

categories: Remuneration, Management of career, Training and development of skills, 

Leadership style as a way to motivate, Physical working condition, and Work life balance.

Some questions were open question, open questions are more precise but more difficult to 

analyze. So most of question were closed question, for this kind of question we use mainly a 

Liker scale. A Liker scale permits to have a rank between answers, the distance between 

answers is the same and we offer an odd number of possibilities to have a medium response. 

Generally we offer between 5 and 7 choices. The choices go from “totally disagree” to 

“totally agree”25.

When the questionnaire was done we made a translation and back translation in every 

languages use in the respondent countries. The back translation permits to be sure that the 

translated questionnaire is as close as possible to the original one. 

The target people are in the bank, insurance sector and investment companies. The contacts 

were selected after a prospecting by e-mails, mail, phone, and personal network. The aim is to 

collect 125 answers for each country involved in the research. In order to facilitate the contact 

and to gather the data, the questionnaire is available online with the Query and Report 

software.

The survey is distributed to different level of hierarchy, in small and large companies, in 

small and large towns, to different level of remuneration. People who received the 

                                                
25 Stafsudd. A (2007)



17

questionnaire have the possibility to submit it to other one. Kosovo receive 106 responses and 

France about 75. For every country, we try to have only respondent native to the country, and 

with scholar background in this country.

We analyze responses with the statistical software SPSS. In the analysis we were interested in 

looking at covariance between variables (bi variable analysis). To do so we used correlation 

analysis.

In a first time we check the significance in correlation, to have a reliable correlation, the level 

of significance need to be up to 95%. It means that there is less than 5% of chance that the 

correlation is due to random.

When we obtain significant results, we can check the level of correlation, if we obtain 0, there 

is no difference between the two elements. It we obtain a result between 0 and -1; increase an 

element has a negative influence on the second one. If the result is between 0 and 1, increase 

an element has a positive influence on the second one. Between 0 and 0,2 we have a weak 

correlation; between 0,2 and 0,5 we have a medium correlation; and between 0,5 and 1 we 

have a strong correlation. 

2.4 Validity and reliability

To test the validity of the questionnaire we made meetings with our tutor to receive advice.

When the questionnaire was done we asked to another expert to have his opinion concerning 

the relevance of the questioner. He was thinking that the questionnaire is valid and relevant. It 

is important to make a back translation to decrease miss interpretation due to the language,

and to be sure that each question can be understood only in one way

The reliability is influenced by the number of respondent. If there are not enough respondents, 

responses can be unreliable. Increasing the number of respondent can permits to improve 

questionnaire reliability.

2.5 Personal approach 

There is two of us in our group with different background, different countries. Edouard form 

France and Fatmir from Kosovo.

We have different culture, different educational background. Edouard completed technical 

studies with an internship in sales and marketing, and a second one in recruitment agency.

Fatmir completed economic faculty and CCNA (Cisco Certificate Network Association) and 
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has work experience with the OSCE (Organization for Security and Cooperation in Europe) 

NATO (North Atlantic Treaty Organisation) – British Army and Kosovo’s Government 

(Office of the Prime – Minister).

Our experience in the group makes as a good team to elaborate the subject of the thesis and 

our presence based in our lecture. We learned for Organisation and Leadership Theory and we 

attend the group that led us to our research thesis on retention and methodology

2.6 Summary

In our thesis we will mainly use Positivist paradigm and deductive research, because most of 

our hypothesis comes from theoretical studies. But in order to have a better understanding of 

the reality, we need also to use inductive research, because questionnaire and interview will 

also permits to create new assumptions, and to discover new possibilities. It is also a necessity 

to take into account Hermeneutics paradigm, because answers collected through the 

questionnaire make reference to different individual behaviors. We will use qualitative data 

through the survey analysis and quantitative data through interviews, and various documents. 
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3. THEORIES OF REMUNERATION, RETENTION AND PAY 

SATISFACTION

In this part we will describe the theoretical concept related to the field of remuneration in the 

retention process. We will begin by an understanding of the value of employees, and the need 

of retention. Then we will explain various concepts related to the retention processes linked to 

the pay satisfaction. Finally we will show how companies used remuneration to retain 

employees and why perception of remuneration satisfaction varies between individuals. 

The remuneration is defined like the payment that is made to someone for work he made 

down26. It can be composed by a fix part, a variable part like bonus, commission, profit-

sharing, and various financial advantages.

3.1 How is fixed employee’s value on the labour market?

The labour market functions through the interaction of workers and employers. Labour 

economics looks at the suppliers of labour services (workers), the demanders of labour 

services (employers). Economists see the labour market as similar to any other market in wich

the forces of supply and demand jointly determine price (in this case the wage rate) and 

quantity (in this case the number of people employed).

According to Neo-Classical analysis of labour market, when the unemployment rate is low, 

salaries are in a positive situation. They can receive more money for their work, turnover-rate 

increases because it is easier to find another job. Employers are in competition to hire 

employees.  

In the Bank, Insurances, and Financial company’s labour market there is a lack of skilled 

employees. First, due to the competition between employers, wages go up to attract 

employees on the labour market. But, in a second time, if employers do not find the profile on 

the labour market, they have to look in other companies that attract employees with desired 

skills. 

                                                
26  Collins Cobuild Dictionnary (1987)
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So the question of employee’s retention is a result of employee’s attraction by rival 

companies. 

3.2 Which process use companies to retain employees? 

When labour market is favourable to employees, they receive more hiring propositions from 

others companies. They are also more disposed to accept them because possibilities of finding 

a better job increase. However losing an employee, and especially a key employee, is always 

a problem for a company. The coast to replace a leaving salary can be up to 150% of annual 

salary. There is a loss of skills, experience, knowledge, and investment in the training27. The 

loss of an employee can entail delay in the company activity. Salesmen who leave the 

company bring with him a part of his customers. 

Thus, reducing turn-over is an important challenge for company’s competitively. That is why

the company need tools to minimise overall employee’s turnover and to control who leaves 

and who stays28.

As suggested by Anders Hytter, retention process can be used through 6 areas: remuneration, 

career opportunities, training and development of skills, leadership style, physical working

conditions and work–life balance29.

Now we will see that remuneration is included in different retention processes like 

“Continuance Commitment”, “Reward Power”, and “Pay satisfaction” because it permits to 

enforce commitment and satisfaction.  

Commitment permits to retain employees. It has been defined as “the strength of an 

individual’s identification with and involvement in an organisation”30. If a person feels 

commitment to an organisation therefore, he or she has a strong identification with it. This 

person agrees with these objectives and value systems, is likely to remain in it, and, finally, is 

prepared to work hard on its behalf. A committed employee will be less responsive to other 

job opportunities. Curtis and Wright present three types of commitment: the Fast Track to 

Commitment makes reference to a friendly atmosphere which creates an emotional 

                                                
27 Curtis, S. and Wright, D. (2001)
28 Cappelli, P. (2000) 
29  Hytter A. (2007) 
30 Mowday et Al ; 1979 (Curtis, S. and Wright, D. (2001)
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attachment, the Continuance Commitment is about advantages provided by the company, and

Normative Commitment is based on an employee's feeling of obligation and responsibility to 

his organization. Pay is situated in the Continuance Commitment. To be effective as a way of 

employee’s retention, pay should be competitive with the external labour market and fair in 

the internal labour market. Pay levels should be reviewed and compared with other 

employers, regularly, jobs should be evaluated to provide equitable grading decisions, clear 

explanations should be provided concerning the link between performance and reward 

performance should be related in accord to pay schemes. And employees should be involved 

in developing and operating job evaluation and performance-related pay schemes31.

The Reward Power is another way to enforce employee’s compliance. Reward Power is the 

perception by the target person that an agent controls important resources and reward desired 

by the target person. Thus, a person who has reward power has the ability to provide financial 

advantage to retain employees. But Reward Power depends not only on a manager’s actual 

control over resources and rewards, but also on the target person’s perception that the agent 

has the capacity and willingness to follow through on promises.

Reward Power creates a lateral relation in dependence. That is why Reward Power is used to 

influence a decision. If an employee wants to leave the company, people with Reward Power 

can give advantages to retain this employee. Compliance is more efficient if the reward is 

something valued by the target person, and the agent is perceived as a credible source of 

reward32.

To be efficient in the way of using reward power, managers need to respect some rules like 

offering the type of reward that people desire, do not promise more that they can deliver, and 

explain the criteria for giving reward.

Pay and remuneration are used to retain employees, because they provide satisfaction. 

According to survey on effective retention process, realised in Silicon Valley companies,

competitive salaries and salaries increased arrived in second and third position, after health 

benefits33.

                                                
31  Curtis, S. and Wright, D. (2001) 
32  Yuky G. (2005) 
33  O’Connell, N. L. (2001) 
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3.3 How does pay provide satisfaction?

Several studies highlight the fact that pay's satisfaction has the ability to influence individual 

behaviour in organisation, there is especially a link between pay satisfaction and absenteeism 

and turn-over. Therefore, it is a useful tool of compensation. But pay satisfaction must not be 

seen like a one-dimensional concept. It is recognised that pay satisfaction is constructed of 

four distinct dimensions, and those dimensions are differently influenced by a set of 

antecedents. Thus, pay satisfaction is a multidimensional construction, made of pay level 

satisfaction, pay raise satisfaction, structure/administration satisfaction, and benefits 

satisfaction; but these dimensions are not independent34.

The pay level has the most strongly influence on the pay satisfaction. But the pay level is 

perceived by the employee according to the amount of pay relative to other workers in similar 

job. Therefore, to provide satisfaction, pay level has to be fairly according to salaries in the 

organisation and the external labour market35.

The pay raise's history of an individual likely influences pay raise satisfaction36. People who 

historically received high pay raise in the past should be more satisfied with their raise. Since 

pay raise contributes to pay level, pay raise history may have an indirect effect on pay 

satisfaction. But the most important effect stays on pay raise satisfaction. If pay raise is 

included in a merit pay system, to receive a raise will have a strong effect on satisfaction; but 

if pay's increase is seen like based on another criteria than performance, the satisfaction will 

be lower. If the pay raise system is seen like acceptable and fairy, the effect on the satisfaction 

will be more important. Finally the time interval over which merit raises are given is expected 

to influence pay raise satisfaction. Therefore, the longer the interval over which employees 

are eligible for a merit raise, the less satisfied they are expected to be with this raise. 

The perceived understanding of pay criteria positively influences structure/administration of 

pay satisfaction. Thus, the more the information is individualised, the more satisfaction about 

the pay system will result of this. In a merit pay system, the manager is particularly influential 

over the way the pay is administered, so the perceived managerial influence over pay should 

affect satisfaction with the way, the pay system is administered. People who think that their 

manager has little influence on their pay will be less satisfied with the administration of their 

                                                
34 Judge, T. A. (1992) 
35       Curtis, S. and Wright, D. (2001)
36  Dyer and Theriault (1971) (Judge, T. A. (1992) 
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pay. Therefore, perceived managerial influence on pay is hypothesized to positively influence 

structure/administration satisfaction.

The two principal influences of benefice satisfaction are benefits satisfaction and employee 

coast37. When everybody receives the same advantages, it is the way we use cost and benefits 

which determines satisfaction. It is expected that satisfaction of advantage increase with age, 

especially for medical advantages. But benefice satisfaction will decrease with the 

remuneration38.

3.4 How companies apply remuneration theories to retain employees?

We saw that pay satisfaction is influenced by different complex variables. Hence, it can be 

difficult for the company to manage pay satisfaction in an effective way. Now we will use 

mainly inductive theories to show how companies can use remuneration to increase 

satisfaction and reinforce retention. Therefore we will present possibilities and limitations 

offered by utilization of “information”, “incentive payment”, “compensation”, “retention 

bonus”, “stock options”, “benefits”, and “equity”. 

Mulley, LeBlanc, Heinemann, and McInerney found closed connection between employee’s 

knowledge of their organization’s pay structure and their ability to align their own behaviours 

and goals to those of the organization39.

The pay amount and the knowledge of pay process influence both pay satisfaction and work 

engagement. But, if companies usually provide good information about performances 

management process, they provide not enough information about pay process. There is a 

problem because then employees are unsure or troubled about the amount of their pay, there is 

an impact on their motivation and performances. Whereas if they understand the link between 

their performances and the remuneration they receive, they are more efficient. They found 

that the satisfaction with the pay process used to determine pay is more important in 

determining employee retention than the satisfaction with the amount of pay received. So, 

only increase actual pay is not always efficient to improve pay satisfaction and organizational 

effectiveness; combining pay information and level of pay is a better solution. Increasing 
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38  Miceli and Lane (1991) (Judge, T. A)
39 Mulvey, P. W., LeBlanc, P. V., Heneman, R. L. and McInerney, M. (2002)
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information is less expensive than increasing salaries. When employees are aware of the pay 

program and of the way they are connected to the business results, they perceive the 

possibility to progress in the scale of this program, so they are more effective.     

The problem for the company is that it is easier to increase salaries than to create a pay 

process. It is easy to change a salary, but difficult to change a pay process. Sometimes, 

companies want to conserve strategic information about pay. Some managers have no control 

and information about pay process, so they can not inform employees effectively. 

Thus the manager needs to evaluate and improve his information’s level and the information 

level of his employees about pay process. To share this kind of information, a manager needs 

to speak about this topic with employees; paper documents are less efficient to present this 

subject.

Sigler use the concept of incentive payment40. An incentive pay is an incentive to encourage 

the employee to stay in a company, and to reach organization’s goal. So it needs to be fairly 

and to offer a reward system. This kind of pay is composed by a cash bonus and a 

stockownership plan, in complement of a normal salary. To have cash bonus the employee 

needs to reach a prerequisite goal. And stockownership will encourage thinking in a long term 

perspective. It influences both motivation and retention. So it decreases cost for hiring new 

staff, and the need of other motivation methods.    

But Sigler indicates also some problems with cash bonus and stockownership plan. Cash 

bonus mostly refers to accounting numbers that may force some employees to manipulate 

these numbers in order to get a higher bonus. Accounting numbers also implicate an 

undesirable short time view. Stockownership has the disadvantage that a single employee has 

only little influence to the stock notation, because this is determined by the market and the 

stock exchanges moods. So, the efforts of an employee can be easily become irrelevant by 

external effects. Finally Sigler thinks that the best solution is a complex remuneration package 

for every salary. 

The most popular retention process today is compensation41. The employer gives “golden 

handcuffs” to try to lock the best employees. But there are two problems with this method. 

Firstly, if employer can give “golden handcuffs”, another employer can give “golden hello” to 

attract this employee. Secondly, it contributes to increase the wage in this company. So it is 

                                                
40  Sigler, K. J. (1999)
41  Cappelli, P. (2000)
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not a good idea to use this solution during a long time period. But it is a valuable solution to 

keep an employee until the end of a project, for instance. Giving bonus becomes a norm when 

you hire a Top-executive, but some companies also give bonus for low-level employees. Like 

this Burger King which gives a welcome bonus for new employees after three months in the 

company, it permits to decrease turn-over during the thirst month.

In the same way, retention bonus of 10000$ or more are becoming common to retain skilled 

employees42. This cost can seem important but it is many less compared to the cost of 

replacement of an important employee.

When you give stock options to retain employees, if the value of actions continues to go up, it 

is good to retain key-employees; but if value of actions goes down, the compensation is less 

efficient. And sometimes when the value of stock option is high, engineers take the money 

and start their own business.

Capelli43 is not so critical regarding stock option. For her it is one of the most powerful 

retention tools. And according to a survey realised in Silicon Valley companies, 72% of 

companies proposing stock option make them available to employees with less than 1 year of 

service. Employees who received stock option report a higher level of commitment than the 

other one. But, less than half of employees can receive stock option, so increasing the number 

of persons eligible to stock option could be a great idea to decrease turn-over. For example 

Cisco gives stock option to every employee when they are hired. In the same time this 

company has a very low turnover and a huge increase of its financial value.

Stock option interest employees because of the potential gain but not only. That it is also the 

possibility to share the success of the company and a way to attract them in the organization 

goal. But of course if the value of option decreases, option will lost a part of this power and 

employees will be more interested by cash bonus. 

Internal Pay equity is important for employee’s satisfaction44. Employees who think they are 

well-paid according to the other peoples in the company have a higher level of commitment. 

To the contrary, the turnover is high in companies where employees think that there is too 

much imbalance between salaries. However, when a company has difficulties to hire, mangers 

have tendency to pay a lot new employees to attract them in spite of their lack of experience. 
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So, employers set pay rates which are not based on average performance because they 

overpay their best people and overpay the less competent. 

Thus, pay equity is interesting to retain employees, for example, more than half of high-tech 

employees think that pay equity is a more powerful retention tool that paid only. But it can 

create difficulties to hire new valuable staff. 

Other studies about equity point out the fact that good practices in remuneration decrease 

significantly turn-over rate. But if Individual bonus also increases personnel retention, to the 

contrary, collective bonus encourages voluntary leaving of best employees45. 

Benefits have been established next to the pay as a form of remuneration. According to Curtis 

and Wright, benefits package normally improves duration of the stay. Therefore company cars 

and private medical insurance are privileges for senior staff. For the non-senior staff, Curtis 

and Wright recommend a benefit system, which they call ‘cafeteria’. Employees can choose 

in a ‘menu’ of benefits which ones they want46.  

In this part we have seen that different remuneration practices can be used to retain 

employees. If they are all efficient in a certain way, they suffer of limitation function of the 

context. Now, we will see more deeply that perception of remuneration efficiency and 

remuneration depends of the employee.

3.5 What are the determinants of employee’s perception of remuneration? 

Every employee is unique, so remuneration needs to take different forms to be efficient. Thus, 

what is efficient is highly debatable and depends, crucially, on the subjectively perceptions, 

meanings judgements, interests and objectives which inform the bounding process in 

constructing a model. That is why it is not possible to generate a general understanding of 

behaviour, based on a proper appreciation of the basic principles of what makes each person’s 

behaviour unique and what may influence that behaviour47. 

But nobody perceives remuneration and advantage in the same way. Thus G. Yukl notices 
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that the perception of a reward depends both on the individual who gives and on the 

individual who receives the reward48.  

Therefore, we will see that pay satisfaction depends on the kind of job, level of salary, age, 

and culture. 

Influence of remuneration depends on the kind of job and salary. Thus salary increase is a less 

relevant criterion to change job for a High-Tech employee than for the average of employee. 

But pay equity is a more relevant criterion to stay in a job for a High-Tech employee than for 

the average of employees49. Peoples who own little money are more focus on pay and pay 

increase. People who own more money are more satisfied by equity and transparency in the 

pay process.  

Influence of remuneration depends on the age of salary. While older employees prefer non 

cash benefices, younger employees are more interested in direct reward50. 

According to a survey from Fong and Shaffer, we can hypothesise that two cultural elements 

have influence on pay satisfaction51. The type of relation in the society: is it a collective or 

individual society; and the power distance. Thus in individualistic country people prefers a 

strong link between individual performance and individual compensation. And individual 

success will be rewarded by an individual compensation. Whereas in a collective society, 

employees tend to think that their individual efforts have contributed to the group's collective 

outcomes, so the payout of a group incentive plan is recognition of their performance. So 

people will expect little differences in compensation. 

According to a study about reward and equity based on USA and Hong Kong students,52

Chinese students were more generous when dealing with friends, and they were more 

egalitarian than American students when there were no constraints on the total amount they 

could assign. In individualistic countries, fairness may be similar with equity, while in 

collective countries, fairness may refer to equality for all within the same group, and equity 

for those outside the group.

In countries with high power distance and centralized decision-making process, people accord 

less importance to information and fairness in the decision making process. In countries with 

less power distance and decentralized decision making, procedural justice and expectancy 
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perception are related to decision making. Thus pay satisfaction will be lower in the US than 

in Hong Kong if pay for performance perception, perceived procedural justice and perceived 

international justice are lower.  

3.6 Summary

The need of retention and attraction is due to a lack of skilled employees on the labour 

market. So companies need to attract employees in rival firms. In reaction, retention needs to 

minimize employee turnover. When there are tensions on the labour market employees have 

better job opportunities, better salaries, they can negotiate better remuneration; last but not 

least, turnover and mobility grow up.  

To retain an employee you need to increase his/her satisfaction, and enforce commitment with 

the company goal. Continuance Commitment makes reference to pay and advantages. 

Committed individuals have a strong identification and involvement with an organisation,

they will be less responsive to other job opportunities. Reward Power can also be used to 

enforce commitment because reward positively influences people creates dependency.

Pay and remuneration are widely used as a source of reward and commitment to retain 

employees because they provide satisfaction. There is a link between pay satisfaction and 

turn-over. Pay satisfaction is a multidimensional model compounded of pay level, pay raise, 

structure/administration, and benefits satisfaction. 

When an employee wants to leave the company, compensations like retention bonus and pay 

increase are usefully used like a short time solution, because it can be easily sidestep by 

competing company. Thus, if you need a long time solution stock-option, incentive payment 

and benefits are more efficient. Stock option permit to give a long time vision to the 

employee, but employee has only little influence on option value. Communication and equity 

are also important to increase sensation of remuneration satisfaction. Therefore, the best 

solution could be a complex package of bonus for every employee.

Efficiency of pay satisfaction depends of the individual. The satisfaction is influenced by the 

culture through the aspect of individualism or collectivism society, and through the power 

distance and decision-making process. Other criteria are relevant to appraise efficiency of pay 

in the retention process like the kind of job, level of salary, and age. 
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4.1 EMPIRICAL PART FOR FRANCE

4.1.1 What is the situation in the French labour market for Bank, Insurance and 

Financial companies?

Since the middle of 2004, in Europe and especially in France, the situation evolves in favour 

of workers on the labour market. The request of new employees is globally higher than 

demand. The competition between countries forces French companies to improve their offers 

to attract and retain best employees. Thus, in 2005, French banks forecasted to hire 7100 

executives, 9400 in 2006, and 10500 in 2007. i.e. +11% in one year53. The level of 

recruitment is the same than in 1999-2000, which were the historical best years54. 

In this part of the text, we will present the reason of the problem, the effect on remuneration, 

the most important problems met by companies and the link with the French global labour 

market. 

4.1.2 Where do problems come from? 

In France the lack of new talents and need of employee’s retention are the result of different 

problems.

Firstly, the baby boom problem: in 1994, 26% of employees working had more than 25 years 

of experience; in 2004, 40% had the same level of experience. In the same way, in 2004, 36% 

of employees are more than 50 years old. This kind of individual has more chance to leave the 

company during the next years. In 2009, 4,3% of employees in French banks will quit their 

company to take their retirement55. This problem will intensify in 2010 and 2011. For 

example, 50% of bank agency directors will take there retirement before 201756.  

Secondly, Merger and Acquisition operations continue to be important because companies try 

to be more competitive. They plan to have less staff, but a more effective and versatile staff. 

The number of people in middle office and back office decrease, but they are more qualified 

and have better remuneration. People in front office are less technique and more 
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commercial57. In general, level of diploma and competence increase. In 1996, 11% of hiring 

people had a master degree instead of  20% in 200458.

Thirdly, few employees have technical skills to enforce new lays in bank and accounting. 

After the Enron scandal in December 2001, US government created a new law in 2002 “the 

Sarbanes-Oxley Act” to reform accounting of companies traded at the stock exchange, and to 

protect shareholders. It concern companies which are located in France but which are trading 

in the United States markets. In 2004 the “Basel II59” law was created to limit credit risk and 

banking risk for European companies.  So, employees with background in law and global 

accounting are seek, there value increase. Thus, these free factors created an important need 

of new employees, or of employees with new skills.

4.1.3 What is the effect on pay level?

Tensions on the market have a significant impact on the salaries wages. In Europe, in 2006, 

salaries progress of 15% in average for executive with financial skills. And it is particularly 

right in France, increase reaching 20% or 30% for specific jobs60 in 2006, and between 15% 

and 20% in 2004 and 2005. Bonuses also reach historical levels. Generally bonuses are the 

highest in English companies, but French bonuses begin to catch up English ones61. This 

increase in salaries wages seems to be not finished, according to structural problems on the 

labour market like the pappy boom or the shortage of needed skills. In annex you can find an 

overview of salary levels for financial executives in Paris in 2006.

As a result of the competition between banks, fix part of the salary is equalising between 

banks. Salaries in retail bank catch up ones in investment bank. Salaries are also more equal 

on French territory, but remuneration is always higher in Paris and where there is a lot of 

agency and more competition62. 

4.1.4 What are the most sought profiles?

In a world-wide level the most important pressure to retain and attract employees concern Top 
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Managers, it is why 56% of managers recognise have difficulties to hire valuable staff and 

managers.

 In France, the most sought talents concern: Executives levels, Controllers, Financial 

Analysis, and General Accounting. 54% of managers have difficulties to engage this kind of 

people; in opposite, 28% of managers think that they have no problems to take on these skills. 

The most sought attributes are “Regulatory Compliance Expertise” for 67% of companies, 

“Legal Background” for 52% of companies, and “Public Companies Experience” for 28% of 

companies63.  French companies seek also accountants with strong English language skills. 

The creation of shared services centres has increased the need of good local managers and this 

population is not naturally fluent in English, so the market faced shortages. Thereby 

companies need to keep focus on these employees to retain them.

The problem for companies in Kosovo is hiring the hiring qualified staff for example high IT 

profile, managers with international experience.

4.1.5 What are the problems for companies?

As a result of the candidate shortages and salary inflation, an increasing number of companies 

are implementing staff retention strategies targeting all levels, from junior to senior staff. 

These employers are also finding necessary, in reaction to the decreasing numbers of 

available candidates, to adopt a more flexible approach to recruitment. Creativity, flexibility 

and diversity are the key words of the current recruitment market64. Companies use more 

likely head-hunters, enlarge the number of sought profiles and pay more attention to junior 

staff, and people without experience65.   

So, at the question “Are you concerned about loosing top financial performers to other job 

opportunities in the next year?”, 40% of French managers in financial companies respond in a 

positive way; it is three points below the world-wide average66. On the contrary, 43% do not 

feel concerned by this kind of situation. 

However finding valuable personnel can be long and difficult. In average it takes 5 weeks to 

hire a staff level employee and 7 weeks to a manager level. Results are in the world-wide 

average for the staff level and 1 week under average for management level. Hiring someone 
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new required also 3 interviews both for manager and staff. It is in the world-wide average for 

manger and upper the average for staff level.

4.1.6 Where, when, why employees do leave their job?

Talent shortage increases employee's mobility. Thus in 2007, in Credit Mutuel Bank, in an 

agency in east of France, half of executive who left the company left it for a bank in another 

country67. English and Luxembourg markets are really attractive, especially for young 

workers, because remuneration for junior staff is more important in England and Luxembourg 

than in France. In some case junior bankers are two times less paid in Paris than in London. 

English market communicates also more on remuneration than French one. 

In financial topic, some activities are less developed in France than in English or Luxembourg 

companies; it is the case for private equity, or stock exchange68. This situation encourages 

best employees to leave French companies to progress more quickly.  

A critical period to change company is after 3 or 4 years of experience, mainly if employee 

did not receive enough remuneration and intention. Leaving a company permits to have a 

better salary, have a new motivation, and progress69.

It is always possible to change job, but companies realised most of their hiring during two 

periods. In the beginning of year, after bonus have been given, and between June and 

October, when students enter in the labour marker.

4.1.7 Is there a link between the situation in Bank, Insurance, and Financial 

French companies, and the over part of economy?

The shortage of talent on the labour market is something proper to Bank, Insurance and 

Financial companies. So, in average, unemployment stays in a high level, 9% in 2006 for all 

the economy. Whereas salaries can progress of 20% for specific job in financial companies, in 

average the progression is estimated to 3,8% for French executives and between 2,5% and 3% 

for French employees. Except on the field of our study, we can only find shortage of people in 

engineer companies for specific skills and in low skilled job, like in building construction. But 

for low level job, companies have seldom enough money to increase salary to a competitive 
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level. 

4.1.8 How do companies take into account retention problem? 

We have seen previously that the competition is rude on the French labour market. Under the 

effect of the concurrence, difference between companies decrease and human is more and 

more a competitive advantage. So in this part of the thesis we will see in what extend French 

companies pay attention to the retention problem. 

Currently for French companies, especially in financial sector, the pressure to hire new staff is 

important. So companies focus more on the employment process and not enough on the 

retention process. Few corporations have a proactive politic to forecast future needs and bring 

solutions in case of staff withdrawal. Consequently, many managers have to hire in an urgent 

way and do not pay enough attention to retention problems. It is like “put down water in a 

bath without place the cap” explain Nathalie Close, senior manager in KPMG. We can find 

dynamic retention politics mainly in large global accounting and financial advices companies, 

like Ernst & Young or KPMG70. 

But, most of time, there is little innovation in the retention process. For example, in financial 

companies, only 20% of managers and 11% percent of employees receive a retention bonus, 

independently of results, and 80% of Human Resources do not think about using this kind of 

process in a short time period. In the same way, most of companies do not offer other 

possibilities that the bonus payment in cash. In France tax are important, so it is often a good 

idea to exempt bonus of tax, in order to make them more attractive. Only 30% of managers 

and 15% of employees have this choice, whereas it is possible to put that in practice. 

Retention problems are a bit less important in Bank and insurance companies. A French 

particularity is the fidelity of employees and managers to their bank. In Société Générale and 

BNP Paribas, the two most important French Banks, amount of business is enough high to 

provide a long term view to the employees. Likewise, progression within the company is 

important. Remuneration stays the first motivation, but in France the choice is limited. 

“Contrary to London, there are not enough actors in France to recover a good opportunity; 

that is why turnover is not so important”71. 

“I prefer to stay here and try to evolve, whereas to change institutions every time, because

best success come from bankers who have made their entire carrier in the same bank”, attests 
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a banker. So, to retain employees, banks are more likely reactive and they do not hesitate to 

give a lot of money to retain their best employees.  

Likewise, for the moment, retention processes are not enough innovative. But the situation 

evolves. We observe more progression in fields where turnover is high, like finance (in 2006, 

2007 turnover is something like 20% in KPMG France). And less important in Banks and 

Insurance, the turnover rate was 6% for manager in bank, in 2006, and 7% in 200772.

In Kosovo companies have not so much retention problems. So they do not develop specific 

retention process. They prefer centre there strategy on salary competitive with the external 

labour market.

4.1.9 What kinds of remuneration are used by companies to retain employees?

Today, French companies do not promote a fix salary, but a package composed by various 

elements linked to remuneration. In some company this package reaches nine elements. So we 

will see what elements are the most used to retain employee. What are their positive and 

negative points?

4.1.9.1 Fix Part of the salary

It is the part that employees consider like the most important. It is the part which provides the 

more satisfaction73, the more motivation and which is the most important to decide to leave a 

company. Paradoxically, the fix part of the salary is the most difficult to make evolve when 

you stay in a company; there is three reasons for that. Firstly, in general, the evolutions follow 

a logical path decided by the Human Resources. It permits to conserve coherence between 

employees, and not to demotivate the less paid employees. Secondly, it is difficult to be 

flexible, because it is not morally acceptable to decrease fix salary if the market is less 

positive for the company, budget offers for salary growth account in average for 3% of the 

payroll. Thirdly, pay responsible receives pressure from shareholders and executive managers 

to limit cost and salary increase.  So, it is difficult to have an important pay increase if you 

stay in the same job. The best moments to negotiate a pay increase are when you change job, 
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or when you change company74. When you stay in at the same job, it is difficult to have more 

than 3% or 4% of pay increase, whereas it is easy to increase your salary of 15% when you 

change company.

Currently, in France, individualism of salary goes down. In 2005, 29% of companies provided 

general salary increase for executive; in 2007, 43% of companies have done the same thing. 

In 2007, 39% of salary increase is given under a general increase75. French executives prefer 

consensual situation, at the place of an increase for only some of them. So in 2008, BNP 

Paribas will offer 1,6% of pay increase, and a bonus equals to 15% of a salary month for 

every salary; more important increase can be decided on individual case. 

Thus, most of time, Human resources have not enough money and flexibility to provide 

massive salary increase, so remuneration retention stems more often from the following kinds 

of tools. 

4.1.9.2 Variable part of the salary and Bonus

Due to the growth of competition between firms, fix salaries try to equalise across bank 

companies. Bonus and variable salaries are now a good element to convince employees to 

stay in their post because they are flexible and can be easily negotiated and re considerate. 

Variable salary permits also to provide important pay increase in a tactful and discreet way 

and so, and not to create frustration and discourage for less pay employees76.

Like in Anglo-Saxon countries, variable part of remuneration progresses in France, due to 

good results of companies and to concurrence. It represents in average 30% of remuneration 

for executives in Bank companies. However, companies do not communicate so much on  this 

topic, thus some consults consider that variable remuneration can reach 65% of the total 

salary for best employees77. Concerning traders, the actual tendency is to guarantee bonus for 

the first year in the company78. 

Usually, variable part depends both on individual and company results. It permits to 

encourage both team spirit, and to motivate best employees. Individual part of the variable 

stays the more important, usually 75% of the bonus; it rewards individual objectives. 

Collective part of the variable is composed by collective bonus on results, “participation”, and 

“profit-sharing”. Participation is mandatory in company with more than 50 employees, it 

                                                
74  Challenge N°97 (07-10-25)
75  Gegos (2007)
76  Le Nouvel Economist (07-11-01)
77 http://actu.efinancialcareers.fr/NEWS_ITEM/newsItemId-8466
78 Guy De Brabois (http://actu.efinancialcareers.fr/NEWS_ITEM/newsItemId-9140) 
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permits to redistribute to employees a part of the company benefits. Participation is blocked 

five years by the company. Profit-sharing is not mandatory but is given by many French Bank 

and insurance companies. Value of participation and profit sharing depends widely of the 

company, the financial health of the company, and are not individually negotiable. They can 

vary between 2% of the salary in AGF, an insurance company79, and exceptionally reach 4 

months of salary, like for an executive manager in Natixis bank80. The problem with 

participation and profit-sharing is that employees do not consider these elements as a full-

fledged remuneration, and 84% of executive think that profit sharing has no effect on there 

behaviour. 

Currently, banks begin to be more creative in the way of retain employees. For example, 

Morgan Stanley bank had problems with depart of important workmates. So, to increase 

retention, the company proposed special financial product for key employees; when employee 

invests one Euro in a home-fund, the company loans two Euros to add in this fund. A 

manager in Natixis Bank attests “this year, I fund 3000€ from my profit-sharing on an home 

made plan, my bank add 2287€ more”. This kind of situation is efficient to retain employees, 

but stay limited in France. It concerns maybe 3000 people in French companies81. The 

problem with home made plans is that you could lose your job and your profit sharing82 if 

company has problems,

The problems with Bonus and variable part of the salary is that companies use more and more 

deferred payment in order to retain employees; the bonus is given over many years, between 3 

and 5 years in average. It encourages employee to stay in the company to receive the entire 

bonus. Bonus decrease mobility on the market because if you leave the company you loose 

your bonus, and only best employees have the possibility to see their bonus re-bay by the new 

employer. Secondly, in most countries, bonus is given in December or January; in France 

bonus are more likely given in April. So if you leave the company to work in another country, 

you have chances to loose your first year of bonus. For the company, we can notice mainly 

two negative effects. Firstly, deferred bonus permits to conserve good employees, but also 

less efficient employees. Secondly, people who just wait their bonus to leave the company can 

be less motivated83.

                                                
79 Challenge (03-05-15) 
80       Challenge (07-10-15) 
81  Morgaut. A (06-10-05) Les Echos. 
82 Anne Tézenas du Montcel (07-10-25) 
83 http://actu.efinancialcareers.fr/NEWS_ITEM/newsItemId-9263
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4.1.9.3 Stock options

Stock options are a widely developed in France since 1998. It concerns about 300000 people, 

mainly executive and top mangers. Value of option is in average 80000€. Number of options 

is often decided by the manager's first superior, so it is a flexible and easily negotiable 

retention process. It is a relatively inexpensive way of retention because value of option 

depends on future results of the company, employee choose to lock off options only if 

companies value progresses on the stock exchange. It satisfies also employees because there 

are no taxes on the options. Stock options permit to motivate and to create a link between 

company and manger objective because when the manager successes, the company progresses 

and action value increases. It permits to enforce compliance and to be sure that companies and 

manager fulfil the same goal. In case of success, stock option permits to increase significantly 

manager remuneration.

However, using stock option has some negative aspects. Firstly, when you give stock option, 

the individual risks to focus too much on stock exchange market, and not enough on the real 

situation in the company; you might give too much importance to financial aspect, and too 

less to human aspect. It can create problems because some strategies take a long time before 

having an effective impact on option rate. Secondly, stock options have not a good image in 

France, due to the lack of transparency on their amount. So many CEO have a lot of stock 

option, but it is difficult to know their exact value. Sometimes, managers sell their stock 

options before announce information which have a negative impact on option value. So on a 

survey realised on 341 respondents, 73% was the stock-option suppression. Thirdly, French 

government forecast to tax stock option, so this retention process could be no longer 

interesting.

Finally we observe that there is a weak link between distribution of stock options and increase 

of the company value, so stock options should be only used to enforce compliance, and not to 

improve company results.

Another possibility is to offer free options to employees; however this situation is more 

expensive than stock options. Thus, when you offer stock options, you create options, 

whereas when you offer free options, you buy them on the stock exchange market. Currently 

free options are not really developed in French companies84. French economists think to 

replace stock options by free options, and to increase the number of people concerned by this 

                                                
84  “Le Nouvel Economiste” (07-11-07)  
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project. It could permit to decrease collusion between shareholder and manager because you 

are sure to receive money with your option, even if its value decreases. It permits also to be 

less focus on option rate. If more people possess option it increases cohesion in the company.

4.1.9.4 Health Care, Retirement plan, and advantages

They can complete remuneration. Advantages provide important satisfaction because they are 

highly visible; cell phone, laptop and company car are really common. Now we observe 

development of complementary retirement plan: you fund money on a account and the 

company completes it, the money is available when employee takes his retirement. Health 

Care are also more various, executive has often the choice between different levels of 

complementary health care, like in a cafeteria plan. However French executives do not 

consider complementary health care and retirement plan as a form of remuneration, so they do 

not have really a satisfaction increase with this kind of product85.

4.1.9.5 Information and pay equity

As we saw, pay package is often compound by various elements. The problem is that 

employees have often difficulties to integrate and understand mechanism of all elements. 

Some employees do not consider participation and profit sharing as remuneration, because it 

is a differenced payment. Other employees consider stock options value as acquired even if 

the value evolves86. 40% of French executive thinks that they have not enough information 

concerning there remuneration87. 

Bruno Carlier, remuneration responsible in PNB Paribas Bank, explains: “When you ask the 

questions: What is your global salary? What are your advantages?” employees have 

difficulties to consider other elements than fix salary and pay holidays. It is paradoxical 

because in 2006 PNB Parisbas spend 10 billions Euro in employees operating cost, work 

council spend in average 1500 Euro for  each employee, and participation and profit sharing 

vary between 4700€ and 12700€ a year according to remuneration. So, most of Human 

Resources Managers recognise that there is an important lack of information concerning 

remuneration. This lack of information has a negative effect on remuneration satisfaction, 

thus only 45% of French employees are satisfied by their remuneration, whereas 57% of 

European employees and 78% of US employees are satisfied. HRM in banks are trying to 

                                                
85  Challenges N°201 (03-05-15) 
86  Calixte. L  (03-05-15) 
87  GECOS (2007)
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solve this problem. The solution found is to communicate individually with every executive. 

So every executive received a personal description of his salary with all elements included. 

Executives discover that they own more money than they have imagined; it permits to 

increase satisfaction88. 

Concerning equity, French employees prefer to receive general pay increase instead of pay 

increase for only some of them. So, for French employees, equity refers more to equality. But 

top managers and executives often prefer individual pay increase based on individual results, 

so equity refers more to efficiency,

We also observe that for the same level of experience, the same level of diploma and the same 

time spend in the company; female is less paid than male. Axa insurance, HSBC and LCL 

bank recognised that this situation is not normal, and had ever progressed to establish 

equilibrium across gender. In 2008, BNP bank and AGF insurance forecast to add 

respectively 1 million and 0,75 millions € of special pay increase for woman under paid. It 

will permit to increase attractiveness for female managers89. 

4.1.10 Where are the limits in remuneration retention?

If remuneration retention is widely used in France, we need nevertheless to observe some 

limitations in efficiency, and possibility to put in practice this retention process.

There is an opacity on salary level in financial companies, companies are not bound to 

communicate on this subject, we estimate than about 1500 employees in financial topics own 

more money that their CEO. So public opinion does not like so much high salary level and is 

offended when CEO received many stock options. Trade unions criticise the remuneration 

gap between employees and executives in Bank and Financial companies because it could 

have a negative effect on cohesion90. 

Human Resources recognise that they have not enough money to use only remuneration 

retention, it is difficult to be enough influential to obtain important pay increase. So company 

try to limit their cost and possibilities to increase salary depend on economics context91.   

Stock options are a relatively inexpensive way of remuneration retention, but government 

projects to tax them, it will decrease retention possibilities.

There are psychological limits. When you announce to your boss that you leave the company, 

                                                
88  Challenges (07-10-25) 
89  Challenges (07-10-25) 
90  Le Monde (06-12-23)
91  Cegos (07-11-15)
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he can offer you more money to stay. Generally if you accept, this situation is efficient only 

some months because initial frustration which convinced you to leave the company will stay.  

And you will finally leave the company some months after92. Second psychological limit, 

when every employee receives the same amount of pay increase, some of them have the 

feeling to own nothing more.  

Human Resources have difficulties to conserve coherent remuneration policies because 

French law is complex and evolve often; it obliges companies to adapt remuneration process 

according to the law, and not according to the efficiency. 

4.1.11 What are the actual tendencies?

We observe that French companies are reacting to retention problems, and since in average 

five years implement their retention programs. The most visible element is the general 

increase of salary for most of executives and the important increase for some seeking profiles; 

pay increase is mainly permitted by bonus and variable part of salary. Companies complete 

and add new elements to their pay package. It involves more complexity and executive have 

often difficulties to recognise all parts of their remuneration. Thus sometimes executive do no 

know value of their total salary. Companies are aware of information problems and since two 

or three years access more their strategy on information, so individualisation of information 

progress. 

Whereas American and English markets have increased their transparency on bonus and stock 

options attribution, it is not the case in France. It contributes to provide a bad image of 

remuneration in financial companies in public opinion. When they design retention plan, 

French companies have also to juggle with complex laws on labour market, and imperative to 

stay competitive and to conserve coherence between employees' remuneration. 

In spite of their effort, companies continue to have retention problems. It can be due to the 

fact that companies have difficulties to estimate important factors in employee's satisfaction. 

4.2 EMPIRICAL PART FOR KOSOVO

Currently, Kosovo is under the United Nation Mission in Kosovo administration, according to 

United Nations Security Council Resolution 1244. 

                                                
92  Efinancialcareers.fr
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Kosovo is a post-war country, where during 1999 NATO intervenes in order to save millions 

of lives from the Serbian genocide. Different international organizations and institutions are 

present in Kosovo including UNMIK, OSCE, KFOR – NATO, and so on. The resolution of 

the final status is in its final process and this year we might have the final status.

The unemployment rate includes 50% of the population.93. They are unemployed and they are 

looking for a job. 

Around 13% of the population live under extreme poverty with less than 1.5 $ per day94.

Due to difficult social condition, as mentioned above, people are in great need for new jobs. 

Whereas many of the citizens are forced to look for a second job in order to meet the basic 

needs of life for a normal family. However, people employed in banks, insurance companies, 

and financing companies have higher salaries than the majority of the employees in other 

industries.

Bank employees enjoy very good standards and good salaries if they are compared to other 

employees in Kosovo. However, there is a great difference between the annual income for a 

bank employee in Kosovo and any other developed country such as France. 

Budget constraints starting from Government budget to private companies’ budget present the 

major problem in Kosovo. Hence, we have to think other routs of solution. 

4.2.1 Remuneration 

Public sector wage levels in Kosovo continue to be of great concern. The Government, as 

from July 1st, decided to establish a “recruitment freeze” for the remainder of the year, in 

order to fund a 20 per cent increase in salaries for civil servants in the health and education 

sectors.95

According to the UNDP Human Development Report 2002, the average monthly salary in a 

socially-owned enterprise is around 102.26 €. In the public administration and civil service 

system, salaries average 153.39 €. In private enterprises average compensation rates reach 

306.78 €, while Kosovars employed in international organizations, such as UNMIK or OSCE, 

                                                
93  Riinvest Institute  (2004)
94  World bank (2007) 
95

ReliefWeb - Report of the Secretary General on the UN Interim Administration Mission in Kosovo (10/2003)
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earn an average of 1022.58 € per month. Such differences have led to difficulties in efforts to 

recruit and retain qualified staff for employment in the health, education, and other public 

service and academic fields. It should be noted, however, that income differences, such as 

those cited above, cannot be blamed on any organization, local or international. Rather, the 

cause for such extremes in income differences is the result of a still limited public budget in 

Kosovo, and the reality of an international community with a budget that allows for a higher 

system of pay scales.96

Over the past seven years, Kosovo's financial sector has been built on completely new 

foundations as lots of other systems. And Banking and Payments Authority of Kosovo (BPK), 

established in November 1999, is an independent body which successfully regulates the 

banking and insurance sectors. All of Kosovo's banks are now private, some of them foreign-

owned. There are seven banks, some Savings and Credit Associations, and micro-finance 

institutions, and other non-banking financial. The banking sector is growing quickly. 

According to the World Bank, there has been a rapid increase in loans and deposits as a 

percentage of GDP in the past few years.97

4.2.2 Demographics

For retention the demography is an element of high priority. Kosovo has a population of 2 

million people. The age and gender breakdown is as follows98:

These figures describe the social context in Kosovo which have reflection on the business 

environment and working population 

The problems for companies in Kosovo are hiring qualified staff for example high IT profile, 

managers with international experience, and so on.

                                                
96  Remuneration_Kosovopage14unpan023228 
97 http://www.eciks.org/english/invest.php?action=total_invest&main_id=14 Last visit, 2007. November 21
98  http://www.eciks.org/english/invest.php?action=total_invest&main_id=14. Last visit December, 15 2007 (Ministry of 
Trade and Industry of Kosovo)
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4.2.3 About Interviews

Interview with Mr. Ismet Baxha, Manager at Insurance Companies Union, where work 20 
employees. 
Mainly, this Union that consists of nine Insurance companies in Kosovo operates at borders. 
Mr. Ismet is 52 years old, graduate at the University of Economics. The interview was face to 
face and we used to observe the body language as well. The interview lasted for 28 minutes, 
and it was held at his office. 

As a group we prepared the questions and I was prepared for the interview before going to 
Kosovo to meet Mr. Ismet Baxha.  

With regard to the question what kind of people are most likely to quit their job, he replied: 
“they are very different, some of them justify this for marriage reasons and pension reasons 
but for pension happens less often because most of the employees are young. 

The second question to Mr. Ismet was: Do people form your Union work abroad? The answer 
was: “Yes, of course, if somebody finds a job abroad they will go for sure.”

The third question: Are there offered only fixed salaries, or there is any other additional 
payment?
Answer was:” In our Union, we prefer to set fixed salaries and there are no additional 
payments.”

The fourth question: Do employees from your Union work in any bank or financial company?
Answer was: “The employees are coming in our Union from financial companies and do not 
go from Union to financial companies and the problem is the talented employees, especially 
the IT (information technology) professionals are going to work for the banks and we do not 
have any program for retention, which might change their minds.” 

The fifth question: Do your employees choose the job only for the salary, or also for the other 
elements?
Answer was: “Salary and conditions are well, but the salary is primary and condition as 
secondary element, so we can not say just the salary.”

The sixth question: Do you get the 13th salary?
Answer was: “Yes we distribute the 13th salary based on our success as union, and we have 
been applying this system only during the last 2 years.”

We are able to mention the facts for Kosovo there are no any kind of statistic center for 

employees are moving form one company to other or from inside Kosovo to out side Kosovo. 

Another fact is that the institutions, banks, financier and insurance companies are not yet in a 

good level to cooperate with public and being more transparent for the information about the 

retention and remuneration for employees.

The people are burn not to live alone but connected with others, to communicate and share the 



44

things. Therefore, the information’s are to be to shared with other people, every one loves the 

democracy and part of the democracy is transparency.    

As example, we have the answer from the Mrs. Merita Qerimi the Manager of Human 

Resources at the international bank, Raiffeisen Bank in Kosovo, the second larges bank in 

Kosovo.

She said by e-mail those data are confident ional and just for the internal issues.

The original email in native language is included in appendix part of our thesis. 

Similar answer we received form  Mrs. Arta Gashi the Manager of Human Resource at the 

Economic Bank in Kosovo. 

So, she said by e-mail that we are not in this time able to answer to you in those questions and 

we hope to cooperate with you in future. That signifier to as they are not able for some 

reasons and is not the moment to get the information for us. 

We hopped to ex Växjö student Visar Rrustemi today hi is the CEO in Kosova e Re insurance 

company hi gave as jus a link for general information to banks and insurance companies and 

nothing for remuneration, any way he answered with some colleges to our survey.    

At the Appendix is include the original e-mail in native language.

4.3 SURVEY ANALYZES: what are employees waiting 
concerning remuneration?

In the previous part, we saw how companies use remuneration to retain employees. In order to 

have a better understanding of efficient remuneration retention, we will now present 

employees perception of remuneration retention, and make correlations to establish a link 

between different constituents of remuneration, satisfaction, and intention to stay in the 

company. In a first part, we will use the survey we realised and make correlations to highlight 

the link between pay satisfaction, different elements of the pay package and intention to leave 
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the company. In a second time we will present the results of the study, and show the 

preferences in pay package. So this part will permit to show if retention processes currently 

used are adequate with employees needs.   

In the survey analyse, we conserve only peoples who study in their working countries. We 

also eliminate peoples who do not work in Bank, Insurance and financial companies. In 

France it represents 5 people on 56 but, in Kosovo we have 105 respondents. 

4.3.1 Results presentation

Q1: Gender

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1 Male 29 56,9 68 64.8

2 Female 22 43,1 37 35.2

Total: 51 100 105 100

In France, population of respondent is quite in equilibrium between male and female. So 

influence of gender will not be really influent on global results. In Kosovo female are less 

numerous to work in Bank, Insurance, and financial companies. 

Q2: Age of employees

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
Born before 
1968

10 19,9 30 28.57

2
Born in 1968 
or after

41 80,1 75 71,43

Total: 51 100 105 100

Most of respondents seem to be pretty young; in France it can be due to the fact that the baby 

boom generation begins to leave companies in droves. According to Statistical Office of 
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Kosovo, Kosovo has a very young population, where more than 50% of the population is 

below 28 years old. Hence, we have a greater number of employees in the Banks, Financial 

Companies, and Insurance Companies, who are born after 1968 (Appendix: Pyramid of 

Kosovo Population).  

This question will permit to show if older employees are more likely attracted by cafeteria 

plan, as mentioned in question 40-3.  

Q5: Level of education

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1 No diploma 0 0 0 0

2 A level 1 2 23 21.9

3
Bachelor 
level

2 4 67 63

4 Master level 48 94 15 14.3

Total: 51 100 105 100

Bank, Insurance, and Financial companies gather mainly high level employees. In France, it 

can permit to explain why people who respond are so well paid, and can benefits of bonus. On 

the other hand, employees in Kosovo explain that most of the employees have a bachelor 

degree, in the second place other levels of education, then are employees with master level, 

and there are no people without diplomas.

Q6: Kind of company

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1 Bank 40 78,4 49 46.7

2
Invest 
Company 

0 0 20 19

3 Insurance 11 21,6 20 19

Total: 51 100 105 100

Most of responses come from peoples who work in banks; it is logical because banks 
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employed more people than Invest companies and insurance. It means that results of the 

survey will be more valid for banks employees. 

Q13: Level of remuneration

Response 
options

Number of 
Responses in 

France

Σ 
Distribution 

(%) In 
France

Number of 
responses in 

Kosovo

Σ
Distribution

(%)
In Kosovo

1 <20000 € 1 2 97 94.2

2 21000-30000 € 6 13,7 3 2.8

3 31000-40000 € 20 52,9 4 2.9

4 41000-50000 € 10 72,5 1 1

5 51000-60000 € 9 90,2 0 0

6 61000-70000 € 2 94,1 0 0

7 71000-80000 € 2 98 0 0

8 81000-90000 € 0 98 0 0

9 >90000 € 1 100 0 0

Total: 51 100 105 100

Variations of salary are important between countries. That is why we cannot take the same 

salary to analyse impact of salary on satisfaction, bonus, and intention to leave the company. 

It is more efficient to analyse results through average salary. So for France we will make a 

different analyse for people who own less than 41000€ a year, and for people who own 

41000€ or more a year. Kosovo has lower standards of living and the average income for an 

employee in Bank or any other industry is far less than the income in France. However, 

working in Banks is the most paid job for the moment in this country. According to the 

survey, 97% of the respondents receive less than 20,000 Euros per year.

Q14: 13th and 14th salary month. 
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Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
No 13th salary 
month

16 31,4 97 83.7

2
13th salary 
month 

32 62,7 15 14.4

3
More than 
13th salary 
month

3 5,9 0 0

Total: 51 100 105 100

Bonus under form an extra month is a widely use form of remuneration in France. We will see 

if people who have an extra month are more satisfied by their pay than other ones. Most of the 

employees in Kosovo receive no 13th salary month, and this makes very easy the situation to 

implement more advanced remuneration programs in order to hire and retain the best 

employees.

Q15: Bonus

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
No bonus, no 
extra month

3 5,9 85 81.8

2
Bonus, but no 
extra month 

12 23,5 20 19.2

3
No Bonus but 
extra month

9 17,6 0 0

4
Bonus and 
extra month

27 53 0 0

Total: 51 100 105 100

In France, bonus and advantages are widely used for qualified staff, thus only 6% of people 

have no extra pay. More than half of employees have bonus and extra month. In Kosovo, 

employees never or hardly receive any bonus from their employers.

Q16: Benefits



49

Response 
options

Number of 
Responses in 

France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1 No Benefits 14 27,4 65 62.4

2 Benefits 37 72,6 40 38.1

Total: 51 100 105 100

Most of French companies offer advantages to there employees. Ticket restaurant, laptop, cell 

phone seem to be the more common. But we can also find elements like extra pay holidays, or 

company car. A large part of employees have several advantages, however it is difficult to be 

more precise because possibilities are various and employees are not always exhaustive on 

there advantages. Companies in Kosovo lack benefit programs and employees are not used to 

ask for such programs. However, Banks, Financial Companies, and Insurance Companies are 

taking progressive actions toward this issue by offering these benefit programs.

Q18: Remuneration satisfaction

Response 
options

Number of 
Responses 
in France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
Completely 
dissatisfied

1 2 12 11.4

2
Dissatisfied to 
some extend

24 47 34 32.4

3
Not dissatisfied,  
nor satisfied

2 4 13 12.4

4
Satisfied to some 
extend

24 47 13 12.4

5
Completely 
satisfied

0 0 8 7.6

Total: 51 100 105 100

Globally, French salaries are not really satisfied of their remuneration. No one is entirely 

satisfied by his remuneration. And 94% are polarised in dissatisfied to some extend or 

satisfied to some extend. There is few middle or extreme. This example goes in the way of 

global French behaviour in matter of remuneration, thus in general 45% of French employees 

are satisfied by there remuneration, in comparison 57% of European, and 78% of American 
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ones are satisfied99. In Kosovo, the majority lies in the Dissatisfied to Some Extend level, and 

the other parts are balanced. This is a result of the great work that they have to do and the low 

payment that they receive in comparison with other neighbouring countries.

Q19 Bonus attribution: 

Response 
options

Number of 
Responses 
in France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
The whole 
company’s 
performance

10 20,4 55 52.4

2

My whole 
teams’ 
performance

8 16,3 22 21.4

3
My own 
performance 26 53,1 26 24.8

4
Other, please 
specify 5 10,2 2 1.9

Total: 49 100 105 100

In France there is an equilibrium between people who would like a personal bonus (53,1%), 

and people who prefer a mix, or a collective bonus (46,9%). All people who response “other, 

please specify” are for a mix between different possibilities.  

Managers need to take care the fact that French employees are in a medium situation, so 

bonus based only on company performance nor bonus based only on employee performance 

are entirely satisfying for them. Whereas in Kosovo, employees show their team spirit and 

they are willing to achieve better results as a company and they wish this achievement to be 

acknowledged and rewarded with benefits. While they prefer at lower level other types of 

benefits to the abovementioned benefit.

                                                
99  Challenges 97, Pp76
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Q 37: Intention to leave the company

Response 
options

Number of 
Responses 
in France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
No, I am about 
to quit

4 8,2 6 5.8

2
Yes, but for less 
than 1 year

8 16,4 19
18.4

3
Yes, but for less 
than 3 years

17 34,7 44 42.7

4
Yes, but for less 
than 5 years

5 10,2 22 21.4

5
Yes, for 5 years 
or more

15 30,5 12 11.7

Total: 49 100 103 100

70% of French employees think to leave the company. It explains why turnover is high. 

However employees have a long time perspective, so employers have time to put in practice 

proactive retention process. In Kosovo, most of the employees would like to gain more 

experience in the existing companies, and afterwards they wish to change the work place. 

There are not a lot of job openings and this makes only a small percentage (5.8%) think of 

leaving the current work place.

Level of salary for people who are satisfied by their remuneration.

Response 
options

Number of 
Responses in 

France

Σ 
Distribution 

(%) In 
France

Number of 
responses in 

Kosovo

Σ
Distribution

(%)
In Kosovo

1 <20000 € 1 4,2 97 94.2

2 21000-30000 € 3 16,7 3 2.9

3 31000-40000 € 10 58,4 2 1.9

4 41000-50000 € 4 75,0 0 0

5 51000-60000 € 4 91,6 1 1

6 61000-70000 € 1 95,8 0 0

7 71000-80000 € 0 95,8 0 0

8 81000-90000 € 0 95,8 0 0
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9 >90000 € 1 100 0 0

Total: 24 100 103 100

Medium salary of people who work in bank is between 31000€ and 40000€. We have the 

same level of salary for people who are satisfied by their remuneration. So, salary itself is not 

enough to explain pay satisfaction. Salary needs to be seen in a specific context. As we saw in 

the theoretical part, satisfaction depends also on other factors like pay increase or fairness 

with the external labour market, elements that the survey doesn't take into account. Same as in 

France, in Kosovo employees are satisfied with the average salary.

Intention to leave the company, for people who are satisfied by their remuneration.

Here, we select only people who are satisfied to some extend, or completely satisfied by their 

salary

Response 
options

Number of 
Responses 
in France

Distribution 
(%) In 
France

Number of 
responses in 

Kosovo

Distribution
(%)

In Kosovo

1
No, I am about 
to quit

1 4,3 8 7.6

2
Yes, but for less
than 1 year

1 4,3 12 11.4

3
Yes, but for less 
than 3 years

8 34,8 67 63.8

4
Yes, but for less 
than 5 years

2 8,7 13 12.4

5
Yes, for 5 years 
or more

11 47,9 5 4.8

Total: 23 100 105 100

We can observe that people who are satisfied by there remuneration are less inclined to leave 

their company. Satisfaction of the people with their remuneration shows that they take more 

seriously the current work place and do not consider leaving immediately.

Q38: Influence of pay increase in the intention to leave the company 
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Response 
options

Influence in 
average in 

France

Ranking Influence in 
average in 

Kosovo

Ranking

1
Leaving More 
challenging 
tasks 

3,43 2 2.87 2

2 Better pay 2,25 1 1.9 1

3 Better benefits 4,61 4 5.8 6

4
Better work 
environment 

5,22 5 5.3 4

5
Better 
leadership

6,37 7 5.6 5

6
Better career 
opportunities

3,49 3 4.05 3

7
Better training 
opportunities

6,80 9 6.5 8

8
Better working 
conditions

6,47 8 6.73 9

9
More healthy 
work-family 
balance

5,69 6 6.24 7

The <1 the most important, the <9 the less important. 

Both countries appear to have similar situations with regard to this issue. For French & 

Kosovar employees, a better pay is the most important criteria to decide to leave a company. 

It arrives widely before “leaving more challenging tasks” and “better career opportunities”.  It 

is paradoxical because if remuneration is central in the intention to leave the company, no one 

is entirely satisfied by his remuneration.

Influence of “better pay” (Q38-2) over people who win less than 41000€ a year, and for 

people who win 41000€ a year or more (Q13). 

Response 
options

Influence 
over people 

who win less 
than 41000€ a 
year in France

Influence 
over people 

who win 
41000€ or 

more a year in 
France

Influence 
over people 

who win less 
than 41000€ a 

year in 
Kosovo

Influence 
over people 

who win 
41000€ or 

more a year 
in Kosovo



54

1 Better pay 2,50 2,04 0 0

N 24 27 0 0
The <1 the most important, the <9 the less important. 

Better pay is very popular both for individuals who win more than the average and less than 

the average. But people who win less than the average are a little more influenced by pay 

increase. Pay increase will be a better retention process for this kind of people. 

Influence of factors related to pay on the willingness to stay in the company Q39

Response options Influence in 
average in 

France

Ranking Influence in 
average in 

Kosovo

Ranking

1
That I have a regular 
raise in pay 

2,08 2 2,01 1

2
That the criteria for 
having a pay raise are 
fair

3,41 3 2,98 3

3
That the procedures for 
deciding on a pay raise 
are fair

3,58 4 3,55 4

4

That the procedures for 
deciding on a pay raise 
are known by the 
employees

3,65 5 3,73 5

5

That I can have the pay 
raise I deserve, even if 
that means that I will 
have a higher/much 
higher raise than my 
colleagues

1,96 1 2,32 2

The <1 the most important, the <5 the less important. 

Two elements are really significant. Firstly “that I can have the pay raise I deserve, even if 

that means that I will have a higher/much high raise than my colleagues”, it refers to pay 

equity. In question 19, we have seen that only half of employees are for individual bonus. 

French people are not really individualistic, so a good solution could be a pay increase for 

everybody, but with an amount adapted to the individual performance.

Secondly, “that I have a regular raise in pay”, it refers directly to the level of salary. Pay raise 

is the best solution to have a better salary, and a salary competitive with the external labour 

market. It confirms that French employees focus mainly on salary wage.
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Three other elements are not really significant. It is generally the case in country where 

distance with authority and decision centre is important. So companies have not to 

communicate on decision process, but companies could communicate on level of 

remuneration. 

Regarding the Kosovo situation, it is a very small range between the lowest and highest 

ranked option. The first choice is in compliance with the abovementioned question where 

employees would like to have a constant raise in pay as company goes through the process of 

enlargement.

Influence of factors related to bonus on the willingness to stay in the company Q40

Response options Influence in 
average in 

France

Ranking Influence in 
average in 

Kosovo

Ranking

1
That my company uses 
a bonus system 

2,14 2 2,12 2

2
That I, complementary 
to my salary, will 
receive various benefits  

2,00 1 1,97 1

3

That I have the 
possibility to chose from 
a range of benefits, i.e. 
that I can compose my 
own benefit package

2,57 3 2,38 3

4

That I can have the 
opportunity to become a 
shareholder in the 
company

3,14 4 2,97 4

The <1 the most important, the <4 the less important. 

French employees are not really interested to become shareholder of their company. It is in 

contradiction with the actual situation because many companies use stock option to retain 

them. Employees seem prefer bonus and benefits, but the choice of benefits is not so 

important. In Kosovo is the same case and the employees seem to have similar attitude toward 

the bonus system.

Influence of “possibility to chose from a range of benefits, i.e. that I can compose my 

own benefit package” (Q40-3) and the age, for people born before 1968, and in 1968 and 

after (Q2).
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Response 
options

Influence 
over people 
born before

1968
In France

Influence 
over people 
born in 1968 

or after
In France

Influence 
over people 
born before 

1968
In Kosovo

Influence 
over people 
born in 1968 

or after
In Kosovo

1

possibility to 
chose from a 
range of 
benefits, i.e. that 
I can compose 
my own benefit 
package

2,33 2,62 2,78 2,22

N: 9 40 5 100
The <1 the most important, the <4 the less important. 

Possibility to chose their own benefit package provides more  satisfaction to older employees. 

Satisfaction with benefit package increases with age, because senior employees are more 

interested by complementary health protection, or complementary retirement pension. 

Influence of “opportunity to become a shareholder in the company” (Q40-4) and “top 

manger” and “middle managers” (Q8).

Response options Influence in 
average in 

France

Influence in 
average in 

Kosovo

4

That I can have the 
opportunity to become a 
shareholder in the 
company

3,27 3.71

Total: 23 20
The <1 the most important, the <4 the less important. 

Usually possibility to become a shareholder is more often offered to “top manager” and 

“middle manager”, it is an important element in retention strategies. But we can see that they 

do not like so much this possibility. Options create a strong link between manger objective 

and company objective, through the option value on the exchange market. However, as 

Jackson and Carter said in “Refining organisation behaviour” employees and company have 

often different goal and different motivations. 
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4.3.2 Correlations between pay package, satisfaction, and intention to leave. 

4.3.2.1 French respondents analysis

Intend to stay with this 
employer (Q37)

Annual salary (excl 
bonuses and benefits) 

(Q13)

Satisfied with total 
earnings from comp 

(Q18)
Intend to stay with 
this employer 
(Q37)

Pearson Correlation
1 -,061 ,303(**)

Sig. (2-tailed) ,609 ,009
N 73 73 73

Annual salary (excl 
bonuses and 
benefits) (Q13)

Pearson Correlation
-,061 1 -,006

Sig. (2-tailed) ,609 ,962

N 73 73 73

Satisfied with total 
earnings from 
comp (Q18)

Pearson Correlation
,303(**) -,006 1

Sig. (2-tailed) ,009 ,962
N

73 73 73

**  Correlation is significant at the 0.01 level (2-tailed).

In France, we can observe a medium correlation between satisfaction with total earning and 

the intention to stay with the employer (0,303 sig. 0,009). So pay satisfaction is a useful

element in order to retain employees. 

Nevertheless, it is not possible to establish a significant link between salary and intention to 

stay, nor between satisfaction with total earning and salary.   

Intend to stay with this 
employer (Q37)

Entitled to extra months 
salary (Q14)

Satisfied with total 
earnings from comp 

(Q18)
Intend to stay with 
this employer 
(Q37)

Pearson Correlation
1 ,013 ,303(**)

Sig. (2-tailed) ,914 ,009
N 73 73 73

Entitled to extra 
months salary 
(Q14)

Pearson Correlation
,013 1 -,097

Sig. (2-tailed) ,914 ,413
N 73 73 73
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Satisfied with total 
earnings from 
comp (Q18)

Pearson Correlation
,303(**) -,097 1

Sig. (2-tailed) ,009 ,413
N

73 73 73

The correlation between extra salary month and intention to stay is not significant, nor with 

the total earning satisfaction. It could be due to the fact than many French companies offer 

this kind of reward, so it is seen like something normal. 

Intend to stay with this 
employer (Q37) Receives bonus (Q15)

Satisfied with total 
earnings from comp 

(Q18)
Intend to stay with this 
employer (Q37)

Pearson Correlation
1 -,037 ,303(**)

Sig. (2-tailed) ,755 ,009
N 73 73 73

Receives bonus (Q15) Pearson Correlation -,037 1 -,010
Sig. (2-tailed) ,755 ,932
N 73 73 73

Satisfied with total earnings 
from comp (Q18)

Pearson Correlation
,303(**) -,010 1

Sig. (2-tailed) ,009 ,932
N 73 73 73

Even if many companies offers bonus, French responses can not permit to establish a link 

between Receives Bonus and intention to stay, nor between Receives Bonus and Satisfied 

with total earning.

Intend to stay with 
this employer (Q37) Receives benefits (Q16)

Satisfied with total 
earnings from 
comp (Q18)

Intend to stay with this 
employer (Q37)

Pearson Correlation
1 ,139 ,303(**)

Sig. (2-tailed) ,239 ,009
N 73 73 73

Receives benefits (Q16) Pearson Correlation ,139 1 ,100
Sig. (2-tailed) ,239 ,401
N 73 73 73

Satisfied with total earnings 
from comp (Q18)

Pearson Correlation
,303(**) ,100 1

Sig. (2-tailed) ,009 ,401
N

73 73 73
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We can observe a weak link between received benefits and the intention to stay with this 

employer, but the result is not enough significant (0,139 sig 0,239). Benefits can be really 

various, and more or less expensive. After discussion with the employee, it can be easy to find 

a kind of bonus in adequacy with employee’s needs.

Gender (Q1) N Mean Std. Deviation Std. Error Mean
Annual salary (excl bonuses and 
benefits) (Q13)

1
43 3,95 1,718 ,262

2 30 3,43 1,104 ,202

Preferred type of bonus system 
(Q19)

1
43 2,26 1,093 ,167

2
30 2,67 ,844 ,154

In the Mean column, results are presented under a Likert scale. For the first question, when 

results tend toward 1, you are few paid; when they tend toward 9, you are well paid. For the 

second question, when results tend toward 1, you prefer individual kind of bonus; when they 

tend toward 3, you prefer collective kind of reward.  

Men received a better pay than women. Difference of pay between genders can create 

frustrations, and motivate the decision to leave for women. Women prefer collective reward, 

it can be explain by the fact that women feels discriminate, so collective reward permits to 

have same advantages for men and women. So, more pay equity could permits to improve 

retention.  

4.3.2.2 Kosovo respondent analysis 

Annual salary 
(excl bonuses 
and benefits) 

(Q13)

Satisfied with 
total earnings 

from comp 
(Q18)

Intend to stay 
with this 
employer 

(Q37)
Pearson Correlation 1 ,234(*) -,062
Sig. (2-tailed) ,016 ,528

Annual salary (excl 
bonuses and 
benefits) (Q13)

N 105 105 105
Pearson Correlation ,234(*) 1 ,187
Sig. (2-tailed) ,016 ,056

Satisfied with total 
earnings from comp 
(Q18)

N 105 105 105

Pearson Correlation -,062 ,187 1
Sig. (2-tailed) ,528 ,056

Intend to stay with 
this employer (Q37)

N
105 105 105
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*  Correlation is significant at the 0.05 level (2-tailed).

Correlations show that annual salary has a medium influence on the satisfaction with the total 

earning (0,234 sig 0,016), and satisfaction with the total earning has a weak influence on the 

intention to stay (0,187 sig 0,056). As remuneration is efficient to create satisfaction and to 

retain employees, we will now see what elements in the pay package need to be use.

Entitled to extra 
months salary 

(Q14)

Satisfied with 
total earnings 

from comp 
(Q18)

Intend to stay 
with this 
employer 

(Q37)
Pearson Correlation 1 ,188 ,036
Sig. (2-tailed) ,054 ,712

Entitled to extra 
months salary (Q14)

N 105 105 105
Pearson Correlation ,188 1 ,187
Sig. (2-tailed) ,054 ,056

Satisfied with total 
earnings from comp 
(Q18)

N 105 105 105

Pearson Correlation ,036 ,187 1
Sig. (2-tailed) ,712 ,056

Intend to stay with this 
employer (Q37)

N
105 105 105

Extra month salary has a weak influence on the satisfaction with total earning (0,188 sig 

0,054). As extra months salary is an expensive form of retention, companies should use in a 

first time more efficient and less expensive retention processes.

Receives 
bonus (Q15)

Satisfied with 
total earnings 

from comp 
(Q18)

Intend to stay 
with this 
employer 

(Q37)
Pearson Correlation 1 ,208(*) -,055
Sig. (2-tailed) ,034 ,578

Receives bonus (Q15)

N 105 105 105
Pearson Correlation ,208(*) 1 ,187
Sig. (2-tailed) ,034 ,056

Satisfied with total 
earnings from comp 
(Q18)

N 105 105 105

Pearson Correlation -,055 ,187 1
Sig. (2-tailed) ,578 ,056

Intend to stay with this 
employer (Q37)

N
105 105 105
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Receive bonus has a medium influence on intention to stay (0,208 sig 0,034). But we need to 

specify that only 20% of respondent receive bonus, so they may have little information or 

experience with this kind of reward. 

Receives 
benefits (Q16)

Satisfied with 
total earnings 

from comp 
(Q18)

Intend to stay 
with this 
employer 

(Q37)
Pearson Correlation 1 ,298(**) ,213(*)
Sig. (2-tailed) ,002 ,029

Receives benefits (Q16)

N 105 105 105
Pearson Correlation ,298(**) 1 ,187
Sig. (2-tailed) ,002 ,056

Satisfied with total 
earnings from comp 
(Q18)

N 105 105 105

Pearson Correlation ,213(*) ,187 1
Sig. (2-tailed) ,029 ,056

Intend to stay with this 
employer (Q37)

N
105 105 105

Receive benefits influence both intention to stay (0,213 sig 0,029) and satisfaction with the 

total earning (0,298 sig 0,002). According to its relative efficiency, its various possibilities of 

using, and its possibility to be inexpensive for the company, it seems to be really interesting to 

develop this retention process.

Gender (Q1) N Mean Std. Deviation
Std. Error 

Mean
1 68 1,10 ,577 ,070Annual salary (excl 

bonuses and 
benefits) (Q13) 2 37 1,05 ,405 ,067

1 68 1,81 ,885 ,107Preferred type of 
bonussystem (Q19) 2

37 1,68 ,915 ,150

In the Mean column, results are presented under a Likert scale. For the first question, when 

results tend toward 1, you are few paid; when they tend toward 9, you are well paid. For the 

second question, when results tend toward 1, you prefer individual kind of bonus; when they 

tend toward 3, you prefer collective kind of reward.  

Men and woman received a quite similar remuneration, but both are low paid compared with 

French employees. Both men and woman are attracted by individual form of reward, so bonus 
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should not be based on group performance.

Survey analyse permit to conclude that salary influence pay satisfaction, and that pay 

satisfaction influence intention to stay. So pay satisfaction is a valid retention process in 

Kosovo. To influence satisfaction with total earning the more efficient elements are “receives 

benefits” (0,298), “annual salary" (0,234), “receives bonus” (0,208), and “extra month salary” 

(0,188). 

4.3.3 Conclusion

Concerning France, correlations show us that satisfaction with the total earning is an 

important element to stay in the company. However it was not possible to establish a link 

between component of pay package and satisfaction with the total earning; so significant 

between pay level, extra salary month, received bonus, received benefits, are all inconclusive 

with remuneration satisfaction. Take individually, pay level, extra salary month, received 

bonus, and received benefits are not significant with intention to leave the company. 

So it seems to be difficult to create a general retention model. More than the salary level on 

itself, it is the satisfaction with the remuneration that we need to take into account. We 

supposed that retention strategy needs to be decided in function of all individual. In this way, 

the survey analyse gives us some guideline. We saw that pay increase stays as the most 

important element in the retention process. Women are less paid than men; people like to have 

a salary competitive with the labour market, so it could be interesting to increase women's 

salaries. French employees are divided on attribution of pay increase and bonus.  

Benefits are more important that bonus, willingness of received benefits increases with age. 

Becoming a shareholder is developed in France, but it is not really appreciated by employees 

or managers.  A good solution could be to offer bonus and pay increase to most of employees, 

but the value could be decided individually. Criteria to decide of pay level are not seen as 

really important.

Lake of correlation between different elements of the pay package car highlight a lack of 

information or comprehension of different elements related to pay. 

Results for Kosovo permits to establish that salary influence pay satisfaction, and that pay 

satisfaction influence intention to stay. So if remuneration processes are less developed in 
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Kosovo than in France, they seem to be more efficient. The more efficient elements in 

retention process are “receives benefits”, “annual salary" (0,234), followed by “receives 

bonus”, and “extra month salary”. Remuneration stay at a low level compared to French, it 

can explain why Kosovo bankers try to work abroad, and why Kosovo people are mainly 

attracted by foreign companies.  

4.4 How companies could improve their remuneration retention?

4.4.1 What companies are the most efficient? 

We made an interview with Hervé Remy, Human Resources Director for the east of France 

for the Crédit Mutuel Bank. The goal was to understand the particularity of the bank, the 

exceptionally low turnover rate.

To get round talent shortage, company chooses to hire staff with various experiences and to 

focus on formation within the company. So training employees is a more flexible and efficient 

solution than attract and pay more employees with specific qualification. A second 

particularity of the company is the fact that the turnover is dramatically low. In 2007, on 1600 

executives, only 10 quit the company for another one. 5 quit the company to another bank in 

France, mainly because they had problem with company spirit. And 5 left the company to go 

to work in Luxembourg; this kind of people was looking for salary increase and more 

challenging tasks. So the company never use head hunters, and people contacted by head 

hunter seldom leave the company. 

The only important problem concerning staff is about baby boom retirement. Retirement will 

continue to increase until 2011, and in 2017 half of director agency will have to take their 

retirement. To solve this difficulty, company uses internal progression and trains future 

agency managers and executive managers. 

This situation explains why company does not develop specific retention process, but 

accesses his employment strategy on a special spirit. That is to say, important communication 

within the company, interesting possibilities to progress and a special remuneration plan. 

So there is no variable part in the remuneration, and it is exceptional in a French bank. 

Absence of variable permits to decrease anxiety, and misunderstood about level of pay. It 

contributes to decrease supposition on workmate salary, and impressions that we are less paid 
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than other employees. Pay package is compound only by fix pay, participation and profit 

sharing that represents between 12 and 14% of annual pay, and a 13th month. There is pay 

increase when you change job, and at least every year for every employees. The annual pay 

increase is negotiated individually with every employee; in 2007 pay raise was between 1,8% 

and 2,2%. Pay raise is decided with executive accord, he understand the decision process and 

has an influence on his level of remuneration. Pay increase concerns all the staff, but the level 

is decided individually according to performance, so a person who prefers global pay increase 

are satisfied and people who prefer pay increase based on individual performance also.  

Company does not think to change its remuneration policy in the future. But just to increase 

information on CE advantages.  So Crédit Mutuel accesses its remuneration on few elements, 

but elements which are well accepted and which provide satisfaction. 

Remuneration in Crédit Mutuel is strongly related to the 4 levels of pay satisfaction. Pay 

level: the fix level is the most important element in pay satisfaction; Crédit Mutuel focuses on 

this element. Pay raise history: pay raise needs to be frequent, there is a pay raise every year 

and when you change job. Structure/Administration: structure of pay is easy to understand, 

you discuss about administration every year with your manager. Benefice satisfaction: the 

company proposes some advantages through the work council. 

So, whereas many companies offer complex pay package, with not enough information, and 

not enough possibility to speak about remuneration, Crédit Mutuel offers a simple pay 

package focused on clears elements, and with the possibility to negotiate his remuneration 

individually with his first manager. This solution is strongly connected to the four level of pay 

satisfaction; it can contribute to explain its good results. Finally the company does not 

communicate on the retention process, but on the fact that there will be no retention if an 

employee wants to leave the company.  

4.4.2 Where can French companies progress to increase employee satisfaction 

and retention?

As we saw in the data analyse, it is difficult to establish a precise and conclusive model 

widely enforceable in French Banks, Insurance, and Financial companies. So it is possible to 

establish a correlation between satisfaction between the total earning and the intention to stay 
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in the company; but not to establish link between elements of the pay package and satisfaction 

with the total earning. However, different information we gathered permit to provide some 

guideline to improve situation in France.

First of all, to be competitive in the international war for talents, French companies need to 

develop information about their practice in terms of bonus and variable part in the salary. So 

in 2006, traders in New York received 12,1 billion Euro of bonus and 13,2 in London. In 

France, we know that bonuses are important and we estimate that 1500 employees own more 

money than their CEO, but there is no official information100. In finance, real salaries are 

often more important that announced, so if companies announce that variable salary 

represents 30% of the fix part, in reality, after negotiation, it can reach 60% of the fix part. 

Information could permit to the French market to be more attractive. Banks, Insurance and 

Financial companies also need to continue their effort in intern communication. Information 

will permit to avoid suspicion about workmate salary, and to increase satisfaction. Companies 

who decrease level of decision for pay increase have good results; it permits to integrate 

employee to the process of decision, employee understand well the link between his efforts 

and his salary increase. Information should be more individualised, so when you show video 

to speak about remuneration, results are not really good, whereas head-to-head meeting 

contributes to increase satisfaction and comprehension. Individual description of 

remuneration is also a good idea to be sure that employees understand their own merits on 

importance of participation, stock-ownership and retirement plan on their total earning. 

Human Resources seem to underestimate influence of fix salary on employee’s satisfaction101.

Pay increase should not provide competition between employees because it creates 

frustration. Fong and Shaffer show us that US employees prefer bonus based on individual 

performance, whereas Hong-Kong employees prefer pay increase based on collective 

performance102. Data analyse shows us that French employees prefer bonus based both on 

individual and collective performance. So a fair reward can be based on a mix between 

individual and group performance. 

As it is difficult to make difference between employees' preference according to the gender, 

the age, the level of remuneration or the level of studies; we can suppose that remuneration 

should be individualised according to individual employee’s performance; head to head 

discussion about salary could permit to establish personal satisfaction. In a spirit of 

                                                
100  Le monde (06-12-23)
101  Les Echos (07-11-20) 
102  Leung and Bond (Fong and Shaffer) 1984
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individualisation, it could be a good idea to continue to use benefits and to adapt them to 

employees' needs. Data analyse shows us that benefices influence intention to stay

Last but not least, companies should not continue to add new elements to their pay package 

because employees have difficulties to have a global overview of their remuneration. 

4.4.3 Can we develop this analysis to all the Labour Market?

Problems of turnover exist in Bank, Insurance, and Financial companies and also in other 

sectors of the economy. But the reasons are different: people leave bank, insurance and 

financial companies to receive a better salary and to progress, due to the talent shortage. In 

other companies, people leave their employer more likely because they are dissatisfied. 

Moreover Bank, Insurance, and Financial companies make important benefits, so they have 

the possibility to use remuneration retention. It is not always the case in other economic 

sectors. 
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5. CONCLUSION FOR FRANCE AND KOSOVO 

Since some years French Bank, Insurance, and Financial companies confront to important 

retention problems. Problems are found mostly in financial companies. This new situation is 

mainly due to a baby boom retirement, new regulations, competition increase and the need to 

employ more qualified staff. Talent shortage concerns mainly qualified jobs. Companies take 

into account this problem and develop retention process based in part of the pay process. 

Possibilities to use remuneration as a retention process are emphasized by good financial 

health of the companies. Companies access there the strategies mainly on two directions: in a 

first time, we observe every year a sensitive increase of the global remuneration level, 

remuneration increase depends of the importance of talent shortage. Companies, complexities 

and diversifies pay the package. So variable part of the salary is often more important; special 

financial product, complementary health care, and complementary retirement plan are more 

often the offers to employees. In a second case companies understood that executive suffer 

from lack of information concerning remuneration and does not understand clearly every 

element in the pay package. Therefore companies develop internal and external 

communication plans.  However companies continue to have retention problems. 

In Kosovo, the situation is less complex. Bank, Insurance, and Financial companies offer 

competitive salary in comparison to other companies, so they are attractive to many 

employees. Talent shortage concerns principally employees with international experience, and 

Kosovo bankers are mainly attracted by foreign companies. Thus pay package focus on fix 

salary, and sometimes 13th month and benefits.

Data analysis for Kosovo permits us to conclude that salary influence pays satisfaction, and 

that pay satisfaction influences intention to stay. That is why pay satisfaction is a valid 

retention process in Kosovo. To influence satisfaction with total earning, bonuses are more 

efficient than extra salary month, but receiving benefits is the most helpful element to 

complete fix salary. An efficient retention process could be compound of a fix salary, 

benefits, bonus, and possibly of 13th salary month.

French data analysis is less conclusive. Correlations show us that satisfaction with the total 

earning is an important element to stay in the company. However it was not possible to 

establish a link between component of pay package and satisfaction with the total earning. 

Thus a general retention model could not be efficient. Retention strategies should be 

determined in function of every individual. Nevertheless, when we compare companies who 
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succeed in retention processes and for other ones we can provide some general advices. 

Firstly, it seems to be important to increase information, when employee understands the link 

between his effort and his remuneration he is more involved in his job. It is also very 

important that the employee understands all elements in his remuneration package, and the 

possibilities to use them. Secondly, companies should decentralize remuneration decision. So 

it is easier for an employee to negotiate and influence his remuneration level. Employees have 

also more possibilities to ask question concerning remuneration. It allows ensuring that 

employee is satisfied by his pay package. Thirdly, employees should have a competitive fix 

salary and regular pay increase. Pay increase should be based both on individual and group 

performance, it contributes to associate all the staff, but best elements have a better reward. 

Fourthly, pay package should not be based on too much elements but mainly on elements 

appreciated by employees. For example most of employees appreciate fix salary or benefits, 

but employees do not like so much deferred form of remuneration. Lastly internal training can 

permit to be less dependent of some key employee. It permits to not focus pay increase on 

some specific employees but to offer pay increase to all the staff. According to practice in 

companies these five elements can influence positively intention to stay in the company.

As France and Kosovo are widely different, it does not allow offering same solution for both 

countries. For the moment retention process are less complex in Kosovo than in France. But 

survey analyses reveal that remuneration retention process have more impact on satisfaction 

and retention in Kosovo than in France. Thus, if remuneration retention is used by every 

company, it gets less efficient. So, remuneration retention is something really new in Kosovo, 

whereas French employees think that they can change company and find or negotiate the 

same kind of advantage with the new employer.
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APPENDIX

Original emails exchanged between Fatmir Stublla, student at Vaxjo University, and Hana 

Gashi, Human Resource Department Coordinator at Banka Ekonomike e Kosovës:

From: Hana Gashi <hana.gashi@bekonomike.com>

To: Fatmir Stublla <fatmir.stublla@gmail.com>

Date: Jan 4, 2008 5:52 PM

Subject: RE: Kerkes per Hulumtim Shkencor

Message:

Pershendetje,

Me keqardhje ju informoj se per momentin nuk kemi mundesi te ju ofrojme informatat qe 
kerkoni.

Shpresojme qe ne te ardhmen te kemi bashkepunim.

Ju uroj sukses ne hulumtimin tuaj

Me Respekt,

Hana GASHI

Koordinatore e Burimeve Njerëzore
Human Resources Coordinator

Banka Ekonomike SH.A.
Rr. Migjeni nr.1
10000 Prishtine, Kosove
Tel: +381 (0)38 244 396 lok:150
Fax: +381 (0)38 243 828
E-mail: hana.gashi@bekonomike.com
www.bekonomike.com

Translation: 

Unfortunately I have to inform you that we are not in this time able to answer to you in those 

questions and we hope to cooperate with you in future. I wish success in future to you. 

Original emails exchanged between Fatmir Stublla, student at Vaxjo University, and Merita 

Qerimi, Human Resource Manager at Raiffeisen Bank Kosovo J.S.C.:
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From: merita.qerimi@raiffeisen-kosovo.com

To: Fatmir Stublla <fatmir.stublla@gmail.com>

Cc: arta.celina@raiffeisen-kosovo.com

Date: Nov 30, 2007 12:04PM

Subject: RE: Ju lutem ta plotesoni kete pyetsor 

mailed-by raiffeisen-kosovo.com

Message:

Z, Fatmir, 

Ju faleminderit qe keni zgjedhur banken tone per hulumtim, por me keqardhje po ju njoftojme 

qe keto te dhena qe ju po i kerkoni nuk mund te ju sigurojme pershkak se jane te dhena 

konfidenciale. 

faleminderit per mirekuptim,

Merita Qerimi

Human Resources Manager 

Raiffeisen Bank Kosovo J.S.C 

UÇK #51, Pristina 10000, Kosovo 

Tel: +381(0)38 222 222 173 

Fax: +381(0)38 20 30 1 104

Cell: +377(0)44 502 417 

www.raiffeisen-kosovo.com

Translation: 

Thank you, for choosing our bank for your study but, those data is confident ional and just for 

the internal issues. Thank you for understanding.
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Original emails exchanged between Fatmir Stublla, student at Vaxjo University, and Visar 

Rrustemi, CEO at Kosova e Re (Insurance Company):

Translation: 

Hey Fatmir how things are going!

Look at this link www.cbak-kos.org you can find all the information for insurance companies 

in Kosovo. Included and my company.

I wish you success. 

From: Visar Rrustemi <visar.rrustemi@gmail.com>

To: Fatmir Stublla <fatmir.stublla@gmail.com>

Date: Dec 12, 2007 1:01PM

Subject: RE: data for research 

mailed-by gmail.com

Message:

Fatmir djali, si po shkojne punet!

Shiko ne kete adrese www.cbak-kos.org mund te gjesh te gjitha shenimet qe te interesojn per 
kompanite e sigurimeve ne Kosove. Duke perfshire edhe kompanine time.
  
Suksese dhe degjohemi.

Visari
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Pyramid of Kosovo Population during 1999

Source: General Statistics, Kosovo in numbers 2006. 20 December, 2007. Statistical Office of 

Kosovo, < http://www.ks-gov.net/ESK/esk/pdf/shqip/pergjithshme/kosova_shifra_2006.pdf>

Figure 1 - Pyramid of Kosovo Population
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Current level of salary, for banking and financial services, in 2006, in Paris103.  

                                                
103 Robert Walter (2007) "Salary Survey France" Pp5.
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Retention Survey

Question 
no:

Question Type of answer Comments

Background questions
Q 1 Are you a Man

Woman

Q 2 Which year were you born? 19___

Q 3 What is your level of education? None diploma
A level
University studies, 
Bachelor level
University studies, 
Master level or higher

Q 4 In what kind of company are 
you working?

Bank
Financial comp (other 
than bank)
Insurance comp
Other, please specify

Q 5 Where do you work? Local branch office
Local head office
Regional head office  
National head office

Q 6 What is your position? Top management
Middle management
First line management
No management 
position

Q 7 Do you work as a Specialist
Generalist
Other, please specify

Q 8 Do you regularly meet and 
interact with clients of the 
company

Almost never 
1 day per month
2-5 days per month
6-10 days per month
11-20 days per month
Every day

Q 9 What is the size of the city 
where you work?

Small city
Medium sized city
Large city
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Q 10 Do you work in An open space office
Sharing a single room 
office
A single room office 
on your own
Other, please specify

Q 11 How much do you earn in one 
year (including salary but 
excluding bonuses and benefits) 

Please answer in thousands of 
Euros

<20
21-30
31-40
41-50
51-60
61-70
71-80
81-90
90+

Q 12 Are you entitled to an extra 
month’s salary during the year 
or in the end of the year?

No
Yes, we get a 13:th 
salary
Yes, we get a 13:th 
and a 14:th salary

Q 13 Are you entitled to bonus 
payments (do not take the extra 
months’ salary into account)

No
Yes

Q 14 Do you receive benefits from 
your company (for example free 
cell phone, free or subsidized 
lunch, free car, etc.)

No (go to question 
16)
Yes

Q 15 If you have benefits please 
specify 

Please specify

Q 16 Are you satisfied with what you 
earn in total (salary + bonus + 
benefits) from your employer?

Completely 
dissatisfied
Dissatisfied to some 
extent
Not dissatisfied, nor 
satisfied
Satisfied to some 
extent
Completely satisfied

Q 17 A bonus system should be based 
on 

The whole company’s 
performance
My whole teams’ 
performance
My own performance
Other, please specify

Q 18 How many years have you Number of years:___
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worked in total?
Q 19 How many years have you 

worked in this company?
Number of years:___

Q 20 After having finished your 
studies, in how many companies 
did you work until now (this 
company included) 

1
2-3
4-5
>5

Q 21 How much of your work life has 
been within banking, finance 
and/or insurance companies? 
Please answer in % of your total 
work life 

___ %

Q 22 Are you satisfied with working 
in this kind of company? 

Completely 
dissatisfied
Dissatisfied to some 
extent
Not dissatisfied, nor 
satisfied
Satisfied to some 
extent
Completely satisfied

Q 23 How easy would it be for you to 
find a similar job without 
moving or having to start 
commuting outside the city/area 
where you now live?

Impossible or Almost 
impossible
Difficult
Neither difficult or 
easy
Easy
Very easy
I am already 
commuting long 
distance so it would 
not make any 
difference

Q 24 How easy would it be for you to 
find a better job without moving 
or having to start commuting 
outside the city?

Impossible or Almost 
impossible
Difficult
Neither difficult or 
easy
Easy
Very easy
I am already 
commuting long 
distance

Q25 If you have a family, how easy 
would it be for you to find a 
similar job if your spouse got a 
new job that required that the 

Impossible or Almost 
impossible
Difficult
Neither difficult or 
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whole family would have to
move to another city?

easy
Easy
Very easy
I do not have a family

Q 26 If you decide to quit working for 
this company, how long will it 
take before you can start 
working for your new 
employer?

One month or less
Between one and two 
months
Between two and 
three months
More than three 
months 

Q 27 Would the answer be different if 
you would start working for a 
competitor?

One month or less
Between one and two 
months
Between two and 
three months
More than three 
months 

Q 27 Is it possible for you to work 
from home?

No (go to Q 29)
Yes

Q 28 How often do you work from 
home?

On rare occasions
I do it regularly but 
not so often
I do it as often as I 
find it necessary

Q 29 In your current work, do you 
manage to successfully balance 
family and work demands?

No, not good at all
Not good
Neither good or bad
Yes, well
Yes, very well

Q 30 Are you satisfied with your 
career development in this 
company up to now?

Completely 
dissatisfied
Dissatisfied
Neither dissatisfied or 
satisfied
Satisfied
Completely satisfied

Q 31 Are you satisfied with your 
potential career development in 
this company in the future?

Completely 
dissatisfied
Dissatisfied
Neither dissatisfied or 
satisfied
Satisfied
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Completely satisfied

Q 32 Have your employer provided
you with a career development 
plan?

No
Yes
Other, please specify

Q 33 If yes, how do you and your 
employer work with the career 
development plan? (several 
answers can be chosen)

It is not taken 
seriously by my 
employer
I am not satisfied with 
it’s content
The content and 
development of the 
plan is followed up 
regularly
My employer ensures 
that I can follow the 
plan
Other, please specify

Q 34 To what extent does your future 
career depend on the possibility 
to go through training and skill 
development programmes 
related to your profession?

Not at all
Not too much
Neither or 
Some
Very much

Q 35 To what extent does you career 
depend on the possibility to go 
through leadership development 
programmes?

Not at all
Not too much
Neither or 
Some
Very much 

Q 36 I feel appreciated by my closest 
manager

Disagree completely
Disagree to some 
extent
Do not disagree or 
agree
Agree to some extent
Agree completely

Q 37 I feel appreciated by the 
company management (i.e. on 
the level of my managers’ 
manager and higher up in the 
organization)

Disagree completely
Disagree to some 
extent
Do not disagree or 
agree
Agree to some extent
Agree completely

Q 38 In general, I would describe my 
work situation as stressful

Disagree completely
Disagree to some 
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extent
Do not disagree or 
agree
Agree to some extent
Agree completely

Q 39 I would describe my work as 
stressful from time to time

Almost never 
1 day per month
2-5 days per month
6-10 days per month
11-20 days per month
Every day

Q 40 Do you intend to stay with this 
employer?

No, I am about to quit
Yes, but for less than 
one year
Yes, but for less than 
three years
Yes, but for less than 
five years
Yes, for five years or 
more

Q 41 What would make you seriously 
interested in leaving this 
company in order to start 
working for a competitor?
Please rank the alternatives 
according to how they would 
influence you in such a 
situation:
1 = the most interesting, to  9 = 
the least interesting

More challenging 
tasks
Better pay 
Better benefits
Better work 
environment
Better leadership
Better career 
opportunities
Better training 
opportunities
Better working 
conditions
More healthy work-
family balance

The following factors might 
influence your willingness to 
remain in this company. Please 
rank them according to how 
important you think they are 
from this point of view. 

Pay 1= most important, 5 = least important
Q 42

That I have a regular raise in 
pay 

____

____
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That the criteria for having a
pay raise are fair

That the procedures for deciding 
on a pay raise are fair

That the procedures for deciding 
on a pay raise are known by the 
employees

That I can have the pay raise I 
deserve, even if this means that I 
will have a higher/much higher 
raise than my colleagues

____

____

____

Bonus and Benefits 1= most important, 4 = least important
Q 43

That my company uses a bonus 
system 

That I, complementary to my 
salary, will receive various 
benefits  

That I have the possibility to 
chose from a range of benefits, 
i.e. that I can compose my own 
benefit package

That I can have the opportunity 
to become a share holder in the 
company

____

____

____

____

Training and Skill 
Development

1= most important, 5 = least important

Q 44 That I have access to relevant 
training programmes and skill 
development activities

That the training and 
development offered by my 
company is relevant for my 
daily work

That the training and 
development offered by my 
company is aligned with my 
expectations and my personal 
development needs related to 
work

That my employer organizes 

____

____

____

____

____
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continuous follow-up, feedback-
sessions, knowledge sharing 
activities after the training

That I feel satisfied with the 
way completed training 
activities are being rewarded
(raise in salary, promotion etc.)

Career Development 1= most important, 5 = least important
Q 45 That I am satisfied with my 

current career development in 
this company

That I am satisfied with my 
possible future career 
development in this company

That my personal career 
development is aligned with the 
company’s goals

That I, as part of my personal 
career development can expect 
to be promoted with regular 
intervals

That my company takes the of 
its’ employees career 
development seriously

____

____

____

____

____

Leadership 1= most important, 5 = least important
Q 46 That my closest manager puts 

focus on the task, pushing the 
employees to meet the set goals 
on time

That my closest manager puts 
focus on relations, striving to 
support the employees in their 
efforts to reach the goals 

That my closest manager puts 
focus on development, 
encouraging the employees to 
see new opportunities and also 
to act upon them

That my closest manager puts 
focus on creating a good 
working atmosphere

____

____

____

____

____
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That I have a good working 
relation with my closest 
manager
Work Environment 1= most important, 6 = least important

Q 47
That I have the freedom to 
personalize my work place

That I have an ergonomically 
sound work place

That my company will care for 
my possibility to work even if I 
would become long term ill or 
handicapped

That the size of my office 
signals my position and my 
status in the company

That the company’s security 
equipment and security 
measures make me feel safe

That I receive the necessary 
training to be able to handle 
extreme or dangerous situations

____

____

____

____

____

____

Work and Family Demands 1= most important, 8 = least important
Q 48 That there is a company policy 

for handling situations arising 
from issues in balancing work 
and family 

That my company, as a part of 
it’s benefits, offers financial 
resources for child and elder 
care, on-site child care and/or 
family leave

That my company offers access 
to sports facilities (such as 
gyms, swimming etc)

That my company arranges
social events for the employees

That I, if necessary, will have 
the support of my colleagues to 
balance family and work 

____

____

____

____

____

____

____
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demands

That I, if necessary, will have 
the support of my closest 
manager to balance family and 
work demands

That my company offers a 
flexible work schedule 

That my company leaves it up to 
me to decide on matters 
regarding my own work

____
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