
Insights on Family Office Compensation
2017 Single Family Office Compensation Trends

The Survey
Compensation is a significant expense for family offices, requiring careful 
review. The 2017 Single Family Office Compensation Trends survey focuses 
primarily on two areas: salary increases for 2017 and payment of annual 
incentive awards for 2016 performance to executives and staff. This report 
provides insights into compensation practices of family offices across a range 
of AUM levels.

Note: All references to family office(s) in this report refer only to the 193 
family offices that participated in the survey.

Key Findings
• Almost all family offices are planning on, or have already awarded, base 

salary increases for 2017, with an average budgeted increase of 2% to 4%, 
which compares favorably with increases from last year.

• More than seven out of 10 family offices incorporate the use of bonuses or 
annual incentives as part of the compensation structure.

• Just over 40% of family offices are using long-term incentives for their 
executives, with a majority using either one or two forms of long-term 
incentives.

• The use of long-term incentive plans is starting to become more prevalent 
below the executive level.

• Overall, co-investment and carried interest are the most prominent 
vehicles used for long-term incentive plans. 

• Nearly half of all family offices have a board of advisors/directors, which 
is an increase over findings from 2015.
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Profile of Participants
Participation was by invitation only, and includes respondents from 193 single family offices. The survey 
findings represent a large base, which enhances the quality of the findings by providing a good representation 
across AUM and net-worth levels.

FAMILY OFFICE AUM TOTAL NET WORTH OF FAMILY

AUM % OF PARTICIPANTS NET WORTH % OF PARTICIPANTS

$1 billion or more 26% $1 billion or more 44%

$500 million–$999 million 18% $500 million–$999 million 17%

$250 million–$499 million 18% $250 million–$499 million 14%

<$250 million 39% <$250 million 25%

 
Firm Structures
Almost all of the family offices are stand-alone entities, with the remainder embedded within an 
operating company.

Nearly half have a board of advisors/directors, with nearly three out of four of these boards providing 
governance or guidance on compensation. This is an increase over the 2015 report in which only 38% 
of family offices reported having a board of advisors/directors. 

91% 46%

9% 72%

of participants are 
stand-alone entities.

have a board of 
advisors/directors.

are embedded within 
an operating company.

of the family office boards 
provide oversight of 
compensation governance.
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Family Office Characteristics
As expected, the complexity of a family office generally increases with AUM, and the average number of 
in-house staff and family members supported increases accordingly.

The average number of family office staff is 11.3. However, the number of family office staff increases with 
AUM, which is an indicator of complexity.

Family offices are typically serving more than one generation. Overall, an average of 26 family members, nine 
households, and approximately 2.8 generations are being supported by each office. 

ALL
$1 BILLION  
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION <$250 MILLION

Average number of in-house staff 11.3 25.8 8.1 8.0 5.1

Average number of family 
members supported

26.0 39.3 23.3 20.0 21.6

Ratio of staff to family members 0.4 0.7 0.3 0.4 0.2

Average number of 
generations supported

2.8 2.9 2.8 2.8 2.6

Salary Increase Practices

Annual Review Practices
Most family offices review and adjust base salaries each year, with the practice being most prevalent for those 
that have AUM of $1 billion or more. This practice is consistent with the overall national U.S. market, which 
averages just over 12 months between salary increases for all employee groups.*

AUM ALL
$1 BILLION  
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION <$250 MILLION

Annual review and  
adjustment of base salaries

87% 95% 89% 90% 82%

Salary Increase Timing
Nearly all participants report using a common effective date for salary increases. January 1 is the most 
common date, as reported by 60% of family offices using a common effective date. These results were 
consistent for both executives and staff.

EXECUTIVES STAFF

January 1 60% 60%

Other common date 32% 30%

Employee anniversary 9% 10%

 * Source: WorldatWork 2016–2017 Salary Budget Survey
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2017 Salary Increase Budgets
Of the participating family offices, 93% have awarded, or plan to award, salary increases in 2017.

Overall, about half of family offices determine salary increases within an annual budget structure. The use 
of salary increase budgets is higher for staff than for executives, which reflects a higher use of discretion 
in determining executive increases. 

Of those organizations with a budget, most reported an increase of 2% to 4%. This is consistent with the U.S. 
average increase of 3.1% as reported by WorldatWork.*

AUM
ALL

$1 BILLION 
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION

<$250 MILLION

EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF

PERCENTAGE 
WITH 
BUDGETED 
INCREASE

46% 54% 58% 73% 40% 52% 34% 45% 47% 49%

BUDGETED INCREASE PERCENTAGE

Less than 2% 5% 6% 4% 4% 0% 8% 10% 8% 7% 8%

2%–3.99% 52% 63% 52% 67% 60% 75% 80% 54% 36% 56%

4%–5.99% 27% 24% 26% 22% 40% 8% 0% 31% 36% 32%

6%–9.99% 11% 6% 13% 7% 0% 8% 10% 8% 14% 4%

10% or more 4% N/A 4% N/A 0% N/A 0% N/A 7% N/A

 
2016 Salary Increases
Most participants provided salary increases in 2016. Only 15% reported no increases for executives and 
9% reported no increases for staff.

Most organizations provided increases of 2% to 4%. This was consistent with the U.S. average reported by 
WorldatWork of 2.7% for middle performers and 4% for high performers.* 

EXECUTIVES STAFF

Less than 2% 10% 8%

2%–3.99% 39% 54%

4%–5.99% 20% 21%

6%–9.99% 11% 7%

10% or more 4% 1%

Increase not granted 15% 9%

 * Source: WorldatWork 2016–2017 Salary Budget Survey
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2016 vs. 2015 Salary Increases
Most organizations reported that 2016 increases were comparable to 2015 increases for both executives 
and staff.

HIGHER COMPARABLE LOWER

Executives 14% 74% 11%

Staff 14% 80% 6%

Drivers of Salary Increases
Family offices report using a combination of factors to inform salary increase decisions; the most commonly 
cited are individual performance, cost-of-living considerations, discretionary decision-making, and market 
data sources. Cost of living is more predominantly used for staff than for executives, and discretionary 
decision-making is more predominantly used for executives than for staff.

Individual performance

Cost of living

Discretionary decision-making

Market data sources

Internal factors

Family o�ce colleague inquiries

Operating company budget

61%
66%

47%
57%

65%
57%

51%
50%

26%
23%

22%
17%

9%
13%

Executives

Sta�
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Annual Incentive Compensation Practices

Methods Used for Determining Annual Incentives
Most family offices award annual bonuses on a discretionary basis only, while approximately one-quarter use 
a mix of discretionary decision-making and a formalized plan for staff, and approximately one-third use a mix 
for executives.

Use of formalized plans or a mix of formalized plan measures combined with discretion is more prevalent for 
executives than for staff.

EXECUTIVES

Discretionary basis only

58% 10% 32%

Formalized plan only Mix of the two

STAFF

Discretionary basis only

64% 8% 27%

Formalized plan only Mix of the two

 
Few organizations use only a formalized plan, with a greater use of formalized plans in family offices with AUM 
of $1 billion or more.

ALL
$1 BILLION 
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION

<$250 MILLION

EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF

Discretionary 58% 64% 38% 66% 44% 48% 71% 72% 70% 67%

Formalized 10% 8% 19% 14% 8% 4% 4% 4% 8% 9%

A mix of both 32% 27% 43% 20% 48% 48% 25% 24% 23% 24%
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Annual Incentive Awards
Three quarters of family offices awarded bonuses in 2016 for 2015 performance. Overall, the percentage 
of family offices awarding bonuses in 2016 for 2015 performance was consistent with the number awarding 
bonuses in 2015 for 2014 performance.

ALL
$1 BILLION 
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION

<$250 MILLION

EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF EXECUTIVES STAFF

Bonus paid 
in 2016

74% 77% 85% 84% 92% 91% 66% 71% 60% 67%

Bonus paid 
in 2015

71% 75% 79% 81% 84% 87% 66% 75% 63% 65%

Drivers of Annual Incentive Awards
Individual performance was the most predominant factor in determining annual bonuses, followed by family 
office performance and investment performance. 

Individual performance

Family oce performance

Investment performance

Operating company performance

Other

87%

40%

29%

15%

8%
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Long-Term Incentive Compensation Practices

Long-Term Incentive Prevalence
The use of long-term incentive (LTI) plans is a growing trend in family offices. Those organizations that offer a 
long-term plan often provide these opportunities to investment and finance staff as well as executives. The 
use of long-term plans is higher in family offices with AUM greater than $250 million, with the greatest use in 
family offices with an AUM of $1 billion or more. 

ALL
$1 BILLION 
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION

<$250 MILLION

LTI ELIGIBILITY BY GROUP

Executives 41% 58% 40% 47% 28%

Investment staff 28% 42% 23% 33% 18%

Finance staff 13% 16% 13% 20% 8%

CRM staff 5% 7% 3% 3% 6%

Other staff 10% 14% 3% 7% 11%

Long-Term Incentive Vehicles
Of the various long-term vehicles offered, a co-investment opportunity is the most prevalent, giving 
executives the ability to invest alongside the family. Carried interest is the next most common and, in some 
cases, the family may provide additional leverage through the use of loans. This suggests that the family 
offices are using investment opportunities to help drive performance and retention among their employees.

VEHICLE DEFINITION

Co-investment opportunity
•  Allows participants to make a minority investment alongside the family into investment vehicles 

to which the participants would not normally have access.

Carried interest
•  Provides participants with a share of investment profits in excess of a specified return, typically 

in alternative investments such as private equity or hedge funds.

Deferred incentive compensation
•  Incentive compensation opportunity that is based on longer-term performance and typically vests 

over time and pays out in the future

Phantom equity
•  Provides participants some of the benefits of stock ownership without actually giving them any 

company stock; sometimes referred to as shadow stock.

Leverage

•  The use of borrowed capital to increase the potential return of a co-investment. Leverage provided 
from the family will typically be a recourse loan, which means the loan must be paid back. In rarer 
circumstances, the loan may be structured as non-recourse, in which the loan is not required to be 
repaid but collateral may be required.
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SUMMARY OF LTI VEHICLES USED

Co-investment opportunity

Carried interest

Deferred incentive compensation

Phantom equity

Leverage through recourse loans

Leverage through non-recourse loans

Operating company equity

35%

23%

12%

12%

19%

3%

5%
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BREAKOUT OF LTI VEHICLES USED BY AUM

Co-investment opportunity

Carried interest

Deferred incentive compensation

Phantom equity

Leverage through recourse loans

Leverage through non-recourse loans

Operating company equity

45%
24%

36%
30%

27%
14%

29%
21%

36%
19%

11%
13%

18%
14%

7%
11%

12%
10%

11%
13%

6%
5%

4%
6%

3%
0%

4%
4%

$1 billion or more

$500 million–$999 million

$250 million–$499 million

<$250 million

Number of Long-Term Incentive Vehicles Used
Most family offices use more than one long-term incentive vehicle as part of their compensation program. 
Few organizations use more than three vehicles.

AUM

# LTI 
VEHICLES

ALL
$1 BILLION 
OR MORE

$500 MILLION– 
$999 MILLION

$250 MILLION– 
$499 MILLION

<$250 MILLION

1 41% 42% 67% 33% 30%

2 33% 31% 25% 47% 30%

3 19% 23% 0% 20% 25%

4 5% 4% 8% 0% 10%

5 1% 0% 0% 0% 5%



ABOUT THE STUDY

The 2017 Single Family Office Compensation Trends survey was led by Fidelity 
Family Office Services in conjunction with Botoff Consulting, LLC.  

Participation was by invitation only, and respondents included 193 family offices. 
The online survey was conducted from November 28, 2016 through January 13, 
2017. Data was analyzed by Botoff Consulting.  

Fidelity Family Office Services
Fidelity Family Office Services was established in 2004 to serve the sophisticated 
needs of single family offices, wealthy families, and the advisors who serve them. 
We provide custody, brokerage, investments, and reporting services. Clients 
choose to work with us because we are cost effective, deliver outstanding service, 
offer objective guidance, and provide access to institutional capabilities. Our 
focus is to support the needs of family office executives so they can exceed the 
expectations of their family members and clients.

Botoff Consulting
Botoff Consulting, LLC, is an independent compensation consulting firm 
specializing in working with family offices, family business enterprises, foundations, 
and wealth management firms. The firm offers customized compensation solutions 
and provides a complete array of compensation and benefits consulting services 
for both executives and broad-based employee groups. Botoff Consulting was 
established in 2014, with a goal to bring better compensation data to the family 
office market.

For more information, please contact your relationship team;  
call 866.273.2130, or visit familyoffice.fidelity.com

 
 

The information contained herein is as of the date of its publication unless otherwise noted, is subject to change, and is general in nature. Such 
information is provided for informational purposes only and should not be considered legal, tax, or compliance advice. Fidelity does not provide 
legal, tax, or compliance advice. Fidelity cannot guarantee that such information is accurate, complete, or timely. Federal and state laws and 
regulations are complex and are subject to change. Laws of a specific state or laws that may be applicable to a particular situation may affect the 
applicability, accuracy, or completeness of this information. This information is not individualized; is not intended to serve as the primary or sole basis 
for your decisions, as there may be other factors you should consider; and may not be inclusive of everything that a firm should consider in this type 
of planning decision. Some of the concepts may not be applicable to all firms. Always consult an attorney, tax professional, or compliance advisor 
regarding your specific legal or tax situation. 

This communication is provided for informational and educational purposes only and is not individually tailored to any specific investor. Unless 
otherwise disclosed to you, in providing this information, Fidelity is not undertaking to provide impartial investment advice, or to give advice in a 
fiduciary capacity, in connection with any investment or transaction described herein. Fiduciaries are solely responsible for exercising independent 
judgment in evaluating any transaction(s) and are assumed to be capable of evaluating investment risks independently, both in general and with 
regard to particular transactions and investment strategies. Fidelity has a financial interest in any transaction(s) that fiduciaries, and if applicable, their 
clients, may enter into involving Fidelity’s products or services.

Third-party marks are the property of their respective owners; all other marks are the property of FMR LLC.

Fidelity Family Office Services is a division of Fidelity Brokerage Services LLC, Member NYSE, SIPC. 

Fidelity Clearing & Custody SolutionsSM provides clearing, custody, or other brokerage services through National Financial Services LLC or Fidelity 
Brokerage Services LLC, Members NYSE, SIPC.

© 2017 FMR LLC. All rights reserved.
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