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Family Office Reward
Finding the right people to lead and staff your family office is one of the keys to
successfully balancing the needs of your family now with your vision of a legacy for
future generations.
The role of the family office executive is a position unlike any other,
requiring the individual to operate almost as an extension of your
family itself – to operate in the interests of your family despite not
being in it.
They will be privy to details about your wealth, your ambitions, your
priorities and your values.

that you attract and retain people that you can trust both to
do a good job and to act in such a way as to protect the family’s
reputation as well as its assets.
Reward – how those staff members are remunerated and
incentivised – plays a fundamental role in this.

They will also be exposed to the way your family operates, how
it makes decisions and even to the tensions and differences that
might exist between individual family members. So, it is important
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Designing reward
Designing a reward structure for your family office that attracts and retains the right
people is more complex than simply determining salary and benefits.
While reward arrangements often draw on the practice of the
wider asset management sector, they are typically adapted to
reflect the strategy and structure of your family office. The first
step is to take into consideration exactly what kind of family office
you are recruiting into and what kind of role you are expecting the
executives to fulfil:
• The size of family office: multi office vs. single family office
• Investment approach: direct investments vs. co-investment or
pooled assets

Deloitte has significant experience of supporting families in
developing the most appropriate reward structures for their staff.
Alongside the nature of the family office itself, there are a number
of other factors we take into consideration when designing reward
arrangements, including:
• The market from which you are seeking to attract talent
• Understanding a market-typical reward structure for investment
roles

• Type of assets: private equity, real estate, infrastructure etc.

• Understanding the strengths and challenges of your current
arrangements

• Typical asset holding period: short-term (e.g. 3-5 years) vs. longterm (e.g. 15 years plus)

• Emphasising a good cultural ‘fit’ with your family – ensuring the
reward structure reflects and models your values

• Involvement of the family: arm’s length vs. day-to-day
involvement

• Ensuring a meaningful alignment between your family’s
objectives and the executives

• Breadth of role: investment specialists vs. broader role including
operational, technical or functional activities

• Choosing an appropriate investment performance benchmark –
how you will measure success

Deloitte has significant experience of supporting families in
developing the most appropriate reward structures for their
staff.
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Understanding typical reward structures
An effective reward structure is likely to comprise a number of
components. These can be tailored to suit your requirements and
may require specific considerations to ensure they support your
family’s goals:

Long-term incentives
• Family offices employ a wide range of structures. These are
principally driven by the nature of investments and the overall
strategy. For example:

Salary
• Salary is typically influenced by the market rate for the seniority
and expertise of the individual

– Private equity/real estate – it is common practice to have
some kind of carried interest / promote plan, with returns
based on the performance of the underlying assets above
a specified threshold

• It is common to use benchmarking surveys to ensure
competitiveness from a ‘total cash compensation’ perspective
Benefits
• Common benefits include life assurance, death in service cover
and health insurance

– Infrastructure – practice reflects the time horizons of the
underlying assets: with an exit-led strategy with timeframes
similar to private equity, incentives are often similar to private
equity. For longer-time horizons, long-term cash plans are
more common

• Other benefits may include, for example, company car, gym
membership

– Capital markets – may use long-term cash plans/bonus
deferral to ensure alignment to longer-term outperformance

Pension
• A market-aligned pension offering is often expected

• Careful consideration needs to be given to the funding
mechanism of the incentive

• Cash alternatives for high earners are often included

Co-investment
• Having an element of the executives’ capital co-invested
alongside the family can enhance the alignment of interests,
as well as forge a closer spirit of engagement

Annual bonus
• This may be a combination of profit pool (‘top down’) and
individual target-led (‘bottom up’) approaches
• The process for determining awards varies, and performance
metrics often combine financial and non-financial measures
• It is important to consider how to avoid ‘double paying’, where
annual bonus and long-term incentives are both based on
similar performance metrics
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Helping family offices to design their reward
Deloitte advises single and multi-office family offices on designing reward structures that help to attract and retain key talent. Below are
some examples of recent projects:
• Multi-strategy family office
We conducted a comprehensive review of reward arrangements
across all investment strategies, including reviewing the
approach to cash compensation, designing bespoke incentive
plans for each strategy, and assisting with employee
communications.
• Property arm of European family office
We developed annual bonus and long-term incentive plans for
the head of the property division to support their achievement
of key strategic milestones over the mid-to long-term. We
designed the plan for a specific individual but with flexibility
for new joiners to become participants over time.
• Large private equity-focused family office
We conducted a full-scale review of remuneration arrangements
including cash compensation, short-term incentives and carried
interest, from commercial, tax and regulatory perspectives.
We also developed a robust reward governance process to
underpin the new reward structure.
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• Family-owned private company
We designed a cash-based long-term incentive plan to support
the ongoing business strategy, with allowance for significant
headcount increases during the life of the plan.
• Newly established European family office
We supported a new family office with short and
long-term incentive design, tax and structuring advice,
and the implementation of the arrangements.
• Large European family office
We designed an equity-based long-term incentive arrangement
for a very large European family office with executives in a
number of jurisdictions. The design phase included working
extensively with our overseas colleagues to mitigate taxes for
both the employer and the executives.
• Family-owned group
We developed a bespoke long-term incentive plan and a wider
reward package to incentivise and retain key executives of the
group through a prospective corporate event and reward them
for the future success of the business.
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Our family office reward services
• Assessment of reward structures against market practice

• Design and implementation of long-term incentive plans

• Review and design of cash compensation structures, including annual bonus

• Tax and regulatory analysis

• Reward implementation support, including cost modelling and assistance with legal documentation

• Development of employee communications approach and materials

• Design of reward structures to support changes to roles and individuals in the family office

• Ad hoc reward support
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