
Finding and Compensating Top
Talent, the Super Rich Way

The compensation of financial and other professionals is an important
issue for many wealthy families. That’s especially true for the Super Rich
(those with a net worth of $500 million or more) and those who have their
own single-family offices to oversee their financial lives. (Broadly speaking,
a single-family office is a structure set up to manage the financial and
personal affairs of one extremely wealthy family.)

Referrals from other professionals
are a key source of talent among
the Super Rich.

Referrals from other people, such
as friends and acquaintances,
generally are not highly valued by
the Super Rich.

The Super Rich who have single-
family offices tend to use one of
three compensation models for
the professionals they hire.
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Key Takeaways



The reason: In many ways, the ability of a single-family office (SFO) to
meet or exceed the expectations of a wealthy family ties back to the
quality of senior management. And what determined that quality more
than anything else? The compensation arrangements! 

Let’s see what the strategies of the Super Rich can potentially teach the
rest of us about finding and hiring top-notch talent in our own financial
lives.

HOW SFOS SOURCE THEIR TALENT

Skilled professionals connect in many ways and are subsequently hired to
become senior executives in single-family offices. Multiple approaches
are used by families with SFOs in sourcing professionals for senior
management positions (see Exhibit 2). 



Getting referrals from the professionals that families are currently
engaging is an often-used approach for sourcing SFO senior executives.
Wealthy families recognize that within the SFO universe, leading
experts know many highly talented professionals in a variety of fields.
These connections are regularly leveraged when a wealthy family is
looking to hire senior executives. 

Getting introductions from these professionals often proves to be an
exceptional risk mitigation strategy. The families tap trusted
professionals for referrals, and the trusted professionals refer people
whom they themselves trust to do a good job. 

For example, nearly 70 percent of elite private client lawyers surveyed 

REFERRALS FROM PROFESSIONALS

who were asked for referrals from
wealthy SFO clients have provided
such referrals (see Exhibit 3). 

These lawyers, because of their
stature and years in practice, are
familiar with a plethora of experts in
different disciplines. They are likely
to know appropriate people when
family members or senior
management of a single-family
office is seeking new talent.



About two-fifths of single-family office executives reported that
recruiters play a prominent role in sourcing non-family senior
management. This is more common among the inheritors of SFOs than
among the SFOs’ founding family members. This is likely because we
see that single-family offices are becoming more and more professional.
Inheritors may be seeking to ensure their single-family offices are run as
a business. 

RECRUITERS

PREVIOUS EXPERIENCE WITH THE PERSON

A significant percentage of families with SFOs hire professionals with
whom they’ve worked in the past. Indeed, almost half of elite private
client lawyers surveyed reported being approached at some point in
their careers, by their clients, to join single-family offices. These clients
evidently had positive experiences with the lawyers that resulted in the
invitation to join the SFO.

OTHER METHODS

As we saw in Exhibit 2, other ways to source professionals are less
common. In particular, networking activities and events, referrals from
other people, and unsolicited approaches by professionals tend to be
inconsequential. 

The implications: Seeking referrals from other professionals you already
work with and trust can be an excellent way to find the talent you need.
In contrast, asking other people (such as friends, work associates and
social contacts) for introductions to top talent may not yield the optimal
results for you. 



Finding talent is one thing. Motivating talent is very much a function of
compensation. There are basically three different ways the Super Rich
with SFOs tend to compensate their senior executives:

THREE COMPENSATION ARRANGEMENTS

Employee model. Senior executives receive a salary and a

discretionary bonus. Compensation of a few hundred thousand

dollars is most common. The compensation for senior executives

under the employee model is quite stable year in and year out. The

drawback is that it can be seen as limiting senior management’s

earning ability.

Participatory model. Senior executives are rewarded strictly on

performance. Compensation might potentially range from zero to

millions of dollars. The upside is often considerable. It is the way

senior executives become wealthy in their own right, but it comes

with the greatest financial risks.

Hybrid model. This is a combination of the other two arrangements.

There’s a base salary—maybe $100,000—combined with some level

of performance-driven compensation. When they receive a base

amount of compensation, senior executives are not as likely to end

up in “do or die” situations. Also, there is the possibility for substantial

upside, but less than in a pure participatory model.

While the employee model is fairly straightforward, the participatory
and hybrid models can be very complex. The greater the participation
by single-family office senior executives, the greater the probability they
can become very wealthy in their own right.

In general, the employee model is most prevalent among the single-
family office senior executives surveyed (see Exhibit 4). 



There are clear patterns and trends in
terms of how many of the Super Rich
tend to find and compensate their
professional advisors. While not
everything they do is relevant to the lives
of those of us with less wealth, we can
examine their methods to help us as we
seek to work with the best professionals
we can find, and seek to ensure they’re
highly motivated to bring value to our
lives.

CONCLUSION
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