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The Jacobson Group is the leading provider of talent to the insurance 
industry. For nearly 50 years, Jacobson has been connecting organizations 
with insurance professionals at all levels across all industry verticals. 
We provide an array of services including executive search, professional 
recruiting, temporary staffing and subject matter experts. Regardless of 
the need or situation, Jacobson is the insurance talent solution. 

For more information, visit jacobsononline.com.

McLagan provides tailored talent, rewards, and performance expertise 
to financial services firms across the globe. Since 1966, McLagan 
has partnered with the largest and smallest financial services firms 
to help them make data-driven decisions to hire, retain, and engage 
the top talent for keeping the global economy running. McLagan 
compensation surveys are the most comprehensive, in-depth 
source of rewards data covering over 150 countries from more 
than 2,500 clients. Their consultants work with hundreds of firms 
annually to design total rewards programs and benchmark financial 
performance for boards of directors, executives, employees, and sales 
professionals. McLagan is a part of Aon plc (NYSE: AON). 

For more information, please visit mclagan.aon.com
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ABOUT NAMIC

For more than 120 years NAMIC has been serving in the best interests of mutual 
insurance companies – large and small – across the United States as well as in 
Canada. NAMIC membership includes more than 1,500 member companies. 
The association supports regional and local mutual insurance companies on 
main streets across America along with many of the country’s largest national 
insurers. NAMIC member companies write $313 billion in annual premiums and 
together account for 66 percent of homeowners, 53 percent of automobile, and 
31 percent of the business insurance markets.

Through our advocacy programs we promote public policy solutions that benefit 
NAMIC member companies and the policyholders they serve and foster greater 
understanding and recognition of the unique alignment of interests between 
management and policyholders of mutual companies.

NAMIC HEADQUARTERS  
3601 Vincennes Road  
Indianapolis, IN 46268 
317.875.5250

NAMIC WASHINGTON OFFICE 
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Washington, DC 20001 
202.628.1558
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EXECUTIVE PAY PRACTICES STUDY

INDUSTRY PERSPECTIVE: A FUTURE-FOCUSED APPROACH TO EXECUTIVE COMPENSATION
By Gregory P. Jacobson, co-CEO, and Brett Carter, Managing Director, The Jacobson Group

The insurance industry remains competitive, especially in terms of attracting and retaining top executive-level talent. Unemployment has reached pre-pandemic levels, and 
we’re seeing increased movement in the industry’s executive ranks. As mutual companies begin to reopen their brick-and-mortar offices in the coming months, strong 
leadership and fluid strategies are necessary for success in the post-pandemic environment. Remaining future-focused and providing compensation that attracts and 
retains organizational leaders are key components for effectively moving forward.

INCREASED COMPETITION FOR TALENT
It’s an ideal time for mutual companies to examine their compensation plans and measure how they stand up within the larger talent landscape. Overall, last year’s 
average salary increases were significantly less than what executives would typically be offered for a new position. Professionals who were delaying career moves due to 
the uncertainty of COVID-19 are exploring their options and evaluating their long-term career plans. Additionally, many insurtechs and startups are vying for insurance 
executives and willing to make substantial monetary investments in the human capital that will drive their ultimate success. 

EMPHASIS ON SUCCESSION PLANS 
Succession planning has been an industry focus for many years due to the aging workforce, expanding mid-level talent gap, and emphasis on leadership diversity. While 
many companies are developing succession plans for their CEOs and other key members of the C-suite, subsequent tiers of leadership must also be prioritized. As 
evidenced in the NAMIC Executive Pay Practices Study’s findings, those in more senior-level leadership roles are generally receiving larger salary increases relative to 
individuals in director-level positions. However, high performers in the midlevel leadership ranks are primed to continue moving up within their organizations, eventually 
becoming trusted and effective executives with a wealth of historical knowledge and experience. Including them in succession planning and compensating them accordingly 
will help ensure a strong bench of talent is ready to take on both planned and unforeseen future needs. 
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ENHANCED REWARDS
In the past several years, mutual companies have increasingly offered long-term incentives; yet, the majority of compensation is still structured as base pay. Ensure you’re 
giving individuals a reason to stay, recognizing that stock companies generally offer more generous incentives. Seek feedback from your organization’s leadership to 
understand the perquisites they value and how you can continue to evolve your executive compensation program. By developing goals that support long-term and annual 
incentives, and prioritizing talent management and embracing creativity, even smaller organizations can build compensation packages that are competitive both inside and 
outside of the mutual company realm. 

ONGOING DISRUPTION
Of course, physically going back to the office will not mean returning to the pre-pandemic work environment. Most employees have experienced fundamental shifts in 
priorities and values, both from professional and personal standpoints. New technology, enhanced automation, and increased transparency are disrupting all industries, 
and mutual companies are no exception. Encourage new ideas and processes within your own organization and evaluate the relevance of your total rewards program 
and compensation structure. Many leaders took on new responsibilities and overcame numerous challenges and hurdles in the past year. However, while more than half 
of mutuals reviewed their executive compensation plans, only 16 percent made changes to those plans in 2020. Aim to disrupt yourself and lean into these changes 
proactively, before someone or something disrupts you. 

The Jacobson Group is proud to again sponsor the 2021 NAMIC Executive Pay Practices Study. As the industry adapts to the effects of the pandemic and reevaluates 
how work gets done, these insights are more important than ever for remaining competitive and building loyalty within the leadership ranks. Competitive compensation 
programs, strong talent development and retention strategies, and enhanced succession plans are vital for staying ahead now and into the future. 
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INTRODUCTION

OVERVIEW
Executive management compensation often includes more than just a base salary and annual bonus. Long-term incentives, deferred compensation, SERPs, and a variety 
of other benefits and perquisites are all part of the equation. To gather information on industry trends with respect to executive benefits and other factors included in total 
compensation, Aon, on behalf of NAMIC and sponsored by the Jacobson Group, conducted a survey of executive pay practices at U.S. P&C carriers. 

This report presents the findings of the in-depth survey of executive management team pay practices conducted in early late 2020-early 2021. 

BENCHMARK GROUPS
A diverse group of 52 insurance carriers participated in the survey. Participants are listed on the following page. Results are calculated using the total number of participant 
responses to each survey topic. 

To further analyze the survey responses, benchmark groups were developed by company size and overall performance in the industry.  A complete comparison by 
benchmark group is provided in the appendix. The following summarizes the benchmark groups used for the study:

• Overall Benchmark: All 52 carriers

• Large Company Benchmark: Carriers with more than $300M in DPW

• Small Company Benchmark: Carriers with less than $300M in DPW 

• High Performer Benchmark: Carriers who are considered a Ward’s 50 company
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A.I.M. Mutual Insurance Company

Arch Capital Services, Inc.

Brotherhood Mutual Insurance Company

Buckeye Insurance Group

Buffalo Lake-New Auburn Mutual Insurance Company

Builders Mutual Insurance Company

Cameron Mutual Insurance

Celina Insurance Group

Church Mutual Insurance Company, S.I.

Columbia Insurance Group

CompSource Mutual Insurance Company

Co-operative Insurance Companies

CopperPoint Insurance Company

Farm Bureau Mutual Insurance Company of Idaho

Farmers Alliance Mutual Insurance

Farmers Fire Insurance Company

Farmers Mutual of Nebraska

Farmers Union Insurance Company

Federated Mutual Insurance Company

Frankenmuth Insurance

Frederick Mutual Insurance Company

German Farmers Mutual Insurance Association

Global Indemnity Group

Harford Mutual Insurance Company

ICW Group

Illinois Casualty Company

Indiana Farmers Mutual Insurance Company

Kentucky Farm Bureau Mutual Insurance Company

Lititz Mutual Insurance Company

Maine Employers’ Mutual Insurance Company

McMillan Warner Mutual Insurance Company

Merchants Insurance Group

Mt Morris Mutual

Mutual Assurance Society of Virginia

Mutual of Enumclaw Insurance Company

NJM Insurance

Ohio Mutual Insurance Group

Penn National Insurance

Pennsylvania Lumbermens Mutual Insurance Company

RAS

SECURA Insurance

SFM Mutual Insurance Company

Shelter Insurance

Society Insurance

The Bar Plan Mutual Insurance Company

The Dentists Insurance Company

Trillium Mutual Insurance Company

Union Mutual Fire Insurance Company

United Educators

United Heritage Insurance

Vermont Mutual Insurance Group

Wayne Mutual Insurance Company

WEA Property & Casualty Insurance Company

PARTICIPANTS
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EXECUTIVE PAY PRACTICES STUDY: KEY FINDINGS

McLagan is pleased to be partnering with NAMIC and The Jacobson Group to conduct this year’s Executive Pay Practices Study. When used in conjunction with the 
Property/Casualty Compensation Survey, participants understand the complete picture of the executive team’s total compensation package, including actual market 
compensation for executive positions and the measures and components of performance, funding, and perquisites for these roles. 

Below is a brief summary of the study findings. To purchase the report, please contact Kaitlyn Isley at McLagan at kaitlyn.isley@mclagan.com.

ANNUAL INCENTIVE PLAN

While many carriers believe their programs are competitive, 33 percent of participants 
reported that they do not review their executive compensation strategy on a frequent 
basis (bi-annually or annually). McLagan considers it a best practice to review executive 
compensation strategy on at least a bi-annual basis for a number of reasons. Frequent 
review of compensation is useful in determining whether current performance targets are 
in line with relative industry performance and a consistent process helps reduce tension 
amongst senior management regarding whether their pay levels are fair against the 
market and performance of the company.

MOST POPULAR METRICS   

Combined
Ratio

Target
Net 

Income
Premium
Growth

Expense
Ratio

Target

Surplus
Growth

Net UW
Income
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COMPENSATION STRATEGY

•  Only 16 percent of companies made changes to their executive compensation 
programs in 2020.

•  Over 60 percent of companies reviewed salary, annual and long-term  
plans in 2020.

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

COMPENSATION COMPETITIVENESS

My company has the right compensation policies/practices 
to attract, motivate, and retain its top leaders.

My company’s executive compensation  
program is competitive within the industry.

12%

12%

20%

31% 2%

2%

2%

67%

53%
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COMPENSATION

When comparing target and actual payout, participating companies typically paid slightly below target for the 2019 performance year.

LONG-TERM INCENTIVE PLAN

• Of participating companies, 56 percent offer a long-term incentive plan to executives.

•  Of those companies, approximately 90 percent of companies granted a long-term  
incentive to executives for the 2019 performance year (granted in 2020).
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Target

Payout

CEO/PRESIDENT

Large Company  
Benchmark

Overall  
Benchmark

Small Company  
Benchmark

57%

83%

51%52%

85%

42%

SENIOR/EXECUTIVE VICE PRESIDENT

Large Company  
Benchmark

Overall  
Benchmark

Small Company  
Benchmark

42%

59%

26%

41%

63%

21%

LONG-TERM INCENTIVE PLAN VEHICLES

Deferred Cash 48%

Performance-Vested Awards 21%

Other 21%

Restricted Stock 10%

Phantom Stock 7%

Stock Options 3%
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RETIREMENT BENEFITS

PLAN TYPES
•  Of participating companies, only 27 percent offer a defined benefit  

plan that is still accruing benefits.

•  96 percent of companies offer a defined contribution plan  
to their executive team members.

• 56 percent of companies offer a non-qualified deferred compensation plan. 

•  Nearly half of surveyed companies reporting offering a  
Supplemental Executive Retirement Plan (SERP).

OTHER PERQUISITES

Spousal travel, country club membership and monthly car allowance  
are the most prevalent executive perquisites at participating companies. 

PERCENT OF FIRMS THAT HAVE SUPPLEMENTAL  
EXECUTIVE RETIREMENT PLANS (SERPS)

Large Company  
Benchmark

Overall  
Benchmark

Small Company  
Benchmark

47%

50%

44%

PREVALENCE OF OTHER PERQUISITES

Spousal Travel 48%

Country Club Membership 21%

First Class Travel 21%

Corporate Plane 10%
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Jacobson is proud to sponsor the NAMIC Executive Pay Practices Study.

Professional
Recruiting

Subject Matter
Experts

Temporary
Staffing

Executive
Search

Talent success stories begin with The Jacobson Group. 
Partner with an executive search and staffing firm that has dedicated the past 50 years 

exclusively to the insurance community. We understand what success means for a mutual. 
Leveraging our unparalleled insurance knowledge and an expansive professional network, 

we can connect you with top talent for your permanent and temporary roles across all 
functions and levels. Let us connect you with the top insurance talent necessary for success. 

Contact us today at +1 (800) 466-1578 or visit jacobsononline.com.


