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Introduction to D. Hilton’s 15th Annual Credit Union Industry 
Compensation Forecast 

As part of its ongoing commitment to ensure that its clients’ salary administration programs 
remain competitive, D. Hilton gathers annual research to forecast salary range and merit increase 
budgets for the upcoming year. The following document is designed to assist clients in preparing 
compensation and benefits budgets for 2017. 

Since 2003, D. Hilton gathered HR budget information from national financial services and retail 
marketplaces. With the economic crisis of 2008, cumulative data became less useful to many of 
our clients due to the number of credit unions facing difficult staffing, compensation and benefits 
decisions relating to the need to decrease expenses and stabilize capital positions. 

Since 2009, D. Hilton began a review of approximately 150 of its clients, ranging in asset size 
from $50 million to more than $10 billion to explore how corporate credit union losses, shrinking 
capital positions and lower earnings impacts strategic planning, growth options and expense 
control; which in turn impacts human resource administration. 

Results are divided into three categories based on capital position: Capital Concerns (credit 
unions with less than 7% capital); Sufficiently Capitalized (credit unions with capital between 
7% and 10%; and Well Capitalized (credit unions with capital greater than 10%). The results 
continue to show that an “overall” industry budget projection can be misleading and D. Hilton’s 
three categories seem to be more realistic for budgeting purposes.  

The Magnificent Seven - Human Resources Trends for 2017 
If you are the typical credit union HR executive, I can already picture what’s on your desk. A draft 
of your first policy banning Pokemon Go at work. Advil and/or Tylenol. A report from your attorney 
explaining (or trying to explain) the new FSLA overtime regulations. Recruiting requisitions for 
three IT techies. Budget spreadsheets for 2017. A notice from your healthcare provider asking for 
a 20% increase in premiums. Another bottle of Advil – because you couldn’t find the first one 
buried in the growing pile of paperwork. And if you are lucky enough to live and work in New 
York, Massachusetts, California and a handful of other select states, you are also dealing with 
mandatory living wages, increasing minimum wages and other assorted state-specific initiatives. 
Am I close? 

After years of anticipation, the Department of Labor and other governmental  bodies have 
unleashed a number of regulatory changes that require your attention in 2017 in addition to a 
relative shortage of great financial services, technology and retail talent. It’s going to be a bumpy 
ride but we’re in this together, D. Hilton clients! Here’s the seven trends we anticipate addressing 
in 2017: 

1. New Wage and Hour Regulations.  The new overtime regulations under the Fair Labor 
Standards Act (FLSA) are a hot topic. This is the first time the feds have a higher 
threshold than California, which means it doesn’t matter if your credit union is located in 
Alabama, Iowa or New York City, Everyone, and I mean everyone, is subject to the new 
standard. The minimum salary and highly compensated employee (HCE) thresholds for 
exempt status are increasing, and increases are planned for the near future, too. Special 
shout out to California that moves its minimum wage to $10.50 in 2017, $11 in 2018, and 
then $1 increases every year until it reaches $15 in 2022. 
 
This is also a proliferation of city minimum wage laws. It is estimated that 29 states, the 
District of Columbia and about two dozen cities and counties have set minimum wage 
requirements higher than the federal minimum and the number is predicted to keep 
rising.  
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2. What Do I Have to Do to Get a Raise Around Here - Quit?  The emergence of 
integrating experienced new hires (including boomerangs – former employees that come 
back to your organization) into your workforce is impacting staff morale. Many credit 
unions are facing perceived salary inequity among staff as credit unions hire more 
experienced employees. Rather than starting at the bottom, these new hires are 
demanding (and receiving) starting offers at midpoint and higher. It is creating pressure 
on salary range adjustments and merit increases to be higher than the traditional 2% or 
3%. Without a willingness to move current employees faster through your salary ranges, 
wage compression will become a greater impediment to employee morale. 

One of the reasons for the upsurge of this trend is the fact that some individuals have 
perfected the habit of rapid job switching. Most credit unions use social media and 
LinkedIn groups to easily track and re-employ former workers. An advantage of hiring 
boomerang workers is that they are already familiar with your culture and do not require a 
comprehensive orientation. As such, former employees/new hires may leapfrog a former 
peer that remained loyal to the organization. It is the ultimate loyalty penalty. 

3. What Do I Have to Do to Keep Healthcare Premium Increases Under 10% -  Fire the 
Current Provider and Find a New One?  Healthcare premium increases will continue to 
surpass inflation by a significant amount in 2017. While large employers predict their 
health care costs to increase about 6% next year, small- to medium-sized companies can 
expect another year of double-digit increases.   

Regardless of whether they participate in a PPO or HDHP, employees face higher out-of-
pocket costs. With rising copays and coinsurance, the average family could spend nearly 
40% more on health care than on food by year-end. Many credit unions are stepping up 
their offering of health savings accounts (HSAs) and flexible spending accounts (FSAs), 
yet adoption is low. On average, eligible employees contribute less than half the 
maximum amount allowed, according to the annual Kaiser Family Foundation study.  

Employers are changing tactics to address rising costs by slowing the shift to worker 
cost-sharing and instead offering video or telephone links to doctors, scrutinizing 
specialty drug costs and steering patients to hospitals with records of lower costs and 
better results. Nine of 10 employers plan to install programs to manage specialty drug 
costs, according to a recent Willis Towers Watson study.   

Also, employers continue to shrink coverage for workers’ spouses, especially if spouses 
have access to a medical plan through their employer. By 2018, Willis Towers Watson 
reports, nearly half of large companies plan to charge an extra $100 or so a month to 
carry a working spouse on the plan — in addition to the regular premium contributions. 

4. The Managerial Pool is Skewing Younger.  While we all have been diligently preparing 
succession plans for a number of years, it’s go time! The retirements that we have all 
been predicting have begun. D. Hilton estimates that 75 of the nation’s 260 billion-dollar 
credit unions have changed CEOs since June 2014. In 24 months, the average age of 
credit union CEOs and other C-suite executives has decreased significantly. And with 
these leadership changes, management styles have changed. The traditionally autocratic 
crop of Baby Boomer leaders has given way to a more inclusive style representative of 
the Millennial generation. The best legacy an outgoing chief executive can leave his or 
her organization is a succession plan that prepares potential executives committed to 
protecting and honoring the culture created, yet fully embraces the needs of younger 
members and employees. 
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5. Office Esthetics Matter.  As personal office space continues to shrink, employees strive 
for better work-life equilibrium. Forecasts predict that the average office space for every 
employee will drop to 150 square feet in less than five years – a sharp decline from 400 
square feet in the early 1980s. With many workers operating remotely, employers will 
take advantage of technology and reduce office space to minimize logistical costs. 
Employers will have to spend more to offer their more convenience-sensitive Millennial 
workers a better and more hassle-free office environment. 

6. You Think Y2K Was a Challenging Hiring Environment, Wait to See What’s Coming.  
We were all essentially hostages leading up to Y2K as we competed with virtually every 
employer in the country over those techies who could turn a two-digit year field into four-
digits. Every day was a battle to maintain a trained workforce that would see the project 
through the end. Today we are seeing a lot of evidence that techies are back in high 
demand. When you think of the automation that is required in virtually every credit union 
department, the number of highly skilled IT professionals is skyrocketing and so are 
salaries. Every department has a legitimate need for dedicated resources to maintain 
automated systems, third-party applications, and management information software. As 
HRIS and payroll programs become more prevalent, even the HR function is sounding 
the call for higher-level technical support. Additional hot job predictions for 2017: 
Compliance, Fraud Prevention and Project Management professionals. 

7. Increased Popularity of Part-Time Jobs and an Expanded Freelance Market.  Our 
nation’s universities do one thing very well: they produce a bumper crop of workforce-
ready professionals every year armed. Many Millennials turn down the mundane rigors of 
a full-time work environment because that didn’t work out so great for their parents. They 
are instead opting to work part-time or to try contracting, while resigned to fact they 
probably will be living in their parent’s basements regardless of what work scenario they 
choose. The graduating class of 2017 will, more than ever, endeavor to be their own 
boss. To counter, retail firms will have to tailor their employment terms to accommodate 
the unique needs of this new generation. Millennials have been steadily trying to gain 
more control over their lives for the last two decades. And even though we are essentially 
retail operations, employees are craving more flexibility and the use of technology in 
executing their daily activities. In the past, we’ve all been receptive to work-life balance, 
but in reality, many of our executives have never been poster children for outside hobbies 
and activities. They bleed credit unions – putting in long hours. Those credit unions that 
embrace the need for today’s workforce to actually enjoy work-life balance will thrive. 

For Additional Assistance 

D. Hilton Compensation and SERP clients have access to our compensation consultants 
throughout the coming year to assist with budget planning, performance management issues, 
market pricing of new or reconfigured jobs and general human resources issues.  

If you are not a current compensation client, D. Hilton Compensation Services can create and 
implement compensation and incentive plans that allow you to attract and retain high performers. 
Should you, your fellow executives or your volunteers have any questions related to D. Hilton’s 
salary administration programs, please contact John Andrews at (800) 367-0433 ext. 124. 

We wish you all the best in 2017! 
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D. Hilton’s Credit Union Industry Compensation Forecast 
 
Capital Concerns (<7% capital): Currently, 3% (171) of credit unions fall into this category. This 
continues to be an improvement over the last five years, down from 6.0% in 2012. Credit unions 
with capital positions that fell below 7% remain in expense control mode with compensation and 
benefits programs being eliminated or modified. These credit unions remain less concerned about 
employee retention as they once may have been. Anticipated 2017 budget actions: 

 2017 staff compensation budget adjustments: 0.0% — 2.0% 

 2017 executive compensation budget adjustments: 0.0% — 2.5% 

 
Sufficiently Capitalized (7% to 10% capital): Currently, 32% (1,943) of credit unions fall into 
this category. They have sufficient capital and exhibit a strong desire to preserve their capital 
positions through modifying compensation and benefits programs and exploring ways to mitigate 
HR-related expenses. These credit unions are still concerned about employee retention and see 
this year as an opportunity to address some below-market actions of the past few years. 
Anticipated 2017 budget actions: 

 2017 staff compensation budget adjustments: 3.0% — 3.75% 

 2017 executive compensation budget adjustments: 6.1% — 8.25% 

 
Well Capitalized (>10% capital): Currently, 65% (3,966) of credit unions fall into this category. 
Credit unions with sufficient capital continue to view the current economic expansion as an 
opportunity for growth. These organizations are treating compensation and benefits programs as 
a means to reward, recognize and retain existing talent but also see an opportunity to upgrade 
and bring on new technical specialists. They continue to use pay-for-performance tools to ensure 
sufficient compensation gets into the hands of their top performers. Anticipated 2017 budget 
actions: 

 2017 staff compensation budget adjustments: 3.8% — 5.0% 

 2017 executive compensation budget adjustments: 6.5% — 9.25% 
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WorldatWork Survey Highlights 
 
D. Hilton’s primary source for credit union industry trends is its compensation practice and 
industry network, while the primary source for general U.S. trend information is WorldatWork, a 
national trade association serving human resource professionals from all industries. The 2016–
2017 Salary Budget Survey is in its 43rd year and includes data from 2,031 U.S. firms, of which 
13.7% is represented by the Financial and Insurance sector. 
 
Salary Budgets: The total salary budget increase was 3.1% for 2016 (a slight increase from 
2015), and companies are budgeting on average a 3.1% increase for 2017 as well. This indicates 
that employers remain cautious despite improving labor markets. 
 
Base Salary Increases: Respondents reported 89.0% of all employees received a base pay 
increase in 2016 (down 2.0% from 2015). In the Finance Sector, the national average salary 
increase was 3.1% for all employee groups (nonexempt, exempt and executive employees). No 
deviations in base salary increase budgets are projected for 2017. 
 
Salary Range Increases: Salary structure adjustments in the Finance Sector were 2.1% for all 
levels of employees in 2016. Forecasts for 2017 show salary range adjustments will continue at 
2.1% for exempt employees, decrease from 2.2% to 2.1% for nonexempt employees and 
increase from 2.0 to 2.2% for executive employees from 2016. 
 
Variable Pay: 84% of U.S. firms reported offering a variable pay program in 2016, slightly up 
from 83% in 2015. 
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WorldatWork Financial Sector Trends 
 

Salary Increase Projections Nonexempt Exempt Executives 
National ’16 (actual) 3.10% 3.10% 3.20% 
National ’17 (budget) 3.20% 3.10% 3.20% 
Eastern Region ’16 (actual) 3.10% 3.10% 2.90% 
Eastern Region ’17 (budget) 3.20% 3.10% 3.00% 
Central Region ’16 (actual) 3.10% 3.10% 3.10% 
Central Region ’17 (budget) 3.10% 3.10% 3.10% 
Southern Region ’16 (actual) 3.10% 3.00% 3.00% 
Southern Region ’17 (budget) 3.10% 3.10% 3.00% 
Western Region ’16 (actual) 3.20% 3.20% 3.30% 
Western Region ’17 (budget) 3.10% 3.10% 3.10% 

 
Salary Range Adjustments Nonexempt Exempt Executives 

National ’16 (actual) 2.20% 2.10% 2.00% 
National ’17 (budget) 2.10% 2.20% 2.20% 
Eastern Region ’16 (actual) 2.20% 2.10% 2.00% 
Eastern Region ’17 (budget) 2.00% 2.10% 2.00% 
Central Region ’16 (actual) 2.00% 2.00% 2.00% 
Central Region ’17 (budget) 2.00% 2.10% 2.10% 
Southern Region ’16 (actual) 2.00% 2.00% 1.90% 
Southern Region ’17 (budget) 2.00% 2.10% 2.10% 
Western Region ’16 (actual) 2.30% 2.10% 2.10% 
Western Region ’17 (budget) 1.90% 2.00% 1.90% 

 
Source: 2016-17 United States Salary Budget Survey; WorldatWork 
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Salary Budget Trends - National 
 
The following table illustrates yearly historic salary budget increases witnessed since 2002 and the 
projected salary budget increase for 2017: 
 

 
(*) estimate 

Source: 2016–17 United States Salary Budget Survey; WorldatWork 
  

2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017*
Nonexempt 3.7% 3.4% 3.4% 3.6% 3.7% 3.8% 3.8% 2.6% 2.5% 2.7% 2.8% 2.9% 3.0% 3.2% 3.1% 3.2%
Exempt 3.9% 3.6% 3.6% 3.7% 3.8% 3.9% 3.9% 2.5% 2.7% 2.8% 2.8% 2.9% 3.1% 3.2% 3.1% 3.1%
Executives 4.0% 3.6% 3.6% 3.8% 3.9% 4.1% 4.0% 2.1% 2.6% 2.8% 2.7% 2.9% 2.9% 3.2% 3.2% 3.2%

1.8%

2.0%

2.3%

2.5%

2.8%

3.0%

3.3%

3.5%

3.8%

4.0%

4.3%
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Salary Range Adjustment Trends - National 
 
The following table illustrates the salary structure adjustments witnessed in the last 16 years and 
the projected salary range adjustments for 2017: 
 

 
(*) estimate 

Source: 2016–17 United States Budget Survey; WorldatWork 
 
  

2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017*
Nonexempt 2.3% 2.0% 1.9% 2.1% 2.6% 2.6% 2.5% 1.7% 1.1% 1.4% 2.1% 1.9% 1.8% 1.9% 2.2% 2.1%
Exempt 2.5% 2.1% 2.0% 2.2% 2.6% 2.6% 2.5% 1.6% 1.2% 1.5% 1.7% 1.9% 1.9% 1.9% 2.1% 2.2%
Executives 2.4% 2.2% 2.0% 2.2% 2.7% 2.6% 2.6% 1.6% 1.2% 1.4% 1.7% 1.9% 2.0% 1.9% 2.0% 2.2%

1.0%

1.3%

1.5%

1.8%

2.0%

2.3%

2.5%

2.8%

3.0%
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Variable Pay Trends 

Executives – Exactly What Are Boards Paying For? 
The Occupy Wall Street protests of 2011 were hardly the first time the 99% rallied against 
corporate greed and executive pay. Lower Manhattan has seen many riots and protests since the 
1800s, all with the familiar themes of demanding economic justice for American workers and 
protesting against wealth inequality in the United States.  

This year, thousands of bankers face tighter restrictions on how they are paid under new rules 
proposed by U.S. regulators in response to the financial crisis of nearly a decade ago. The rules 
are part of a broader effort to curb what regulators say is excessive risk-taking at the country’s 
biggest financial firms. 

Credit unions, unfortunately, were lumped with banks, financial services firms, investment 
advisers, and mortgage companies in these broad-stroked criticisms.  “Congress, and the 
American people, want senior executives at large financial institutions held accountable if their 
desire for personal enrichment leads to decision-making that results in material losses,” said Rick 
Metsger, NCUA Chairman. Thanks Chairman Metsger!  

The concerns over the risks inherent with variable pay plans is not new. For decades, these 
programs have been used as a catalyst to promote credit union growth and success but everyone 
has some anecdote of a pay plan gone wrong manipulated by a rogue executive. While we agree 
there have been some very poorly designed plans over the years, for the most part, credit unions 
have gotten it right. In fact, variable pay opportunities have allowed credit unions to attract some 
of the banking industry’s best and brightest. 

Variable pay programs come in all shapes and sizes and work really well when tailored to the 
specific needs of each organization. A program that drives one organization, however, does not 
necessarily drive the next. The key is to align the variable pay program with the credit union’s 
strategic plan and to balance the measurements to ensure sustained success. In other words, 
what is a Board willing to pay for? And the answer to that question lies in their strategic plan – 
you pay for strategic plan execution. 

Most credit unions fall safely below the asset threshold for mandatory clawbacks and increased 
regulatory scrutiny of their executive variable pay programs. But the assessment criteria used to 
protect against excessive executive risk-taking actually has merit for credit unions of all sizes. D. 
Hilton suggests credit unions operate their executive variable pay programs using similar 
assessment criteria.   
 
D. Hilton suggests a credit union evaluate the effectiveness of its variable pay programs annually.  
This evaluation starts with a basic four-question assessment… 

1. To what degree is the plan self-funding?  The goal is to link operational enhancements 
to economic results. The best plan metrics encourage growth in earnings, loans, 
members, efficiencies, etc., in order for a credit union to help as many of its members 
and potential members as reasonably possible without taking unnecessary risks. By 
creating a self-funding program, the credit union is sharing its success with the 
executives and employees that executed the strategy. 

2. Are we measuring the right things?  A key objective is to focus on high-impact 
measures. Too often, programs measure areas for the sake of measurement, or that are 
easy to measure, or focus on areas that do not address the strategic plan. The objective 
is to verify that the metrics within the program align with the direction in which the 
institution wants to go. In other words, if we accomplish these things, will we be 
financially stronger and will we reach more members? 
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3. Are we balanced?  Are our metrics weighted appropriately? Is there too much emphasis 
on one area? For example, if Strategic Plan Achievements is weighted highly and the 
Board’s Evaluation of the CEO is weighted lower, this could create a situation where the 
credit union is meeting all of their strategic objectives, however, the Board may or may 
not be pleased with how the objectives were accomplished. The Board approved of “what 
was accomplished,” but not necessarily “how it was accomplished.” This illustrates the 
value of weighting metrics to ensure executives understands the Board’s expectations of 
how things should be done. In governance parlance, a strong variable pay program 
establishes executive limitations (the how) in addition to goals (the what). 

4. Is the design in the best interest of our members?  Do our executives have “skin in 
the game?” Variable pay creates no entitlements. Unfortunately, we can never rest on 
past laurels as we must demonstrate our commitment to member service every day. 
Therefore, our executive pay plans must encourage sustained excellence. Variable pay 
creates an atmosphere of rewarding and recognizing this commitment to the member 
experience. The best interest of the membership simply means we create an experience 
that is noticeably more favorable than other financial services providers. The member 
experience is defined differently by each credit union but generally focuses on 
competitive rates, access to funds across multiple delivery channels, and world-class 
service. 

If you can answer these questions with “yes,” then your program is likely aligned with the best 
interests of not only the members and employees, but the fiduciary responsibilities you hold.  

Setting Meaningful Variable Pay Targets for CEOs 
Compensation programs and pay philosophies vary across the industry; with many (if not all) 
being specific to each individual credit union. The charts below show the Average and Median 
Target and Stretch Percentages for large credit unions. These charts provide a gauge as to 
where your current program is compared to similar asset sized peers. 
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It is important to take into account Medians because averages can be skewed by outliers, both 
high and low. Below are the Median Target and Stretch Percentages for variable pay programs 
by asset size. 

 

Peer Comparisons: The Good, The Bad and The Ugly… 
Certain variable pay metrics are very black and white: if you fall within this range you qualify for a 
certain payout. If you take care of that business, you have success. However, is your success 
keeping up with the industry? One way to measure this, which has picked up momentum in the 
last few years, is by creating a custom peer comparison based off of metrics used in your variable 
pay program. Comparing yourself to peers, however, can be a tricky balancing act. Just because 
a credit union is at (or better) than peers in certain areas does not always mean it is a more 
successful organization.  

Why? Because not all credit unions are striving for the same goals strategically nor do they 
operate with identical operational philosophies. To combat the risk of comparing to bad apples, D. 
Hilton recommends building a custom peer group to ensure the strongest comparison: focus on 
credit unions with similar asset sizes, delivery channel strategies, geographical footprints, and 
fields of membership. This will help create a stronger overall comparison.  

Once the peer group has been created, what do you examine? Examine areas of importance to 
your credit union strategically and see where you rank within the peer group in metrics such as: 

 Return on Average Assets:  ROAA is calculated by dividing operational return by 
average assets. This earnings ratio measures net income in relation to average assets 
and represents the bottom line. A positive ratio shows that earnings covered the credit 
union’s operating expenses and cost of funds. This will provide you with a snapshot on 
how your bottom line compares to others. 

 Capital Position: The Net Worth Ratio is calculated by dividing Net Worth by Total 
Assets. Net Worth is the total of Undivided Earnings, Regular Reserves, and Other 
Reserves (appropriations of Undivided Earnings). Net Worth provides cushion for any 
fluctuations in earnings, supports growth, and provides protection against insolvency. The 
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rate of Net Worth growth should complement the credit union’s philosophy on level of risk 
and asset growth. This will provide you with an idea of how other similar credit unions 
view risk and organizational growth.  

 Efficiency Ratio: The efficiency ratio divides Operating Expenses by Total Income less 
the Interest Expense.  

Total Operating Expense 
Income – Interest Expense 

With a lower efficiency ratio, the credit union will be able to return more value to 
members, build more capital, invest in more products, and improve its infrastructure. The 
lower the efficiency ratio, the better. A high or rising ratio means that the credit union is 
losing a larger share of income to overhead expenses, while a lower efficiency ratio 
demonstrates that a credit union is able to cover operating expenses with greater ease. 
This will provide you with an insight on how “fine-tuned” your well-oiled machine is 
running compared to others. 

 Member Growth: Provides a general view of the credit union’s growth in members for 
the year. Scoring is represented by the percentage change in the number of members 
gained during the year. Growing members and penetrating their wallets is key to any 
credit union’s success. By measuring this compared to peers, you can get a picture of 
how well you are gaining members compared to peers.   

Seeing where you compare will provide a better picture of how well you serve your members, 
who are similar to the members of credit unions in your custom peer group. The above-mentioned 
areas are frequently used metrics in many variable pay programs. As a whole, you can take an 
your average ranking and build an action plan of improvements moving forward. This can serve 
as a gauge for how well the organization is moving the strategic needle.  
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Top Executive Scorecard Metrics Used by Year 
 
D. Hilton has annually evaluated the incentive plans of more than 250 credit unions since 2010.  

The chart below shows the most frequently used metrics in these plans from the previous five 
years. 

 
  

Metric 
2012 2013 2014 2015 2016 

Rank % Rank % Rank % Rank % Rank % Trend 

Board Satisfaction 1 100% 1 100% 1 95% 1 95% 1 95%  

Delinquency + Charge-Offs 7 61% 5 71% 6 90% 2 88% 2 78% 
 

Net Worth  3 72% 3 74% 3 81% 3 81% 3 75% 
 

Strategic Plan Achievements 8 50% 8 45% 8 61% 5 66% 4 72% 
 

ROAA 2 94% 2 90% 2 92% 7 60% 5 66% 
 

Member Survey 4 72% 4 72% 5 71% 4 75% 6 63% 
 

Market Share – Loans - - - - 9 52% 5 66% 7 53% 
 

CPA Audit 6 67% 7 55% 4 76% 9 44% 8 44%  

Net New Members 5 72% 6 68% 7 67% 8 47% 9 44% 
 

3-yr Average ROAA - - - - - - 10 34% 10 28% 
 

Market Share – Deposits 9 33% 10 22% 10 14% 13 13% 11 19% 
 

Efficiency Ratio - - - - - - 11 16% 12 16%  

Employee Satisfaction - - - - 13 5% 14 9% 13 13% 
 

Operating Expense Ratio - - - - 11 10% 14 9% 14 13% 
 

Loan Growth  10 28% 9 28% 12 10% 15 6% 15 9% 
 

Net Checking Growth  - - - - - - 11 16% 16 9%  



 

   
 

© 2016-2017 
     
 

16 

Credit Union Staff Incentive Plan Payouts 
 

Year Mean Target Mean Actual Paid % of Employees Paid 

2011 4.50% 4.15% 92% 

2012 4.60% 4.32% 94% 

2013 4.65% 4.50% 94% 

2014 4.73% 4.75% 94% 

2015 4.70% 4.72% 93% 

2016 4.75% TBD TBD 

Source: D. Hilton Associates Variable Pay Database, 2015 
 
WorldatWork reports that 84% of U.S. companies incorporate some form of variable pay into their 
total compensation strategies. The following charts show the variable pay payouts in recent years 
and the potential in pay programs for 2017: 

All Financial Services – Nonexempt 
Year Mean Target Mean Actual Paid 
2014 5.7% 6.0% 
2015 6.5% 6.1% 
2016 6.1% 6.5% 
2017 6.2% TBD 

All Financial Services – Exempt 
Year Mean Target Mean Actual Paid 
2014 11.9% 13.4% 
2015 11.8% 12.0% 
2016 11.8% 11.9% 
2017 11.9% TBD 

All Financial Services – Executives 
Year Mean Target Mean Actual Paid 
2014 37.8% 40.1% 
2015 38.2% 41.6% 
2016 38.2% 38.2% 
2017 37.7% TBD 

Source: 2016–17 United States Budget Survey; WorldatWork 
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Executive Benefits Trends 

Employment Contracts.  D. Hilton continues to find that 50.0% of credit unions currently have 
an employment contract in place for their President/CEOs, whereas employment contracts for 
other senior executives increased slightly to 10.1%. The average employment contract for 
reporting credit unions spans three years in length for both the President/CEO and other 
executive roles. 44.0% of those credit unions offering an employment contract have an average 
severance payout that is equivalent to 12 months of pay for the President/CEO. 12.0% reported 
only a six-month severance payout for the President/CEO. Nearly 30% reported a six-month 
severance payout for other executive roles with a contract and 14% reported a three-month 
severance payout. 
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Auto Allowances.  78.7% of credit unions offer auto allowances to the President/CEO role. Of 
these, 57.6% of credit unions (an increase of 2.7% over 2015) provide a monthly travel allowance 
and 47.5% provide a vehicle for the President/CEO (note: some credit unions report a 
combination of both practices). The average travel allowance in 2016 increased by 6.2% to $948 
each month ($11,373 annually). When a vehicle is provided, the average sticker value is worth 
$49,685 (little change from 2015). 

For other senior positions, 29.5% of credit unions reported offering an auto allowance, slightly 
down from 2015 (30.1%). Of these, the average allowance is unchanged at $645 each month 
($7,744 annually). Only 16.7% of credit unions provide a vehicle to one or more members of the 
senior management team (down 2.0% from 2015), in which the average sticker value is $35,476. 

 

 

Private industry reports use of auto allowances jumped from 66% to 74% by US employers as an 
executive-only benefit. This represents a 17% incline over the last five years in the prevalence of 
this benefit. In the Finance & Insurance industry (e.g., banks, trusts and other firms), 60% report 
offering a vehicle allowance and 51% offer a provided vehicle (unchanged since 2015).  

Leave Benefits.  Increasing in popularity as a benefit, 40.2% of reporting credit unions offer 
executives more time off than other staff members. 38.6% of credit unions reported the 
President/CEO is given vacation (or personal leave) that averages 31 days annually, as opposed 
to an average of 25 days in 2015. 27.3% of credit unions provide extra executive leave benefits to 
other senior managers, which is most commonly reported at 25 days annually. Credit unions 
report that other non-executive exempt staff members earn approximately 15 days of paid time off 
(PTO) (for credit unions with traditional vacation/sick leave programs, the average is 10 days of 
vacation and six annual days of sick leave for a total of 16 paid leave days). 

Other types of leave benefits that may or may not be exclusive to credit union executives include 
paid maternity/paternity leave beyond federal/state requirements, paid leave for parenting (not 
subject to FMLA) and/or elder care, and paid military leave beyond federal/state requirements. In 
2016, current legislative efforts to regulate paid days off for sick leave are underway, taking after 
California’s example of three sick days annually for workers as of 2015.  
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Health Insurance.  On average, credit unions contribute approximately 83.2% of single coverage 
health insurance premiums and 64.9% of family coverage health insurance premiums. 18.9% pay 
more in health insurance premiums for the President/CEO position than for other staff members 
(most commonly reported at 100% of premium), whereas only 7.3% reported paying more in 
premium contributions for other senior management positions. Thus, paying higher contributions 
to health insurance premiums remains a benefit that is more likely to be exclusive to the 
President/CEO role. 
 

 
 

18.2% of President/CEOs also receive a paid executive physical examination, during which the 
executive is given a comprehensive physical examination and provided a forum to discuss his or 
her health and well-being with a physician. Because executive physical examinations are usually 
covered by most health insurance policies, this program is usually billed directly. This number has 
drastically increased since 2014 when it was reported by just under 5.1% of credit unions. 

Life and Disability Insurance.  Credit union executives (both President/CEO and other senior 
management positions) most commonly receive term life insurance policies that cover two times 
the salary amount. The most commonly reported amount of group term life insurance coverage 
among credit union staff members is also two times the salary amount. For President/CEO and 
some executives who receive a SERP, a life insurance policy may be connected to their 
retirement benefit. 72.6% of credit unions offer the opportunity to purchase supplemental life 
insurance and 77.9% offer the option to purchase dependent life insurance. 

Short- and long-term disability insurance coverage for executives typically does not vary from 
other employees. The average short-term disability (STD) policy covers approximately 66.0% of 
base salary and takes effect after an average of 10 days of leave (seven days is most commonly 
reported). Long-term disability (LTD) policies average 64.0% of base salary and take effect after 
90 days of leave. 
 

D. Hilton continually surveys credit unions for executive and staff benefits practices and publishes 
results periodically in a separate report.  
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Staff Benefits Trends 

Health Insurance 
 
In 2016, credit unions offered an average premium contribution of 83.2% overall for single 
coverage (i.e., employee-only). The average credit union contribution for family coverage plans is 
64.9% overall. These are generally unchanged contribution percentages since 2015. 
 

Health Insurance Premium Contributions 

 

Single Coverage 
Average Credit Union 

Contribution 

Family Coverage 
Average Credit Union 

Contribution 
Total Assets 
$100 - $199.9 million 83.5% 51.2% 
$200 - $499.9 million 84.8% 71.0% 
$500 - $999.9 million 84.4% 68.5% 
$1 billion or more 81.5% 64.3% 
Total Employees 
50 - 69 FTEs 82.3% 67.0% 
70 - 99 FTEs 84.4% 69.0% 
100 - 199 FTEs 84.2% 66.5% 
200 - 299 FTEs 86.0% 66.8% 
300 or more FTEs 77.5% 63.8% 
Overall 83.2% 64.9% 

 
Health Insurance Coverage Options 

Coverage $100.0M – 
$199.9M 

$200.0M – 
$399.9M 

$400.0M – 
$599.9M 

$600.0M – 
$999.9M 

$1B 
or More All 

Chiropractic 63.6% 82.4% 100.0% 81.8% 90.6% 85.4% 
Contraceptives 72.7% 82.4% 90.0% 100.0% 90.9% 86.7% 
Critical illness 54.5% 88.2% 80.0% 54.5% 85.3% 77.4% 
Infertility treatment 40.0% 42.9% 28.6% 66.7% 44.4% 44.6% 
Intensive care 72.7% 82.4% 90.0% 72.7% 96.9% 86.6% 
Mail-order prescription 90.9% 82.4% 100.0% 100.0% 97.1% 94.1% 
Mental health 90.9% 82.4% 100.0% 90.9% 100.0% 94.1% 
Nutrition therapy 18.2% 47.1% 30.0% 40.0% 34.4% 34.6% 
Prescription drug coverage 100.0% 88.2% 100.0% 100.0% 100.0% 97.8% 
Prescribed weight-loss program 20.0% 28.6% 28.6% 85.7% 41.4% 38.2% 
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Leave Benefits 
 
Paid time-off (PTO) programs are continuing to increase in popularity among credit unions with 
59.0% reporting use, as opposed to 41.0% that report using traditional vacation/sick leave 
programs. This is a 2.0% increase from the previous year. 

For PTO programs, 94.7% of credit unions reported that the program allows year-to-year leave 
accrual, of which 86.8% of credit unions limit. The average limit of leave accrual is 32 days (or 
256 hours). 61.5% of credit unions allow unused PTO to be cashed out in a variety of forms upon 
termination (retirement, voluntary or involuntary resignation, etc.), of which 30.8% cash out at a 
discounted rate (i.e., up to a certain daily rate). 

For traditional vacation leave programs, 82.1% of credit unions allow year-to-year accrual, of 
which 71.6% of credit unions cap. The average maximum number of days for accrual is 36 days. 

For sick leave, 82.8% of credit unions allow accrual. 69.0% of credit unions cap the amount of 
sick leave that can accrue and the average limit of accrual is 44.5 days. 38.0% of credit unions 
allow employees to cash out unused sick leave days.  
 

Average Days 
of Leave by 

Service Years 

PTO Program Traditional Vacation/Sick Leave Program 

Exempt Nonexempt Vacation 
Exempt 

Vacation 
Nonexempt 

Sick 
Exempt 

Sick 
Nonexempt 

Less than 1 Year 7 7 3 3 3 3 

1 to 4 Years 17 23 11 11 9 9 

5 to 9 Years 21 21 16 16 14 14 

10 to 19 Years 26 24 19 19 15 15 

20 to 24 Years 30 29 23 23 15 15 

25 or More Years 31 30 24 23 15 13 

 

Credit unions will average 10 paid holidays in 2016. 31.6% of credit unions also offer floating 
holidays—discretionary days given to employees. The average number of floating holidays 
provided is two days. These trends have remained stagnant for several years. 

All reporting credit unions pay for jury duty leave beyond the federal requirement that releases 
employees to jury duty without pay. 93.2% of credit unions pay for bereavement leave separately 
and 29.4% allow employees leave for unpaid volunteerism (31.4% pay for volunteer leave). 
10.0% of credit unions pay for maternity leave above and beyond federal/state mandates and the 
same percentage pay for paternity leave beyond mandated requirements. 20.3% of credit unions 
pay above and beyond what is required for military leave. 
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Retirement Plans 
 
97.8% of credit unions offer 401(k) plans. The 2016 average employee contribution amount 
remains at 5.4%, with 91.1% of credit unions imposing a waiting period of some type before 
participation in the plan can begin. The most frequently reported waiting period is 90 days (or first 
of the month following 90 days of employment service) with 28.6% reporting. Other wait-time 
measures included 30 days, 60 days, or one year. The average minimum age requirement for 
participation is 19 years. 

88.6% of credit unions allow employer contributions to the retirement plan. Of these, 92.1% offer 
matching contributions. The most frequent match program reported is a dollar-for-dollar match up 
to 6.0% of employee contributions. Many credit unions have combination matching, such as 
100.0% on the first 4.0% of contributions and then 50.0% on an additional 2.0% in contributions, 
for an effective potential match of 5.0%. The 2016 average effective potential match contribution 
is 3.8%, an increase of 0.1% over 2015. For matching contribution programs, the most popular 
vestment plan is a graded plan with 43.5% of match-eligible credit unions reporting it as the 
vestment schedule of choice. Graded vestment plans average five years in length with 20.0% 
vestment each year. The second most popular is immediate vesting (35.5%). 
 

  
Average Credit Union Matching Contributions Average Credit 

Union Non-Match 
Contributions Match % Cap % Effective Match 

Total Assets 
$100 - $199.9 million 84.7% 4.7% 3.7% 2.7% 
$200 - $499.9 million 78.0% 4.6% 3.6% 5.3% 
$500 - $999.9 million 75.0% 4.4% 3.6% 4.9% 
$1 billion or more 83.4% 5.0% 4.2% 6.1% 
Number of Employees 
50 - 69 FTEs 78.6% 4.6% 3.5% 4.7% 
70 - 99 FTEs 62.5% 4.0% 2.4% 8.0% 
100 - 199 FTEs 83.2% 5.2% 4.5% 4.6% 
200 - 299 FTEs 71.3% 4.9% 3.7% 3.3% 
300 or more FTEs 85.4% 4.8% 4.1% 6.2% 

Overall 80.2% 4.7% 3.8% 5.0% 
 

With a modest increase, 46.2% of credit unions allow a non-matched contribution to the staff 
retirement plan. 48.0% of those with a non-matching program report that the contributions are 
part of a separate profit-sharing plan or similar performance plan, while 12.5% reported that the 
contributions are fixed amounts each year that are determined based on the discretion of the 
Board of Directors and other involved managers. The average non-matching contribution in 2016 
is 5.0%, which is 0.4% less than 2015. 

Defined benefit plans, or pension plans, continue among 35.9% of credit unions, of which only 
57.7% allow new hires to participate. 56.3% of credit unions with a pension plan opt for five-year 
cliff vesting and have a life-only annuity form of payout. 

D. Hilton continually surveys credit unions for executive and staff benefits practices and publishes 
results periodically in a separate report. 
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Labor Regulation Changes 

After years of “will they – won’t they?” the Department of Labor (DOL) and the Employee Benefits 
Security Administration “most certainly did” in 2016. The consequences of the regulatory changes 
to the Fair Labor Standards Act (FLSA) and incorporation of a best interest clause in fiduciary 
rulemaking will impact credit union human resource management practices in the coming months.   

The financial sector was among the most affected industries for the proposed changes to FLSA, 
in which the DOL increased the minimum salary threshold to $47,476 annually. Credit unions with 
a wealth management practice are also impacted, along with the rest of the nation’s financial 
planning industry, in which commission fee structures have to be drastically modified and/or new 
disclosures introduced in order for commission payouts to occur compliantly. 

FSLA Changes 
The FLSA guarantees employees the right to receive wages in exchange for labor. This act also 
is the standard by which work weeks are defined and overtime compensation is granted, among 
several other labor regulations. The DOL administers the FLSA and enforces this act for 
employers with 50 or more employees and/or which engage in interstate commerce.   

Unfortunately, because credit unions are financial institutions engaged in interstate transactions, 
and using systems developed by vendors in other states, no credit union is exempted from the 
FLSA. 

All positions employed by qualified employers are inherently non-exempt from overtime 
requirements, meaning that the roles must receive overtime pay for all hours above 40 hours, 
generally, unless proven otherwise. Employers have a burden of proof to claim exemption from 
paying overtime to its employees. The DOL qualifies the exemptions by either allowing employers 
to use at least one of several predefined tests or if the employer is granted special circumstantial 
exemption certification from the Secretary of Labor. Most credit unions can pass exemption tests 
for key positions under the Executive, Administrative, Computer Professional or Outside Sales 
Exemption tests. A few other tests exist but generally do not apply to the typical credit union 
positions (e.g., creative professional [musicians, artists, etc.] or learned professionals [doctors, 
teachers, rocket scientists, etc.]) 

In enforcing the FLSA, the DOL relies on interpretations and, in many cases, court rulings of the 
regulation. Mortgage Loan Officers, for example, were determined to be non-exempt positions 
based on a US Supreme Court (SCOTUS) precedent (Perez v. Mortgage Bankers Association). 
On the line with the recent SCOTUS ruling on Mortgage Loan Officers, the case also set the 
record straight that the DOL, in proposing a regulatory change without public feedback and 
despite economic impact, does indeed have the authority to change labor regulations. It takes an 
act of Congress to limit the DOL’s autonomy, but that becomes a different initiative. Since this 
ruling, the DOL has taken full advantage of the newfound recognition of its authority in both the 
FLSA changes as well as the Fiduciary Rulemaking. 

FLSA Impact 
For better or for worse, the changes to the FLSA affect a great deal of credit unions, no matter 
the size and scope of the operations. Well capitalized credit unions are as affected as those in a 
under-capitalized position. The reason is that, contrary to labor market demand and influence of 
base salary for exempt level supervisory and otherwise professional positions, there was no 
modification to a position’s duties requirements in order for an employer to request exemption 
from overtime pay requirements. 

As of December 1, 2016, all positions earning a base salary of less than $47,476 will be 
automatically deemed non-exempt, even if duties could otherwise pass exemption test 
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requirements. The DOL has made no concession for part-time positions (i.e., no proration of 
salary threshold for reduced hours). The DOL has made only conservative allowances of up to 
10% for commission-based positions – and only for those positions that can reasonably expect to 
earn the 10% allowance in sales earnings. 

What Are Credit Unions Doing? 
D. Hilton has been busy assisting our credit union clients to best determine how to comply with 
FLSA in the timeliest manner possible. The basic question credit union HR administrators or 
financial executives have to analyze is whether or not positions affected by the FLSA regulation 
change are more feasibly sustained by conversion to non-exempt status (paying overtime 
compensation) or to maintain exemption qualification by increasing the position’s base pay to the 
new salary threshold requirement. There are pros and cons to either argument and each credit 
union has to internally assess what works best for financial sustainability and for employee 
morale and retention. 

Credit unions that are choosing to convert exempt positions to non-exempt roles are faced with a 
communication crux. Many employees who have kept abreast of news headlines were already 
aware of the regulatory change and anticipated the conversion. HR administrators have to design 
and promulgate the communication of not only the conversion of exemption status, but any 
affected changes, such as benefits (leave accrual, timekeeping requirements, etc.) and 
decreased employee morale who, perhaps unjustifiably, see the exemption conversion as a 
demotion in the internal value of their role to the credit union. 

Credit unions that have determined that it is more financially feasible to increase base salary and 
maintain the exemption status of most affected positions may find themselves having to also 
address resulting pay compression to the supervisory roles of the affected positions. As when 
there is a mandated increase in minimum wage, credit unions will have to devise a scheme to 
handle and smooth out the compression of pay among the professional and managerial ranks. 
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Fiduciary Rule Changes 
As with the intention of Dodd-Frank attempting to limit the risk of abuses in mortgage lending by 
imposing prohibitions in commission fee structures for Mortgage Loan Officers, the DOL, in the 
same spirit, is taking its turn to manage risk of retirement plan abuses by fiduciaries. It is doing 
this by further defining the positions that are considered to in fact be fiduciary (i.e., someone who 
financially advises in the interest of the client) as well as prohibiting commission payouts based 
on opaque and hidden fees and yields that may not be in the client’s best interest. 

The DOL’s Fiduciary Rule will take effect in April 2017 and is expected to have far reaching 
impact on the financial services industry, as well as the investment advisors whom provide 
investment services to consumers. The spirit of the DOL Fiduciary Rule is to stop advisors from 
putting their own interest in earning commissions and fees over client’s interest in obtaining the 
best investments at the lowest prices. While one might expect that any profession should be 
putting their clients’ needs ahead of their own, compensation structures present within the 
industry can bring into question “best interest.”  

To comply with the DOL Rule, the concept of front-loaded commission structures will be 
challenged. An alternative is fee-based structures often tied to assets under management. For 
example, an advisor today could sell an annuity and earn a large upfront commission on that 
sale. The performance of that annuity over the next several years could be irrelevant to the 
advisor because their compensation is based on the sale, not on the quality of the annuity sold.  

An alternative structure that will become much more prevalent is fee-based structures (e.g., flat or 
percentage fee) that tie advisor’s compensation directly to the investment assets that consumer 
has with the advisor. Much like a pay-for-performance system, it is in the best interest of the 
advisor to increase assets and therefore yield more compensation while fulfilling the consumer’s 
desire for more retirement savings.  

Because of the complexities surrounding the Fiduciary Rule, credit unions are encouraged to 
work with their advisors and partners to better understand how this rule will impact their individual 
situations moving forward.  
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What’s It Going to Take? 
Executive Employment Offer Trends  
 
What are qualified candidates looking for?  In a longitudinal study update, D. Hilton has explored 
offer letter trends for credit union executives since 2000. Some are apt to believe that 
compensation is the largest determining factor of whether an executive will be willing to transition 
into a chief executive role. Although compensation is vital to attracting top talent, it is not the only 
determinant that qualified candidates consider when debating a transition.  

D. Hilton first researched the pay increase for CEOs moving into another credit union CEO 
position in a lateral move. The data, however, does not substantiate a trend in these occurrences. 
“While CEO to CEO transitions do occur, more often, we see C-Suite executives from larger 
organizations transitioning into CEO roles at smaller credit unions,” says Jessica Jarman, 
Assistant Vice President for the Executive Recruiting practice at D. Hilton. 

 

 

The average base pay increase for executives moving into a first-time CEO position is 
approximately 35% for selected candidates. Seemingly, many executives desire the title of CEO 
but many do not want the additional responsibilities and headaches that come along with it. What 
does it take for an executive to move to a CEO position? Sarah Hilton, Assistant Vice President 
for the Executive Recruiting practice at D. Hilton, says, “The individual needs to have strong 
industry acumen and knowledge of how all of the credit union’s functions work as a whole. This 
person must have the drive to be at the front as a leader and decision-maker and be able to 
explain to the board, the employees, and the membership the reasoning behind the credit union’s 
decisions and direction.” 

The average pay increase for executive employees moving into another executive position is 
12.2% for those recruited in 2015 and 2016. 
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In D. Hilton’s research regarding new CEO positions, comparisons were made using three 
brackets of asset size. In the the first tier, from $100 million to $500 million in assets, incoming 
CEOs were awarded a 12.5% base pay increase on average. In the second tier of asset size, 
comprised of credit unions with $500 million to $1 billion in assets, incoming CEOs averaged 30% 
base pay increases. In the last tier of asset size, comprised of credit unions with $1 billion and 
higher in assets, the average salary offer earned the incoming CEO a whopping 43.4% pay 
increase. 

In all categories, incentive pay was offered at hire at peer levels (page 16), further supporting the 
notion that new executives are willing to prove themselves in return for a reward. 

Additionally, according to D. Hilton’s 2015 SERP Survey, 15.9% of current CEOs indicated that 
they received a supplemental executive retirement plan (SERP) at time of hire and 14.0% 
indicated they received one within the first 12 months of hire (another 18.0% indicated that a 
SERP came within the first three years of hire). 

Furthermore, 72.5% of CEOs with a SERP reported that they consider their SERP to be a 
meaningful retention tool and would not consider moving to another organization. 
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About D. Hilton Associates 
 

For more than 30 years, D. Hilton Associates, Inc. has offered consulting and outsourcing 
services exclusively to the credit union industry. The firm employs 30 full-time employees in four 
major practices: compensation consulting, executive recruiting, strategic services, and retention 
and retirement plan design. The D. Hilton goal has always been to provide our credit union clients 
with a thorough knowledge of the issues and best practices in the financial services industry, as 
well as practical solutions to client-specific concerns and challenges. 

 

David M. Hilton, Ph.D., President, founded D. Hilton Associates Inc. in 1985. David’s 
experience with credit unions gave him a unique perspective into the needs of the industry. This 
was recognized in the company’s earliest stages when Inc. Magazine named D. Hilton one of the 
500 fastest growing companies in the nation. Prior to founding D. Hilton, David served as 
President and CEO of First Atlantic FCU, West Long Branch, NJ, from 1983 to 1985. Hilton 
received a bachelor’s degree in Accounting from City University of New York, a master’s degree 
from New York Institute of Technology, and a doctorate in Organizational Management from 
Walden University, Minneapolis. 

Debbie Hilton, SPHR, SHRM-SCP, Executive Vice President, has been a professional money 
manager since 1983. She maintains the FINRA Series 7, Series 24, Series 63, Series 66 and Life 
and Health Insurance licenses. The HR Certification Institute has recognized her as a Senior 
Professional in Human Resources (SPHR) and the Society for Human Resource Management 
recognizes her as a Senior Certified Professional (SHRM-SCP). Hilton holds a bachelor’s degree 
from The University of Houston. In 2011 Debbie was named one of the “Top 75 Independent 
Advisors in America” by Registered Rep. magazine, a leading financial services industry 
publication. This annual ranking by Registered Rep. highlights many of the most prominent men 
and women in the field, and D. Hilton Financial Services is associated with LPL Financial, an 
independent broker-dealer. 

John W. Andrews, CCP, CSCP, SPHR, Executive Vice President, specializes in pay practices, 
strategic planning, competency-based recruitment, performance management systems and 
alternative reward systems. Prior to joining D. Hilton, John worked with KPMG Peat Marwick, the 
Center for Coastal Studies and the National Association of Insurance Women.  He has served as 
a market research and organizational development consultant to numerous corporate and not-for-
profit clients. John has earned the Certified Comp Professional (CCP) and the Certified Sales 
Comp Professional (CSCP) designations of WorldatWork and the Senior Professional in HR 
(SPHR) designation of the HR Certification Institute He holds a master’s degree in organizational 
communication from Emerson College, Boston, and a bachelor’s degree from the University of 
Tulsa. 
Brian Kidwell, Executive Vice President, manages all client research and strategy initiatives for D. 
Hilton Associates. His specialties include executive succession planning, compensation and benefits 
analysis, SERP evaluation and design, executive recruiting analytics, qualitative and quantitative 
human resources research, site selection analysis, organizational assessment and strategic planning. 
Kidwell is responsible for the development of D. Hilton’s Member Migration Model – an exclusive 
research tool used for customer segmentation, behavior analysis and lifetime value. Prior to joining D. 
Hilton, Kidwell worked as a consultant focusing on consumer behavior business strategy. He holds a 
bachelor’s degree in Management from Texas Tech University and a master’s degree from Texas 
State University. Kidwell is also a published author in major consumer research journals and 
trade publications. 
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Additional Contributing Team Biographies 

Compensation Services 
Erica D. Christy, SPHR, SHRM-SCP, Assistant Vice President, specializes in staff and executive 
salary administration projects. Prior to joining D. Hilton in 2011, she worked in Austin for nine 
years as an Associate Compensation Consultant at the Texas Association of School Boards. Her 
experience also includes serving as Vice President of Communications for four years at the 
Central Texas Compensation and Benefits Association Board of Directors. She maintains the 
Senior Professional in Human Resources (SPHR) designation from the HR Certification Institute 
and the Senior Certified Professional (SHRM-SCP) designation from the Society of Human 
Resource Management. Erica holds both a bachelor’s and master’s degree from the University of 
St. Thomas in Houston. 

Clancy Rowell, SPHR, Compensation Project Manager, joined the firm in 2015 and works on 
labor market analysis and compensation database maintenance. Before joining D. Hilton, Clancy 
worked in the human resources field specializing in training and development, annual reviews, 
bonus payouts and HR process improvements. He maintains the Senior Professional in Human 
Resources (SPHR) designation of the HR Certification Institute. He has a bachelor’s degree from 
the University of Texas and has recently completed his MBA in Finance and Business Analytics 
from Southern Methodist University. 

Garrett Crist, Compensation Analyst, became an analyst for D. Hilton in 2016 with market 
analysis experience. Prior to working for D. Hilton, Garrett earned his bachelor’s degree from the 
University of Mississippi studying Finance and Risk Management. Garrett contributes to staff and 
executive market analyses and he is currently working towards his aPHR and Certified 
Compensation Professional (CCP) designations. 

Zachary Blackshire, Compensation Analyst, joined the firm in December 2015 and works on 
salary administration and labor market analysis with experience in executive recruiting. Prior to 
working at D. Hilton, Zachary attended the University of Houston where he completed a 
Bachelor’s degree in Finance. He is currently working towards his aPHR designation. 

Executive Recruiting 
Sarah Hilton, Assistant Vice President, Sarah specializes in Executive Recruiting with an 
emphasis on placing Lending, Finance and Marketing executives. She has extensive experience 
in utilizing online research and social media platforms to identify candidates. Prior to joining D. 
Hilton, Sarah was a Social Media Account Manager and a Marketing Coordinator for a marketing 
and advertising firm in Dallas, Texas. Sarah holds a bachelor’s degree in English from Southern 
Methodist University in Dallas, Texas. 

Jessica Jarman, Assistant Vice President, specializes in Executive Recruiting with an 
emphasis on placing Information Technology, Retail Delivery, Finance and Audit/Compliance 
executives. As a member of the D. Hilton Senior Team, Jessica brings a wealth of experience in 
identifying and placing CEO candidates by utilizing extensive online research campaigns. Prior to 
joining D. Hilton, Jessica worked as a recruiter within the insurance industry in Dallas, Texas for 
several years. Jessica holds a bachelor’s of Business Administration in Marketing and a master’s 
degree in Business Administration from Henderson State University in Arkadelphia, Arkansas. 
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Strategic Services 
 
Hillary Mihle, Assistant Vice President, specializes in research and information management. 
Hillary serves as a research partner to clients for member satisfaction surveys, employee opinion 
surveys, internal performance surveys, merger assistance, research initiatives, and strategic 
planning. Prior to D. Hilton, she worked at the University of Houston M.D. Anderson Library 
preserving historically significant archives through digitization and publication. Hillary holds a 
bachelor’s degree in History from Texas A&M University and a master’s degree in Library and 
Information Science from the University of North Texas. 
 
Jordan Westra, Research Analyst, specializes in research and data analysis. Jordan serves as 
a research partner to clients for member satisfaction surveys, internal performance surveys, 
research initiatives, strategic planning and variable pay projects. Prior to D. Hilton, he worked for 
a major insurance company selling insurance and financial products and services. He maintains 
the FINRA Series 6, Series 63, and Life and Health Insurance licenses. Jordan holds a bachelor’s 
degree in Banking and Financial Institutions and Finance from Sam Houston State University.  

SERP 
Daryl A. Krimsky, SPHR, Vice President, focuses on strategic workforce planning and executive 
benefits initiatives for clients. She has extensive experience in developing executive retention and 
career development programs, PEO vendor selection and benefits program auditing. Prior to 
joining D. Hilton she worked for Buck Consultants, Capital H Group, Splitrock/McLeodUSA and 
Sotheby’s North America. Krimsky received a bachelor’s degree in Secondary Education from 
Framingham State College. She has also earned the Senior Professional in Human Resources 
(SPHR) designation of the Society for Human Resource Management. Daryl is a published author 
in major human resources journals and trade publications. 

Lanita Woods, Vice President, SERP Administration, specializes in administrative support and 
regulatory compliance functions related to compensation benefits consulting projects. Prior to joining D. 
Hilton, Lanita served as a Financial Advisor at American Express Financial Advisors where she 
developed financial plans for clients focusing on net worth, insurance protection, wealth accumulation, 
tax management, retirement and estate planning. She then worked for Chase Investment Services 
where she dealt with a range of financial planning issues and became more involved in compliance 
issues. She holds the FINRA Series 7 and Series 24 Licenses, as well as the Series 66 Security 
License from the State of Texas and the Group 1 Texas Insurance License. Lanita holds a bachelor’s 
degree in Music from the Jackson College of Ministries.  
Josh Prihoda, SERP Analyst, specializes in analyzing both qualified and nonqualified benefits and 
executive compensation data for use in helping credit unions in the evaluation of current and future 
retirement benefits. Prior to joining D. Hilton Associates, Josh worked in the community banking sector 
as a Financial Accountant and Operations Analyst. Utilizing his math skills, he was responsible for 
analyzing information and suggesting new strategies and improvements towards the efficiency of his 
employers. Josh received a bachelor’s degree in Business Management with an emphasis in 
Accounting from Central Christian College of Kansas. 
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