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What to Know Now About Top 
Pool Executive Compensation

By Devereaux Morkunas 
Director of Programs & ServicesT he current employment environment is 

challenging for most organizations. In the 
U.S., the unemployment rate is near a 54-year 

low and wages continue to grow.1 In addition, workforce 
expectations contribute to sometimes difficult hiring 
conditions. Post-pandemic workers capable of working 
remotely often prefer to do so rather than working in  
an office. 

Pools feel the impact of all these factors. Across AGRiP’s 
pool membership, there is continued high turnover in 
staff and leadership positions. Pools may have difficulty 
filling vacant roles, even at the executive level. And 
because so many pool executives reached retirement age 
within the last several years, the underlying employment 
market trends have been exacerbated. In this 
environment, it is imperative that pools be thoughtful 
about top pool executive compensation, benefits, work 
environment and satisfaction. 
1   U.S. Bureau of Labor Statistics, “Employment Situation Summary,” Feb. 2, 2024.
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Compensation
The average salary of a top pool executive increased 15 percent since 2021 to 
$223,018 in 2023. 

This gain in average salary is necessary in a tight employment market, where 
pools have to compete with other potential employers for executive talent. 
Since 2021, the average salary for top pool executives has increased 7.5 percent 
per year, exceeding salary and wage growth for the U.S. at large, according to 
the U.S. Bureau of Labor Statistics. 

However, other data sources suggest top pool executive salaries are still lower 
than industry averages for all insurance companies, and for mutual insurance 
companies specifically. A May 2022 report from the U.S. Bureau of Labor 
Statistics places the average CEO salary for a U.S.-based mutual insurance 
company at $386,550.2 While salaries at this level might be difficult to achieve 
in the public sector environment of pools, private sector comparables are 
nonetheless an important benchmark. 

In addition to the salary they are paid, some top pool executives are 
compensated through an annual bonus. Thirty-seven percent of top pool 
executives are eligible to receive an annual bonus. Seventy-four percent of these 
executives actually received a bonus within the prior 12 months. (This amounts 
to 27 percent of all executives.) The median bonus received was $15,420.

$223,018
Average salary of a top 
pool executive

7.5%
Annualized increase 
in average top pool 
executive salary since 
2021

54%
Increase in average top 
pool executive salary 
since 2010

This article contains highlights from AGRiP’s full analysis. Participating 
pools received a comprehensive report with regional salary 
breakdowns, regression analyses and details about employment 
contracts, health insurance options, retirement contributions and other 
benefits. 

If you participated in the survey and did not receive your report, 
contact Devereaux Morkunas at dmorkunas@agrip.org. If you did not 
participate this year, mark your calendars for summer 2025 when we’ll 
begin a new analysis.

METHODOLOGY
•   Data is as-of July 15, 2023. All data is calculated and presented in 

U.S. dollars. 

•   Data was collected through an online survey emailed to 184 top pool 
executives. 

•   The sample includes 96 top pool executives (52 percent of all AGRiP 
member pool executives). 

•   Survey respondents and their pools are a fair representation of all 
AGRiP member pools. 

https://www.agrip.org/home
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Employment Structure
Since no two pools are completely alike, it’s not surprising that top pool 
executives have a variety of employment arrangements and reporting 
structures. There are three elements of employment structure that have 
some influence on pay: presence of a contract, direct employment and 
reporting solely to the governing body are all associated with higher average 
salaries. The breakdown among all top pool executives is:

•   Seventy-one percent are directly employed by the pool(s) they manage. 
The remaining 29 percent are employed by another organization and 
assigned to work on behalf of the pool(s). 

•   Seventy-seven percent report directly and only to the pool governing body, 
while 23 percent also report to someone else.

•   Seventy-four percent have a written employment contract. Eighty-eight 
percent of executives with a contract are directly employed by their pool.

Our analysis also considers whether a top pool executive is considered to be 
a public employee for purposes of compensation and benefits, and whether 
being a public employee has influence on salary. While one might expect top 
pool executives who are public employees to earn a lower salary, our analysis 
shows this does not have a significant influence on an executive’s salary. 

2   U.S. Bureau of Labor Statistics, “National Industry-Specific Occupational Employment and Wage 
Estimates,” May 2022

In order, the most influential 
factors on executive salary are:

In addition to knowing the benchmark comparison of executive 
compensation overall, understanding variables that influence top pool 
executive salaries provides important context. Predictive influences on top 
pool executive pay are somewhat limited, but three influences are worth 
highlighting (listed in order of influence).

The larger the pool’s staff size, the more its top executive is paid, on average. 
Top pool executives with an employment contract are generally paid more 
than those without one. And pool executives managing pools with larger total 
assets also earn higher salaries on average.

Additional factors with some influence on pay include whether the executive 
is directly employed by the pool(s) they administer and whether they 
report solely to the pool governing body. Executives answering yes to these 
questions earn higher salaries than those answering no.

Managing pool(s) with  
larger staff sizes

Having an employment 
contract

Managing pool(s) with 
greater total assets

71%
Top pool executives 
directly employed by the 
pools they manage

77%
Top pool executives 
reporting directly 
and solely to the pool 
governing body
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Retirement, Benefits and Leave
Retirement plans, health insurance, dental benefits and vision benefits are 
commonly offered to top pool executives. Most top pool executives receive 
separate personal and sick leave benefits, not combined paid time-off (PTO).

Non-pension retirement plans are more common than pensions. Such plans 
are offered to 61 and 44 percent of top executives, respectively. Fourteen 
percent of executives are offered both a pension and non-pension retirement 
plan.  

Employers pay an average of 87 percent of employee-only health insurance 
premiums for executives. Traditional indemnity health plans are offered most 
frequently, although close to half of executives are offered a high-deductible 
health plan. A smaller number of executives are offered payments for opting 
out of their employer’s health plans or stipends to purchase their own health 
insurance coverage.

Ninety-two percent of top pool executives are offered dental benefits. Slightly 
fewer top pool executives are offered vision benefits (86 percent).

Seventy percent of top pool executives receive separate personal leave and 
sick leave (uncombined leave), as opposed to having leave combined in a paid 
time off (PTO) program. Those executives receiving uncombined leave earn an 
average of five more days of leave than their counterparts with combined leave.

Retirement Plans Offered

87%
Average amount of 
total health insurance 
premium an employer 
pays for top pool 
executives

70%
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Work Environment and Satisfaction
Shifts in remote work that began during the pandemic appear to be here to 
stay and are utilized by executives as much as by other employees.

In fact, hybrid and remote work are just as common for top pool executives as 
is working full-time in the office. One-third of all pool executives work two or 
fewer days per week in the office. 

Satisfied With Benefits
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Average Days Per Week Spent in  
Office by Top Pool Executive

Satisfied With  
Work-Life Balance

Satisfied With Salary

Satisfied With  
Employment Environment

3   Qualtrics XM, “The 5 employee experience trends redefining work in 2024, Oct. 24, 2023

The vast majority of top pool executives are satisfied with their career 
in pooling, their current position, their work environment and their 
compensation and benefits. The prevalence of hybrid work schedules could 
support this finding. A recent survey found that employees in hybrid work 
environments have the highest levels of engagement, intent to stay and 
feelings of wellbeing, while employees working five days in the office have the 
worst scores across each metric.3  
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Demographics
The demographics of top pool executives have not shifted significantly since 
2021, but there are slight changes. Compared to 2021, top pool executives 
today are younger, less experienced and more frequently female. 

Fifty-one percent of top pool executives have a graduate degree, 45 percent 
have a four-year college degree and 4 percent have a high school degree 
only. Sixty-two percent of executives have one or more insurance-related 
designations.

Top pool executives manage an average of two pools each, although the 
number of pools managed ranges from one to nine. 

The trend of turnover and retirement at the top executive level is expected 
to continue. Seventy-five percent of executives don’t plan to stay in their role 
longer than 10 years. Forty-three percent do not expect to remain in their role 
for more than five years.
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Advice for Governing Bodies
•   Ensure your top executive’s total compensation and benefits 

package is in line with market data, the pool’s strategic vision and 
the executive’s expectations.

•   Understand the context of your pool against the pooling universe 
with regard to the three most significant influences on the top pool 
executive salary (staff size, employment contract and total assets). 

•   Consider whether it’s appropriate to introduce an employment 
contract for your top executive. If you have an employment 
contract already in place, review it to make sure it reflects today’s 
pooling and employment environment. Confer with general counsel 
as you do so.

•   Consider whether offering your top executive incentive pay or other 
bonus is appropriate in the current environment.

•   Have a direct discussion about your top executive’s long-term goals 
and what, internally or externally, might influence them to change 
jobs. 

•   Conduct succession planning work, including planned and 
emergency succession. Consider how leadership development may 
fit into this plan.

•   Don’t expect that your pool will be able to attract a quality 
top executive successor at a lower salary than your incumbent 
executive. Neither a top pool executive’s experience in their current 
role nor their total years of experience in pooling was found to 
influence salary.

Compared to 2021, 
top pool executives 
today are younger, 
less experienced 
and more frequently
female.
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AGRiP membership is by pool (not person) and we often assist with custom data and resource 
requests. Let us know if we can help your pool.

Learn what you should consider when looking for Your Next Pool Executive (Intelligence, August 2016). 

Have a List of Executive Search Firms at the ready.

Use our comprehensive Succession Planning Guide.

Understand your pool’s “big picture.”

Find out How to Transfer Pooling Knowledge (Intelligence, July 2021).

 Our Knowledge Silo Matrix can help identify your pool’s critical operational knowledge, experts and 
talent risks. Learn how to use it.

Access a comprehensive culture assessment to understand the eight markers of pool culture with  
our Conscious Culture Residency.

Determine a compensation philosophy for your pool (Governance Conference 2024 session)

Use lessons learned from COVID to Build a Better Pool Workspace (Intelligence, May 2021)

Think about Pools as Employers of Choice (Governance Conference 2020 session).

Attract mission-driven leaders and strengthen your pool’s team by focusing on the value your 
members receive with resources from our Measures That Matter Residency.

Resources for Pools Preparing  
for an Executive Transition
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https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/documents/Intelligence_Your_Next_Pool_Executive.pdf
https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/Executive_Search_Firms__updated_Feb__2024_.pdf
https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/Succession_Planning_Guide.pdf
https://www.agrip.org/intelligence/succession-planning/big-picture
https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/Intelligence_July_2021_How_To_Transfer_Pooling_Knowledge.pdf
https://www.agrip.org/intelligence/succession-planning/knowledge-silo-matrix
https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/Ways_to_Use_the_KSM.pdf
https://agrip.org/intelligence/consciousculture
https://events.rdmobile.com/Sessions/Details/2198654
https://higherlogicdownload.s3.amazonaws.com/AGRIP/613d38fc-c2ec-4e1a-b31f-03fa706321aa/UploadedImages/Intelligence_May_2021_Build_a_Better_Post-COVID_Workplace.pdf
https://rdmobile-palermo-production.s3.eu-west-1.amazonaws.com/ee4965c6-2f17-483f-b2c7-418b5ae5afec/event-12942/225134991-5-%20KushnerRogackiPublicEntityPoolsAsEmployersOfChoiceFINAL.pdf
https://www.agrip.org/intelligence/measuresthatmatter

