Houston Banking Talent Brief

Trends Shaping Hiring, Pay, and Retention Every Financial

Institution Should Know

EXECUTIVE SUMMARY

Houston’s banking labor market is being shaped by four forces: rising compensation pressure
from national institutions, increasing M&A activity, continued turnover in frontline roles, and

cautious talent mobility.

While consolidation is accelerating across Texas, talent movement has remained measured.
Many professionals are prioritizing stability and cultural alignment when considering new roles.

For community banks, long-term workforce stability increasingly depends on strategic hiring

decisions rather than high-volume recruiting.

The Houston-Area Community Banking
Talent Market in 2026

Houston banks are operating in one of the most
competitive hiring environments in the past
decade. Competition for experienced banking
professionals has intensified as compensation
pressure and industry consolidation reshape the
talent market.

According to Crowe’s banking compensation
survey, demand for operational and lending
support roles has increased across financial
institutions. The position of Teller 1 saw a 4.6%
increase in median salary since 2020, one

of the largest increases among entry-level

banking roles. Placement activity across Houston
institutions highlights several realities shaping
hiring decisions in 2026.

Turnover remains elevated

across frontline roles

Houston-area community banks continue to
experience persistent churn in teller and branch
support positions. Replacing an employee

can cost between one-half and twice the
employee’s annual salary, making repeat
turnover particularly expensive.

Compensation pressure is rising

Large national institutions continue pushing
compensation expectations higher. According
to the American Bankers Association, banks
increased base salaries by an average of
4.2% in 2024, reflecting ongoing pressure to
remain competitive.

M&A activity is accelerating
Bank consolidation across Texas continues
to increase as institutions pursue scale and
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efficiency. Mergers often introduce leadership
changes and cultural disruption that can affect
employee retention.

Talent mobility remains cautious
Despite consolidation activity, many banking
professionals are prioritizing stability and
carefully evaluating career moves.

Operational roles show

stronger retention

Loan support, accounting, and leadership roles
consistently demonstrate greater stability than
high-volume teller hiring.
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National banks often exceed $25/hour for teller roles.

What's Driving Turnover

(And Why Pay Alone Isn‘t Fixing It)
Compensation plays a role in turnover, but
placement patterns across Houston banks show
several structural drivers behind

workforce instability.

1. Pay Pressure From Larger Institutions
Houston candidates frequently receive higher
offers from national banks such as JPMorgan
Chase, Bank of America, and Wells Fargo. These
institutions operate with larger compensation
structures and broader benefits packages.
Community banks often face salary ceilings that
limit their ability to match offers. Even modest
pay gaps can influence candidate decisions.

2. Teller Volatility vs. Operational Stability
Placement patterns show a clear divide between
branch roles and operational support positions.
Tellers often remain 12—-24 months, while loan
operations and accounting professionals
frequently remain three to five years. Many
employees view teller roles as transitional
positions, while operational roles provide clearer
career paths and longer tenure.

3. The Hidden Cost of Volume Hiring
High-volume teller recruiting can create a

cycle of continuous replacement hiring. When
institutions prioritize speed-to-fill over long-term
fit, repeat turnover becomes more likely. Industry
data shows the average financial services role
takes 44.7 days to fill, increasing the operational
impact of repeated hiring cycles.

4. Mergers Are Increasing - Talent
Movementisn't

Texas banking consolidation has accelerated
as institutions pursue scale and operational
efficiency. While mergers typically create
expectations of increased talent movement,
Houston'’s banking workforce has responded
cautiously.

O FiStaff

fistaff.com

713.426.5999



5. Post-Merger Cultural Disruption

Leadership changes, restructuring, and cultural
shifts often follow acquisitions. Some employees
leave six to twelve months after a merger,

once long-term organizational direction
bbecomes clearer.

6. Talent Mobility Remains Measured

Many banking professionals are carefully
evaluating institutional stability before changing
roles. This cautious movement reflects broader
economic uncertainty and the relationship-
driven nature of community banking careers.

What This Means for Community Banks
Institutions involved in acquisitions should
anticipate potential retention pressure,
particularly among operational and

leadership roles.

At the same time, banks seeking experienced
talent may find opportunities among
professionals leaving acquired institutions.

Strategic Hiring Considerations for 2026
As Houston'’s banking labor market continues to
evolve, community banks are adjusting hiring
strategies to maintain workforce stability.
Several strategic considerations are emerging
across institutions.

1. Evaluate Compensation Against Local
Market Benchmarks

Public salary data often lags real market
conditions. Compensation benchmarks based
on current placement activity provide a more
accurate view of candidate expectations in the
Houston banking market.

2. Shift Hiring Focus Toward Stabilizing Roles
Operational positions such as loan support,
accounting, and branch management often
demonstrate stronger retention than high-
volume teller roles. Expanding hiring focus in
these areas can improve long-term
workforce stability.

STRATEGIC HIRING FRAMEWORK
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3. Prioritize Cultural Alignment Over
Speed-to-Fill

Hiring quickly can solve short-term staffing
gaps, but long-term retention often depends
on cultural fit and career alignment.

4. Anticipate Retention Disruption

During M&A Activity

Institutions experiencing acquisitions or
leadership transitions should proactively address
employee communication and retention
planning. Clear leadership direction and cultural
consistency often play a significant role in
maintaining workforce stability.

5. Use Placement Data — Not Guesswork
Reliable market insight allows financial
institutions to make more informed

hiring decisions.

Placement data from active recruiting activity
provides a clearer view of compensation

expectations, turnover patterns, and talent
availability across the Houston banking market.
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Why FiStaff

FiStaff works exclusively with financial institutions,
providing direct insight into hiring trends across
the Houston banking market.

Our placement data reflects real compensation
ranges, turnover patterns, and candidate
behavior across community banks and

credit unions.

Financial institutions partner
with FiStaff to:

« benchmark compensation against current
market conditions

« identify roles with stronger long-term retention
« reduce hiring timelines for critical positions

« Maintain staffing stability during periods of
growth or consolidation

For community banks navigating workforce
challenges in 2026, access to accurate local
talent data can make a measurable difference
in hiring outcomes.

Crowe Banking Compensation and Benefits Survey
American Bankers Association Compensation & Benefits Report

Indeed Hiring Lab Workforce Research

Indeed Estimating the Cost of Higher Turnover

Hubstaff Understanding Employee Turnover Statistics and Trends for 2026
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