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Why compensation transparency
matters

Human Resources has never been more critical to business growth, and never

more scrutinized. As organizations face global competition, AI-driven customer

acquisition, and tightening budgets, people leaders are expected to deliver

measurable impact with precision. This has reshaped how companies structure

compensation, especially at the executive level.

The goal of this study is to provide clarity and context. Salaries alone don’t tell

the full story, bonuses, equity packages, and long-term incentives often double or

triple total earnings. Geography, industry, and company stage add further

complexity.

Whether you are:

An executive candidate preparing for negotiations, or

A hiring leader building competitive offers to secure top talent,

this report will help you navigate the evolving compensation landscape with

confidence.

INTRODUCTION



Compensation is the language of the labor market. It signals where companies are

investing, where talent is scarce, and where the strategic weight of a function is

growing. In 2026, no function is shifting faster than Human Resources.

What was once an administrative discipline is now a boardroom priority. AI

governance, workforce redesign, skills verification, and the integration of humans

and machines have moved to the center of strategic conversations.

 Compensation is following. Median compensation for S&P 500 CHROs grew by

30.4 percent between 2024 and 2025 according to Fortune, and Robert Half

projects salary gains of up to 2.4 percent across HRIS and compensation and

benefits roles in 2026. The signal is clear. HR talent is being paid differently than

it was five years ago.

This guide is built for HR executives, CEOs, CFOs, and talent leaders who need to

benchmark pay with precision. Ready Set Exec prepared this document using

2026 data from the Bureau of Labor Statistics, Salary.com, Glassdoor, PayScale,

ZipRecruiter, Built In, Levels.fyi, ERI SalaryExpert, Indeed, Comparably, Robert

Half, and executive compensation studies published by Fortune, Equilar, Pave,

and HRO Today. 

BEYOND SALARY

Compensation Beyond Base Salary



Role Target Bonus Equity Typical
Other Total Compensation

Elements

HR Manager 8% to 15%
Uncommon outside

tech

Health, 401k match, PTO,
certifications reimbursement,
remote flex

HR Business
Partner

10% to 20%
Tech and startups

only

Health, 401k match, PTO,
professional development, bar rate
mobility

Director of HR 15% to 25% 5% to 20% in tech
Executive health, enhanced 401k,
deferred comp at larger firms, car
allowance, relo package

VP of HR 20% to 40%
Standard at public

and PE backed firms

Long term incentive plan, deferred
comp, executive physical, sign on,
carry at PE portcos

CHRO and CPO 40% to 100%
Standard. Can

exceed 5x base at
public companies

Long term incentive plan,
supplemental executive
retirement, sign on cash, severance
agreement, D and O coverage, club
membership

BEYOND SALARY

The Total Package



Retail & Hospitality

Continued demand for HR Managers
Focus on employee relations, labor compliance, and workforce stability
despite broader labor softness
Private Equity Portfolio CompaniesSignificant hiring for HRBPs, Directors of
HR, and CPOs
Talent strategy embedded into value creation plans
CPO roles often added within 90–180 days after acquisition

Higher Education

Consistent hiring for Directors of HR and CHROs
Lower compensation than private sector
Strong appeal through pensions, stability, and tuition benefits
Government & NonprofitsActive hiring for CHRO/CPO roles
Includes state/local government, federal contractors, and large nonprofits
Compensation often lower but offset by pension and deferred compensation
structures

Business & Professional Services

Largest source of HR hiring demand
Strong need for HR Managers and HRBPs
Includes consulting, legal, accounting, and management consulting firms
Focus on hybrid workforce management, compliance, and talent strategy

Who is hiring?

INDUSTRY INSIGHTS



Manufacturing & Distribution

Heavy hiring for HR Managers, VP of HR, and Directors of HR
Demand fueled by reshoring, plant startups, automation, and union relations
Strong activity in Southeast, Midwest, and Great Lakes regions
Technology & ITLeading industry for HRBPs, VP of HR, and CPO/CHRO roles
Especially active in Series B to pre-IPO companies
Focus on organizational design, AI talent strategy, compensation, and IPO
readiness

Financial Services

Strong hiring for HR Managers, HRBPs, Directors, VPs, and CHROs
Driven by compliance, return-to-office mandates, compensation regulations,
and workforce technology transformation
One of the highest-paying industries for senior HR talent

Life Sciences 

(Biotech, Pharma, Medical Devices)High demand for HRBPs, VP of HR,
Directors, and CHROs
Driven by R&D competition, regulatory scale, and pipeline investments
Highest-paying sector for senior HR leadership roles

INDUSTRY INSIGHTS



HRBP bonus structures run 10 to 20 percent of base salary at target, with senior

HRBPs pushing toward the top of that range. Tech industry HRBPs often have

higher bonus targets but more variable payouts tied to company revenue or ARR

milestones. PayScale reports Senior HRBPs in San Francisco receive $10,000 to

$23,000 in bonus on top of $145,983 base. 

Equity is common at technology companies, where the typical HRBP grant is 0.02

to 0.10 percent of fully diluted ownership at Series B to D, usually vesting over

four years with a one year cliff. 

Total compensation elements include standard health and retirement benefits,

professional development budgets of $2,000 to $5,000 annually, and strong

internal mobility. HRBPs at high growth technology firms often see base salary

adjustments every 12 to 18 months as the function scales around them.

BENCHMARKING

HR BUSINESS PARTNER



HR Manager bonus structures are straightforward. Target bonus is typically 8 to

15 percent of base salary, weighted toward company performance metrics such

as revenue or EBITDA, with a smaller individual performance component. Built In

reports the average HR Manager receives $13,363 in additional cash

compensation on $105,158 base, which translates to approximately 13 percent

bonus at target. Actual payouts fluctuate with company performance, and the

typical band is 70 to 130 percent of target. 

Equity is uncommon outside of technology and venture backed companies. Total

compensation elements include employer sponsored health insurance, 401k

match ranging from 3 to 6 percent, paid time off of 15 to 25 days, HR certification

reimbursement including SHRM and HRCI, and remote work flexibility, which has

become a near universal expectation at this level.

BENCHMARKING

HR MANAGER



Director of HR bonus structures run 15 to 25 percent of base salary at target.

Betts Recruiting reports that HR Director bonuses in the tech sector range from 5

percent to 30 percent with a median band of 5 to 20 percent from Series A

through Series D. Established public and private companies typically target 20 to

25 percent, with payouts weighted toward a mix of company performance, HR

function scorecard metrics such as retention, time to fill, and engagement scores,

and individual objectives. 

Equity is standard at technology companies, typically 0.05 to 0.25 percent of

fully diluted ownership depending on stage, and Restricted Stock Units at public

companies ranging from $50,000 to $200,000 in annual grant value. 

Total compensation elements at this level expand meaningfully to include

executive health benefits, enhanced 401k match or non qualified deferred

compensation plans at larger firms, car allowance or executive transportation,

relocation packages of $25,000 to $75,000 for new hires, and in some cases

executive coaching allowances.

BENCHMARKING

DIRECTOR OF HR



VP of HR bonus structures run 20 to 40 percent of base salary at target, with

public companies and private equity backed firms anchoring the top of this

range. Built In reports VP of HR average cash compensation of $50,781 on

$189,293 base, or approximately 27 percent bonus at target. ERI reports average

bonus of $35,214 on $198,166 base, or approximately 18 percent. Long term

incentive becomes a standard feature at this level. 

Public companies typically issue Restricted Stock Units with three year cliff

vesting or time based RSUs on a graded vest schedule, with annual grant values

of $150,000 to $400,000 depending on company size and performance. Private

equity portfolio company VPs of HR often participate in management incentive

pools that pay out on exit, with carry percentages ranging from 0.25 to 1.0

percent of the transaction value. 

Total compensation elements include supplemental executive retirement plans,

executive physical programs, sign on bonuses ranging from $25,000 to $150,000

for external hires, severance protections typically ranging from 6 to 12 months

base plus target bonus, and board observer rights at some late stage private

companies.

BENCHMARKING

VP OF HR



Target bonus runs 40 to 100 percent of base salary, with Fortune 500 and later

stage technology CHROs anchoring the top of this range. DigitalDefynd reports

CHRO and CPO bonuses range from 25 to 60 percent at the high end of most

structures, and 20 to 40 percent is the typical annual incentive at mid market

firms. Pave data analyzing 2,700 plus executive packages shows VP of HR and

CHRO bonus targets averaging 20 percent of base at public companies, but the

dispersion is extreme at the top of the range.

Long term incentive is the dominant compensation element at this level. Public

company CHROs typically receive annual equity grants of $500,000 to

$2,500,000 in value, structured as Performance Stock Units tied to multi year

company performance metrics, Restricted Stock Units vesting over three to four

years, and in some cases stock options. Equilar reports that Fortune 500 CHRO

total compensation averaged $3.1 million in 2020, with recent Fortune reporting

showing Russell 3000 CHRO pay growing 14.7 percent annually and S and P 500

CHRO pay growing 30.4 percent annually through 2025. The HRO Today 2024

CHRO Compensation Report found Fortune 1000 CHROs averaged $2,761,253 in

total compensation, rising to $4,438,450 at Fortune 50 firms.

Private equity backed CPOs participate in management equity pools with

meaningful upside on exit. A CPO joining a $500 million to $2 billion PE portfolio

company today typically receives 0.5 to 2.0 percent of the platform carry, which

can produce $2 million to $15 million at exit depending on deal performance.

These positions also typically include guaranteed severance of 12 to 24 months

base plus target bonus, double trigger change of control provisions on equity

acceleration, supplemental executive retirement plans, executive health and

wellness programs, significant sign on bonuses ranging from $100,000 to

$1,000,000, and in many cases relocation support that covers international

moves for multinational employers. Directors and Officers insurance coverage is

standard and should be verified before accepting an offer.

BENCHMARKING

CHRO / CPO



HR Roles - The numbers
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OUTRO

Final Thoughts
METHODOLOGY AND SOURCES
Ready Set Exec prepared this guide using a multi source triangulation approach. No single
compensation platform was treated as authoritative. Instead, data points were collected from at
least ten sources per role, weighted by recency and reliability, and reconciled against observed
candidate and client compensation in active Ready Set Exec search engagements.

LEGAL NOTICE
This compensation guide has been created by Ready Set Exec for informational and general
reference purposes only. It is intended to provide market insights and guidance on executive
compensation trends and should not be considered legal, financial, tax, or professional advice.
Compensation decisions should be made based on each organization’s unique needs, industry
standards, and in consultation with qualified legal, financial, or HR professionals. Ready Set
Exec assumes no liability for decisions made based on the information contained in this guide.

LIMITATIONS
Compensation research is not a settled science. Three limitations are worth calling out. First,
the spread between self reported and employer reported data at the HR Manager and Director
levels is meaningful. BLS reports a median of $140,030 for HR Managers while PayScale reports
a median of $77,790 for the same title. The ranges in this guide attempt to triangulate between
these extremes, but the reader should understand that a specific candidate in a specific
company may land meaningfully outside the recommended range. Second, title inflation at the
HRBP level distorts comparisons. A Senior HRBP at a Fortune 500 firm is not the same role as a
Senior HRBP at a 300 person company. The ranges assume a candidate profile appropriate to
the seniority tier and should be adjusted when scope differs materially.
Third, equity and long term incentive values are modeled at grant date and can swing
substantially based on company performance. A CHRO granted $2 million of Performance
Stock Units in 2026 may receive cash proceeds of anywhere from zero to $8 million at vest,
depending on stock price performance. The total compensation figures in this guide reflect
grant date fair value, not realized cash.



About Ready Set Exec
We’re not recruiters. We’re growth enablers.

Ready Set Exec helps scaling organizations find senior leaders who drive

real results. From C-Suite to high-impact departmental roles, we deliver

not just candidates, but confidence. Founded by Patrick Shea and John

Pezoulas, we’ve built teams, scaled companies, and helped over 10,000

people find roles they thrive in.

Visit readysetexec.com for more insights or follow us on LinkedIn.

If you’re working as a fractional executive, let’s talk.

ABOUT US

https://readysetexec.com/
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