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® INTRODUCTION |/

Why compensation transparency
matters

In 2026, the operations executive market is defined by three forces converging at
once. Reshoring and supply chain investment are rebuilding domestic
manufacturing capacity. Al and automation are changing how operations teams
are structured and measured. Private equity is embedding operating partners into
every portfolio company at scale. Each force is pushing operations compensation
higher, and the spread between regional markets is widening.

This guide is built for CEOs, CFOs, boards, and talent leaders who need to
benchmark operations 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, Wellfound, and executive compensation studies published by
SalaryCube, AFL-CIO Executive Paywatch, and Direct Recruiters Inc.

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:

e An executive candidate preparing for negotiations, or
e A hiring leader building competitive offers to secure top talent,

This report will help you navigate the evolving compensation landscape with

confidence.




BEYOND SALARY

Compensation Beyond Base Salary

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. The ranges in this guide are not a single data point. They reflect the 25th
to 75th percentile band for each role in each geography, adjusted for 2026
market conditions. Ready Set Exec targets the 80th percentile on candidate
positioning during active search engagements, meaning the upper end of these
ranges is often where competitive offers actually land for top talent. The lower

end is where budgets come under pressure and searches stall.

Three geographic tiers are used throughout the document:

Rural and low cost markets include Mississippi, West Virginia, Arkansas, rural
Alabama, Oklahoma, smaller markets in Kentucky and Tennessee, and similar low
cost geographies. These markets are characterized by lower costs of living,
smaller employer footprints, and meaningful compression on operations

executive pay.

Medium cost markets include cities such as Columbus, Minneapolis, Kansas City,
Pittsburgh, Indianapolis, Cincinnati, Charlotte, Raleigh, Nashville, Tampa, Phoenix,
Portland, Denver, Salt Lake City, and Detroit. These metros are where most mid
market operations leaders sit and where private equity platform hiring is
concentrated.

Premium markets are New York City and the San Francisco Bay Area, including
San Jose and Berkeley. These markets carry the highest cost of living in the
United States, the densest concentration of Fortune 500 headquarters and

venture backed technology employers, and the most aggressive executive pay
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BEYOND SALARY

The Total Package

Role

Operations
Manager

Director of
Operations

VP of Operations

Chief Operating
Officer

Target Bonus

10% to 15%

15% to 25%

25% to 50%

40% to 100%

Equity Typical

Uncommon
outside tech and
startups

Standard in tech
and PE backed
firms

Standard at public
and PE backed
firms. RSU grants
orcarry 0.5to 15
percent at PE
portcos

Standard. Equity
can exceed 5x to
10x base at public
and PE backed
firms

Other Total Compensation
Elements

Health, 401k match, PTO, shift
premiums, certification
reimbursement for Lean Six
Sigma, PMP, APICS

Executive health, enhanced 401k,
deferred comp at larger firms, car
allowance, relocation, sign on at
regulated employers

Long term incentive plan,
deferred comp, executive
physical, sign on $50K to $200K,
severance 9 to 18 months

Long term incentive plan,
supplemental executive
retirement, sign on $150K to
$1.5M, severance 12 to 24 months,
D and O coverage, double trigger
acceleration




INDUSTRY INSIGHTS‘

ho is hiring?

COO hiring in 2026 is being driven by three structural forces. First, private equity
and growth equity firms have fully institutionalized the COO role into their
portfolio company playbook. Nearly every platform acquisition of $100 million in
revenue or above now includes a COO hire within the first 12 months after close.
These COO placements carry the most attractive economics in the market
because of the combination of competitive base compensation and meaningful
carry participation on exit.

Second, manufacturing and industrial companies are rebuilding COO capacity
after two decades of strategy led leadership teams. Reshoring initiatives,
semiconductor capacity expansion, EV and battery manufacturing scale, and
pharmaceutical capacity investment are all driving COO hiring across the
Southeast, Midwest, Texas, and the Pacific Northwest. These COO roles typically
command the highest base salaries in the operations function and often include
equity or profits interest in the business.

Third, technology companies are hiring COOs at unprecedented rates to manage
customer operations, platform reliability, infrastructure scale, and the operational
complexity of Al product deployment. COOs at technology companies
approaching IPO typically include equity packages that can reach 5 to 10 times
base salary in value at grant, with further upside on public market performance.

Specific industries hiring COOs at volume in 2026 include pharmaceutical and
biotechnology, healthcare systems, financial services, logistics and supply chain
operators, aerospace and defense, renewable energy, higher education, and large
non profit organizations. State and local government agencies are also active but
at compressed base salaries that are typically offset by pension and deferred
compensation structures.
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BENCHMARKING

OPERATIONS MANAGER

Industries hiring Operations Managers in 2026

e Operations Manager demand in 2026 is strongest in manufacturing, logistics,
healthcare, food and beverage, and professional services.

e Manufacturing leads hiring due to reshoring, EV production, and factory
modernization.

e |ogistics growth is driven by e-commerce and same-day delivery demands.

e Healthcare hires focus on clinical operations and revenue cycle management.

e Professional services need Operations Managers for shared services and back-
office efficiency.

e Highest pay is in tech, private equity-backed firms, and specialty manufacturing.

e |Lowest pay is in hospitality, retail, and nonprofit operations.

Bonus, equity, and total compensation

Operations Manager bonus structures are straightforward. Target bonus is typically
10 to 15 percent of base salary, weighted toward business unit or site performance
metrics including productivity, cost, quality, and safety, with a smaller individual
performance component. ERI reports an average bonus of $15,733 on $130,676
base, which translates to approximately 12 percent bonus at target. Indeed reports
$7,500 average profit sharing on $83,091 base, or approximately 9 percent. Actual
payouts fluctuate with company performance, and the typical band is 70 to 130
percent of target.

Equity is uncommon at this level 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,
shift premiums where applicable, and certification reimbursement for credentials
such as Lean Six Sigma, PMP, or APICS. Relocation assistance is common for
external hires into manufacturing and logistics roles in medium tier markets.
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BENCHMARKING

DIRECTOR OF OPERATIONS

Industries hiring Director of Operations

e Director of Operations demand in 2026 is split between mid-market companies
and large enterprise divisions.

e Mid-market hiring is strongest in private equity-backed firms, healthcare,
banking, manufacturing, and tech companies ($50M-$500M revenue).

e Enterprise hiring is concentrated in Fortune 1000 companies.

¢ Highest-paying industries are IT, manufacturing, pharmaceuticals, financial
services, and insurance.

e Top growth sectors include logistics and supply chain, healthcare systems, and
aerospace/advanced manufacturing.

Bonus, equity, and total compensation
Director of Operations bonus structures run 15 to 25 percent of base salary at
target. Indeed reports $12,000 average profit sharing on $115,158 base, or
approximately 10 percent, which reflects the lower end of the market. Established
public and private companies typically target 20 to 25 percent, with payouts
weighted toward a mix of company performance, operational scorecard metrics
such as safety, quality, on time delivery, and cost per unit, and individual objectives
tied to specific initiatives.
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 $60,000 to $250,000 in annual grant value. Private equity
backed platforms increasingly include Directors of Operations in management
incentive plans that pay out on exit, with carry percentages typically ranging from
0.10 to 0.50 percent of the platform 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
$35,000 to $100,000 for new hires, and in regulated industries a signing bonus of
$25,000 to $75,000 tied to a retention period.
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BENCHMARKING

VP OF OPERATIONS

Industries Hiring VP of Operations

e VP of Operations hiring in 2026 is strongest in four sectors: private equity,
manufacturing, healthcare, and later-stage tech.

¢ Private equity-backed portfolio companies are the most active market, with strong
base pay and equity upside.

e Manufacturing and industrial companies are hiring heavily due to reshoring,
semiconductor, EV battery, pharma, and specialty chemical expansion.

e Healthcare systems and life sciences firms need VPs to manage multi-site
operations, specialty pharmacy, and medical device production.

e |ater-stage tech companies (Series C to IPO) are hiring to scale customer
operations, infrastructure, and platform reliability, often with strong equity
incentives.

Bonus, equity, and total compensation

VP of Operations bonus structures run 25 to 50 percent of base salary at target, with
public companies and private equity backed firms anchoring the top of this range. ERI
reports an average bonus of $95,015 on $240,302 base, or approximately 40 percent.
Built In reports VP of Operations average cash compensation of $57,310 on $195,718
base, or approximately 29 percent. Actual payouts fluctuate with operational
performance against a scorecard that typically includes financial metrics, operational
KPls, safety outcomes, and strategic initiative milestones.

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 $200,000 to $600,000
depending on company size and performance. Private equity portfolio company VPs
of Operations often participate in management incentive pools that pay out on exit,
with carry percentages ranging from 0.50 to 1.50 percent of the transaction value
(which is $15 Million, on a 1 Billion Exit).

Total compensation elements include supplemental executive retirement plans,
executive physical programs, sign on bonuses ranging from $50,000 to $200,000 for
external hires, severance protections typically ranging from 9 to 18 months base plus
target bonus, and board observer rights at some late stage private companies. “*‘Z
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BENCHMARKING

COO / Head of Ops

Industries Hiring a COO

e COO hiring in 2026 is driven by private equity, manufacturing, and technology
companies.

e Private equity firms are making COO hires a standard part of portfolio company
growth, offering strong base pay and significant equity upside.

e Manufacturing and industrial companies are hiring COOs due to reshoring,
semiconductor growth, EV batteries, and pharma expansion.

e Technology companies are adding COOs to manage scale, infrastructure, Al
deployment, and customer operations, often with major equity packages.

e Other active industries include healthcare, biotech, financial services, logistics,
aerospace, renewable energy, higher education, nonprofits, and government.

Bonus, equity, and total compensation

COO compensation is the most complex in the operations function, with target
bonuses ranging from 40 to 100 percent of base salary, highest in Fortune 500 and
later-stage technology companies. ERI reports an average bonus of $134,351 on a
$339,785 base salary, while larger organizations often target 50 to 100 percent
bonuses. Long-term incentives are the biggest driver, with public company COOs
receiving $750,000 to $4 million annually in equity through stock grants and options.
COOs typically earn 55 to 75 percent of CEO compensation. Private equity-backed
COOs often receive 1to 3 percent of platform equity, creating $5 million to $30
million in exit upside. Packages also commonly include severance, retirement plans,
sign-on bonuses, executive benefits, relocation support, and D&O insurance
coverage.



Operations Roles - The numbers

Premium Locales (NYC/LA)

@ Premium City - Low end @ Premium City - Top End
700000

600000

625000

500000

400000 400000

360000
300000
260000 250000

Salary in $ USD

200000

160000 722010

100000 110000

0

Operations Manager Director of Operations VP of Operations COO / Head of Ops

Large Cities
@ City - Median Lower End @ City - Top End
500000

400000 425000

300000

270000 285000

200000

Salary in $ USD

TS 195000
100000 115000 150000

Operations Manager Director Of Operations VP of Operations COO / Head of Ops

Rural Areas

@ Rural - Low end @ Rural - Top End
350000

200000 325000
250000
200000 515000 225000

150000 165000
135000

Salary in $ USD

100000

50000

0

Operations Manager Director Of Operations VP of Operations COO / Head of Ops



OUTRO

Our 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

Three limitations are worth calling out. First, the spread between self reported and employer
reported data at the Operations Manager and Director levels is meaningful. BLS reports a
national median of $101,280 for General and Operations Managers while ZipRecruiter reports a
median of $63,456 for Operations Manager alone. 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, the COO title is used inconsistently across industries and company sizes. A COO at a
150 person professional services firm and a COO at a 15,000 person manufacturer carry the
same title and materially different roles. The ranges assume a full scope enterprise COO at a
company of 500 to 5,000 employees. Fortune 500 COOs and founder led startup COOs sit
outside this range, in opposite directions.

Third, equity and long term incentive values are modeled at grant date and can swing
substantially based on company performance. A COO granted $3 million of Performance Stock
Units in 2026 may receive cash proceeds of anywhere from zero to $12 million at vest,
depending on stock price performance. The total compensation figures in this guide reflect
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grant date fair value, not realized cash.



ABOUT US

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.



https://readysetexec.com/
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