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Executive Summary ï
Index and Sectors in the Survey

Å This proxy survey of executive compensation in the Russell 2000 index presents the most recently reported proxy 

compensation data in 11 Global Industry Classification Standard (GICS) sectors:

╖Communications

╖Consumer Discretionary

╖Consumer Staples

╖Energy

╖Financials

╖Health Care

╖Industrials

╖Information Technology

╖Materials

╖Real Estate

╖Utilities
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Executive Summary ïR2000 Sector Representation

Sector 

Representation in the 

entire Russell 2000
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Executive Summary ï
Revenue Cuts

Å Compensation data for each sector (with the exception of Utilities) was grouped into revenue cuts of:

╖Emerging/Growth: less than $500M

╖Mid-Size: between $500M and $1.5B

╖Stable/Mature: over $1.5B

Å All sectors with the exception of Utilities had enough companies in each of the revenue cuts to establish reliable 

market data. The Utilities sector has fewer than 40 organizations in the Russell 2000; as such, we have included all of 

the companies in the "Mid-Size" cut.

Å Prior versions of Grant Thornton's Russell 2000 study used different Emerging/Growth, Mid-Size, and Stable/Mature 

revenue cuts for each sector to create an equal number of organizations in each revenue group. This survey report 

uses the same revenue cuts for each sector.

Å This survey, for the first time, includes all companies in the Russell 2000.
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Executive Summary ï
CEO Pay Mix

Å The chart on the right details the median 

pay mix for all CEOs across each of our 

designated revenue cuts.

Å Overall, GTôs analysis found that the 

median CEO total cash compensation 

ranged between 37% to 46% of total 

direct compensation, with long-term 

incentives representing more than 54% of 

total direct compensation across all 

revenue sizes. 

Å A summary of short- and long-term 

incentives, as a percentage of base 

salary, is presented on pages 12 and 13 

within this Executive Summary.
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Executive Summary ï
CEO Compensation: Emerging/Growth (<$500M)
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Executive Summary ï
CEO Compensation: Mid-Size ($500M ï$1.5B)
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Executive Summary ï
CEO Compensation: Stable/Mature (>$1.5B)
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Executive Summary ï
CEO Annual & Long-term Incentives

Å A prominent trend in executive compensation is the increased use of performance-based compensation. Many 

industries are placing a higher degree of compensation ñat riskò in an effort to create a stronger tie between company 

performance and the payouts of annual and long-term incentive (LTI) plans. Design mechanics, such as plan metrics, 

performance periods, threshold and maximum goal levels, and threshold and maximum performance levels, often vary 

by industry and a companyôs stage in their "life cycle."

Å The use of performance-based pay is especially critical for public companies, as both proxy advisors and institutional 

investors (generally) have stated preferences for pay programs that align executive pay with shareholder outcomes.  

As a best practice, organizations should continue to review the alignment of their pay programs with their short- and 

long-term business strategies to ensure that plans are motivating, incentivizing, and rewarding the appropriate 

behaviors.

Å The tables on the following pages detail the median annual and long-term incentive awards as a percentage of salary 

for sectors in each revenue range.
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Executive Summary ï
CEO Short-term Incentive

Å The table at right shows median annual incentive 

payouts for CEOs in each of the three revenue 

ranges.

Å Annual or short-term incentive payouts (as a 

percentage of salary) are generally increased in the 

Mid and Stable revenue cuts for each sector.

Å Health Care, which contains a number of pre-revenue 

pharmaceuticals and biotechnology companies, has 

relatively low bonus payouts as a percentage of salary 

for each revenue cut.

Å Financials, Energy and Real Estate, especially for the 

Mid and Stable revenue cuts, have the highest annual 

incentive levels.

Median Short-term

Incentive (% of Salary)

Sector Emerging Mid Stable

Communications 64% 93% 129%

Consumer Discretionary 66% 95% 125%

Consumer Staples 93% 105% 66%

Energy 94% 115% 152%

Financials 52% 110% 272%

Health Care 63% 85% 74%

Industrials 88% 99% 106%

Information Technology 60% 85% 102%

Materials 38% 82% 109%

Real Estate 119% 150% 178%

Utilities - 99% -

Russell 2000 - All 63% 101% 120%
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Executive Summary ï
CEO Long-term Incentive

Å The table at right shows median long-term incentive 

payouts for CEOs in each of the three revenue 

ranges.

Å Total long-term incentives tend to increase in the Mid 

and Stable revenue cuts.

Å Health Care, which historically places a high 

emphasis on long-term incentives, has the largest 

incentive levels as a percentage of salary for the 

Emerging and Stable revenue cuts.

Median Long-term

Incentive (% of Salary)

Sector Emerging Mid Stable

Communications 246% 195% 216%

Consumer Discretionary 98% 176% 388%

Consumer Staples 153% 103% 252%

Energy 175% 364% 418%

Financials 50% 136% 270%

Health Care 424% 379% 525%

Industrials 154% 216% 316%

Information Technology 263% 475% 330%

Materials 109% 300% 318%

Real Estate 236% 398% 287%

Utilities - 123% -

Russell 2000 - All 150% 240% 325%

75
th

 Percentile 244% 371% 373%

Median 164% 216% 317%

25th Percentile 120% 156% 274%
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All Companies ï
CEO TDC Pay Ratio to Other Executives

Å GTôs analysis found that the median CEO 

total direct compensation (TDC) ranged 

between 1.9x to 4.3x the levels of total 

direct compensation for other executives. 

These ratios differed depending upon the 

organizationôs revenue size and level of 

the executive. The chart to the right 

summarizes these findings.



Methodology
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Methodology ï
Compensation Elements

GT collected compensation data from companies' most recently disclosed proxy statements. Compensation for 

organizations with Dec. 31 fiscal year-ends is generally current for their 2019 fiscal year. It is important to note that pay 

levels provided in this survey do not include any salary reductions or other impacts from the COVID-19 pandemic. 

We have provided compensation data for the following elements:

Å Base salaries: salaries as disclosed in the Summary Compensation Table.

Å Total Cash Compensation: (i) base salaries + (ii) total annual bonuses, including both Discretionary and Non-Equity 

Incentive Plan Payouts, as disclosed in the Summary Compensation Table.

Å Total Direct Compensation: (i) Total Cash Compensation + (ii) long-term incentive, which are measured using the 

grant-date fair value of all equity awards (includes stock options, restricted stock, restricted stock units, performance-

based equity, and cash long-term incentive plans).

Å Short-term Incentive %: expressed as the total value of annual bonuses divided by base salary.

Å Long-term Incentive %: expressed as the total value of equity awards divided by base salary.
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Methodology ï
Benchmark Positions and Ranks
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Methodology ï
Benchmark Positions and Ranks (continued)

Position matches were not used/included for revenue ranges with less than five incumbents (listed in the charts as ISD)



All Companies
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All Companies ï
Chief Executive Officer
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All Companies ï
Chief Financial Officer
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All Companies ï
Chief Operating Officer
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All Companies ï
General Counsel / Top Legal Officer
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All Companies ï
3rd-Highest-Paid
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All Companies ï
4th-Highest-Paid
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All Companies ï
5th-Highest-Paid


