2017 Manager and Executive Compensation in Hospitals and Health Systems

Executive compensation programs are evolving to meet the needs of business transformation
while providing compelling and sustainable rewards in an uncertain environment

Health system executives with the skills to lead transformation are in demand;
talent markets are expanding and pay is increasing
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Programs are evolving to align incentives with value, reward
for long-term performance and support stability and succession
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Organizations are striking a balance between market practice
and business needs to design a “best fit” program
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