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PULSE ON PAY

12 Years of CEO Pay
LONG-TERM TRENDS IN S&P 500 EXECUTIVE COMPENSATION

EQUITY PREVALENCE AND AVERAGE VEHICLE MIX FOR CEOS

KEY TAKEWAYS Long-term incentive (LTI) designs have become strongly aligned with institutional investor
and proxy advisor preferences through increased performance stock and restricted stock units and reduced
stock options. The increase in restricted stock is notable because it is the least intuitively linked to
performance of the three vehicles.

We believe the current state reflects the evolution of equity compensation strategies towards a balance of
active performance management and risk mitigation.

95% of S&P 500 companies currently use PSUs, up from 76% in 2012 (PSUs represent an average of 60%
of CEO LTI mix)

Only 42% of S&P 500 companies currently use options, down from 68% in 2012 (Options represent an
average of 13% of CEO LTI mix)

77% of S&P 500 companies currently use RSUs, up from 58% in 2012

PREVALENCE AND WEIGHTING OF ANNUAL EQUITY VEHICLES FOR CEOS IN THE S&P 500
n-counts for vehicle prevalence is based on 2024.
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VESTING LENGTH PREVALENCE FOR CEOS

KEY TAKEAWAYS Over the past 12 years, S&P 500 companies have largely adopted three-year PSUs as the
standard for performance-based equity. The vesting schedule of other vehicles has shortened, likely from
external stakeholders focusing more on performance stock in their commentary and companies shortening
vesting to compel talent. It is our interpretation that pay design has become more short-term oriented as
PSUs increased and companies wanted to maintain a competitive edge for talent.

VESTING LENGTH PREVALENCE FOR CEOS IN 2012 AND 2024
Prevalence reflects the number of different companies that use vesting lengths; n-counts correspond to 2024'.
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Note: Companies with vesting lengths other than 3 or 4 years are not reflected in the chart above.

'n-counts represent the number of unique companies with grants that have applicable vesting periods. n-counts don't align between
pages since some companies have mixed vesting practices (e.g., Nvidia and J.B. Hunt grant two annual PSU awards with different
vesting schedules).
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METHODOLOGY AND ASSUMPTIONS

This research considers the following assumptions and methodology. Pulse on Pay is published
bimonthly.

— Uses Grants of Plan-based Awards (“GOPBA”) figures categorized as “annual’ equity

— The S&P 500 experiences changes throughout the year; therefore, each constituent list is
curated as of 12/31 for each given year (e.g., 2012 fiscal year includes companies in the S&Pso00
as of 12/31/2012)

— Excludes partial-year CEO terminations and interim roles

— All data is provided by Main Data Group and reflects pay disclosed through May 2025
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