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INTRODUCTION

GET TO KNOW
THE AAPCP

American Association of
Provider Compensation
Professionals

The AAPCP is the national association
dedicated exclusively to provider
compensation and workforce strategy.
Founded in 2020, AAPCP represents
organizations and leaders working in
provider compensation, workforce
strategy, legal, valuation, finance, HR,
operations, and physician enterprise
leadership.
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225+ 1500+
Organizations Members

What We Do
Provider Compensation.  Our
members are industry experts on all
facets of valuation, model design, and
implementation.
Workforce Strategy.  Members are
leaders in advising on clinical models,
advanced utilization of healthcare
professionals, market best practices in
staffing models, and financial alignment
strategies.
Organizational Compliance.
Our members ensure in this highly
regulated space that financial
arrangements with providers are
managed, compliant, and governed
appropriately.
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Executive Summary
A Rapidly Growing Segment of Executive Leadership
Healthcare organizations across the United States are rapidly expanding enterprise
departments responsible for provider compensation, provider contracting, workforce
strategy, analytics, governance, and provider financial arrangements.

The American Association of Provider Compensation Professionals (AAPCP) 2026
Compensation Survey demonstrates the continued emergence of provider compensation
and workforce strategy as a distinct executive leadership function within healthcare
organizations.

The survey collected data from 80 healthcare organizations representing more than 500
provider compensation and workforce strategy professionals nationwide.

Key findings from the survey include:

Participation from healthcare organizations increased 25% over the prior survey cycle.
Compensation observations increased 67%, reflecting rapid growth in these
departments.
Executive and senior leadership participation increased 300% from the initial survey
cycle.
Median total cash compensation for Department Leaders reached $212,175
nationally.
VP-level and executive provider compensation leaders reported median total cash
compensation approaching $310,000.

The findings reflect a broader transformation occurring across healthcare organizations as
provider compensation and workforce strategy become increasingly centralized, strategic,
and operationally significant enterprise functions.

SUMMARY
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Why This Matters
Helping Lead Healthcare
Historically, provider compensation functions were often viewed as administrative support roles
focused primarily on physician compensation calculations and contract administration.

Today, healthcare organizations are increasingly establishing integrated enterprise departments
responsible for:

INDUSTRY
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These functions now directly influence provider recruitment, workforce sustainability and growth,
operating performance, compliance risk, and enterprise financial strategy.

The survey findings suggest that healthcare organizations increasingly recognize provider
compensation and provider financial arrangements as enterprise-level strategic functions
requiring dedicated leadership infrastructure.

Many organizations are centralizing these responsibilities under executive leaders with titles such
as:

SVP, Physician
Contracting and Provider

Compensation

VP, Provider Strategy
and Rewards

VP, Physician
Compensation

VP, Finance Provider
Compensation

VP, Provider
Workforce Strategy

AVP, Provider
Resource Officer

Executive Director
Provider

Compensation and
Contracting

VP, Provider
Compensation

Executive Director
Physician

Contracting

SVP - Provider
Compensation

Strategy and Design



Position Median Base Median Total Cash

Coordinator $68,348 $69,500

Analyst $92,000 $92,000

Manager $129,076 $138,100

Director – Non Lead $162,500 $182,700

Department Leader $185,000 $212,175

Leader - VP or Above $262,500 $309,688
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KEY FINDINGS FROM THE 2026 SURVEY

80 participating healthcare organizations
500+ compensation observations
25% increase in participation
67% increase in compensation observations

Organizational Growth
300% increase in executive participation
since initial survey cycle
Growing prevalence of:

VP, Provider Compensation
VP, Provider Workforce Strategy
Executive Director, Provider Compensation &
Contracting
SVP, Provider Compensation Strategy & Design

Leadership Expansion

National Compensation
Benchmarks



This report is intended to inform users of current  employee compensation for
individuals working in the provider compensation field. The data does not constitute
recommendations or other advice regarding employee benefit programs, and the user
is in no way obligated to accept or implement any information for use within their
organization(s). The decision to use any information provided is solely with the user,
and applying the data included does not guarantee compliance with applicable laws or
regulations regarding employee compensation/benefits. Information provided in this
report, even if generally applicable, cannot consider all the factors that may affect a
specific individual or situation. Also, practices described within the report are not
meant to provide legal advice and should not be construed as such.

The report and its content do not constitute accounting, consulting, investment,
insurance, legal, tax, or any other type of professional advice and should be used only in
conjunction with the services of an appropriate professional advisor who has full
knowledge of the user’s situation. AAPCP does not represent or warrant that the
content will be correct, accurate, timely, or otherwise reliable. AAPCP may make
changes to the content at any time. AAPCP assumes no responsibility of any kind, oral
or written, express or implied, including but not limited to fitness for a particular
purpose, accuracy, omissions, and completeness of information. AAPCP shall in no
event whatsoever be liable to the licensee or any other party for any indirect, special,
consequential, incidental, or similar damages, including damages for lost data or
economic loss, even if AAPCP has been notified of the possibility of such loss. For this
section, the term “AAPCP” shall be construed so as to include the American Association
of Provider Compensation Professionals and all of its affiliates.

The enclosed information is provided for editorial and reporting purposes only.
Statistics, charts, and excerpts may be cited with attribution to: American Association
of Provider Compensation Professionals (AAPCP), 2026 Compensation Survey

The full survey report is proprietary and may not be reproduced or distributed in full
without written permission from AAPCP.

© 2026 American Association of Provider Compensation Professionals, Inc.
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