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Welcome to the ninth edition of the Chief Human Resources Officer (CHRO) 
and Chief People Officer (CPO) Trends report, which provides a view into the 
evolving landscape of Human Resources leadership across the Fortune 200 
companies. This year’s report identifies several key trends shaping the role 
and introduces the newly appointed 2025 Fortune 200 CHROs and CPOs.

Key Findings Include: 

•	 CHRO/CPO Turnover Accelerated: Thirty-one Fortune 200 companies 
appointed a new CHRO or CPO in 2025, representing a 16% annual turn-
over rate and the highest turnover rate since 2019. Turnover was especially 
concentrated in the first quarter and among the largest companies, with 
Fortune 50 companies accounting for 35% of all 2025 appointments. 

•	 Internal Succession Rebounded: Sixty-eight percent of 2025 CHRO/CPO 
appointees were internal successors, an increase from 2024 and one of the 
highest internal succession rates since this report began. 

•	 CEO Transitions Remained a Key Driver of CHRO/CPO Turnover: 
CHRO/CPO turnover continued to closely track CEO transitions. Thir-
ty-nine percent of CHRO/CPO appointments were preceded by a CEO 
transition, and nearly half of Fortune 200 CEOs appointed in 2025 replaced 
their CHRO or CPO. 

I (Zac Upchurch) would like to thank the report contributors, and I look for-
ward to working with these Chief Human Resources Officers and Chief People 
Officers to advance the field of Human Resources in 2026 and beyond. 

CHRO
Trends

Read previous CHRO Trend 
Reports:  

•	 2025 CHRO Trends
•	 2024 CHRO Trends
•	 2023 CHRO Trends
•	 2022 CHRO Trends
•	 2021 CHRO Trends
•	 2020 CHRO Trends
•	 2019 CHRO Trends
•	 2018 CHRO Trends

Zac Upchurch
Chief Operating Officer
Talent Strategy Group 

https://talentstrategygroup.com/chro-trends-2025-report/
https://talentstrategygroup.com/chro-trends-2024-report/
https://talentstrategygroup.com/chro-trends-2023-report/
https://talentstrategygroup.com/chro-trends-2022-report/
https://talentstrategygroup.com/chro-trends-2021-report/
https://talentstrategygroup.com/chro-trends-2020/
https://talentstrategygroup.com/chro-trends-2018/
https://talentstrategygroup.com/chro-trends-2017/
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The Trends

1.

This turnover rate is the highest since 2019 and represents a modest increase from 15.5% in 2024. Notably, the 
majority of 2025 turnover occurred in the first quarter, with 16 appointments, representing 52% of the year’s 
total turnover. 

Chief Human Resources Officer (CHRO) and Chief People Officer (CPO) turnover increased in 2025, with 31 
companies appointing a new head of Human Resources. These appointments represent a 16% annual turnover 
rate and imply an average CHRO tenure of approximately 6.25 years. 

CHRO/CPO TURNOVER ACCELERATES

CHRO Trends 2026

Fortune 200 CHRO Turnover by Year
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In a reversal from 2024, turnover was concentrated among larger companies as measured by annual revenue. 
Fortune 50 companies accounted for 11 new CHRO appointments, representing 35% of 2025 turnover, com-
pared with 5 appointments among Fortune 151-200 companies, representing 16% of the total. 

2025 CHRO/CPO Appointments by Fortune Ranking
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2.
In 2025, 68% of CHRO appointments were made through internal succession, with companies elevating an 
internal candidate into the top Human Resources role. This represents a 15 percentage-point increase, or 
28% year-over-year increase, in internal CHRO succession and one of the highest internal succession rates 
since this report’s 2017 inception. 

INTERNAL SUCCESSION REBOUNDS TO 68%

Organizations with a history of internal CHRO succession largely continued that pattern in 2025. Among 
companies whose predecessor CHRO was appointed internally, 81% again selected an internal successor for 
the role. In contrast, organizations with a history of external CHRO succession were more evenly split, with 
53% appointing an internal successor and 47% hiring externally. 

Fortune 200 Internal CHRO/CPO Succession by Year



C H R O  T R E N D S  2 0 2 6  /  P A G E  6

CHRO Trends 2026The Talent Strategy Group

When CHRO succession was internal, the average company tenure prior to appointment was 11.2 years. Near-
ly 50% of internal appointees had 16 or more years of company tenure before appointment, including 29% 
with more than 20 years.

Among external CHRO appointments, none had prior experience at the organization, suggesting there were 
no boomerang CHRO appointments in 2025. Instead, 90% of externally appointed CHROs had previously 
served as a CHRO, highlighting the premium companies placed on prior CHRO experience when hiring 
externally. When CHROs moved to a new organization and CHRO role, all but one moved to a larger organi-
zation, as measured by annual revenue. For example: 

•	 Kristin Major moved from HPE to NVIDIA 
•	 Christy Pambianchi moved from Intel to Caterpillar 
•	 Stacy Dillow moved from Fluor Corporation to HPE 

Further, among 2025 CHRO appointees with prior CHRO experience, the majority (58%) had served as a 
CHRO only once. However, CHROs with multiple prior CHRO stints remained prevalent, where 8% had held 
two prior CHRO roles and 33% had held three. 

Number of CHRO Roles Held Prior to Current CHRO Appointment

Internal CHRO Successor Company Tenure Prior to Appointment
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3. WOMEN CONTINUE TO DOMINATE CHRO APPOINTMENTS

Women accounted for 73% of 2025 CHRO appointments,* a decline from 2024’s 80% rate but still ahead of 
the 71% rate in the Fortune 200 overall. 

When the predecessor CHRO was a woman, organizations most often appointed another woman to the 
CHRO role, doing so in 83% of these transitions. This rate exceeded both the 2025 appointment rate for 
women of 73% and the overall Fortune 200 rate of 71%. In contrast, when the predecessor CHRO was a man, 
organizations still most often appointed a woman as successor. Only 17% of women CHRO predecessors 
were succeeded by men, while male-to-male CHRO succession occurred in 38% of cases. 

Interestingly, women accounted for 90% of the 2025 external CHRO appointments. This represents a 
meaningful departure from the broader Fortune 200 CHRO population, where women account for 66% of 
externally hired CHROs. 

*Morgan Stanley appointed co-CHROs, one woman and one man. This was proportionally accounted for in 
this analysis. 
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4.
Business experience outside of Human Resources was present in the backgrounds of 42% of 2025 
CHRO appointees, roughly in line with the 46% rate among Fortune 200 CHROs overall. However, 
among 2025 CHRO appointees with experience outside of Human Resources, most spent the ma-
jority of their careers outside of the function. This experience was also diverse, rather than concen-
trated in Legal, as has historically been the norm. For example: 

•	 Stephanie Smith from The Home Depot spent most of her career in Operations and Supply 
Chain roles. 

•	 Thomas Batterbee from Nucor Corporation served in a variety of business roles before moving 
into General Manager roles of increasing scope and complexity. 

•	 Rodolfo Camacho from Kraft Heinz spent nearly half of his career in Marketing and Project 
Management roles. 

Global experience was also more common among 2025 CHRO appointees, rising to 35% after de-
clining to 23% in 2024. This may reflect the increasing complexity of leading Human Resources in 
large, complex, global companies. Among appointees with global experience, multiple international 
assignments were common. For example: 

•	 Michelle Green from Chevron had multiple global assignments, including nearly three years in 
Thailand and nearly four years in Angola. 

•	 Carol Surface from HP Inc. had multiple global assignments, including over a year in the United 
Arab Emirates and nearly a year in Hong Kong. 

•	 Stacy Dillow from Hewlett Packard Enterprise had multiple global assignments, including two 
years in the Philippines, four years in the United Kingdom, two years in Puerto Rico, and time 
split between the United States and Canada. 

DEEP BUSINESS AND GLOBAL EXPERIENCE 
EMERGE AS MORE COMMON
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5. HR EXPERIENCE REMAINS A NEAR 
PREREQUISITE 

Human Resources experience remains a near prerequisite for advancement to the CHRO role. Among 
CHROs appointed in 2025, 87% had HR experience prior to appointment. This is roughly in line with 
Fortune 200 CHROs overall, where 90% had Human Resources experience before assuming the top Human 
Resources role. 

Among 2025 CHRO appointees with prior Human Resources experience, most had substantial tenure in the 
function, where 56% had 20 to 30 years of HR experience before assuming the role. The next most common 
HR experience ranges were 30 or more years and 1 to 10 years, representing 19% and 15% of 2025 CHRO 
appointments, respectively. 

For first-time CHROs appointed in 2025 with prior Human Resources experience, the HR Business Partner 
role remained the most common pathway, with 50% serving in an HRBP role immediately before becoming 
CHRO. Talent Management also emerged as a meaningful secondary pathway, with 33% previously serving 
as Chief Talent Officer or Head of Talent Management. The remaining first-time CHRO appointees came 
from HR Operations, Total Rewards, or Talent Acquisition roles. 

Among CHROs appointed in 2025 without prior HR experience, 100% were internal successors and came 
primarily from Legal, General Management, Supply Chain, or Customer Relations backgrounds. 

Years of HR Experience Prior to CHRO Appointment

Role Prior to First-time CHRO Appointment
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6. CEO TRANSITIONS REMAIN A KEY 
CORRELATE OF CHRO TURNOVER

CHRO turnover typically tracks closely with CEO transitions. Of the CHRO appointments in 2025, 39% 
were preceded by a CEO transition within the prior 12 months. Similarly, among Fortune 200 CEOs ap-
pointed in 2025, nearly half, 47%, replaced their CHRO. Said differently, CEO transitions remain one of the 
strongest predictors of CHRO turnover. In many cases, so goes the CEO, so goes the CHRO. 

7. CHRO AND CPO TITLES REACH PARITY, WHILE LEVEL 
AND COMPENSATION REMAINS VARIABLE

For the first time, the Chief Human Resources Officer and Chief People Officer titles were equally common 
among 2025 CHRO appointees. 42% used the Chief Human Resources Officer title, or a close variant, while 
42% used the Chief People Officer title, or a close variant. The remaining appointees used broader Human 
Resources or Human Capital titles. 

There was also significant variability in the hierarchical title attached to the CHRO role. While Executive 
Vice President was the most prevalent title among 2025 CHRO appointees, organizations used a wide range 
of titles, including Corporate Vice President, Senior Executive Vice President, Executive Vice President, 
Senior Vice President, Vice President, Managing Director, and other or unlisted hierarchical titles. This pat-
tern mirrors the Fortune 200 population overall, where Executive Vice President remains the most common 
title. 
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Few 2025 CHRO appointees were identified as Named Executive Officers (NEOs) in corporate reporting, 
which would require disclosure of their compensation and typically indicate that the CHRO is among the 
organization’s five highest-paid executives. Just three of the CHROs appointed in 2025 were NEOs, repre-
senting less than 10% of appointees. Their disclosed 2025 compensation included: 

Title of 2025 Appointed Fortune 200 CHROs

It is important to note that these figures reflect only the three 2025 CHRO appointees who were NEOs and 
are therefore a very small and unrepresentative sample size. Further, in all three cases, disclosed compensa-
tion was likely elevated relative to steady-state compensation due to one-time compensation events, such as 
make-whole compensation for forfeited rewards from a prior role or organization. As a result, these CHROs 
are unlikely to receive the same level of compensation in 2026 and beyond and may not retain NEO status 
in future corporate reporting. To illustrate, among the three CHROs with publicly reported compensation, 
go-forward target compensation took the following form: 

•	 Base salary ranged from $700,000 to $850,000 per year. 
•	 Short-term incentive/bonus ranged from $750,000 to $875,000 per year. 
•	 Long-term equity targets were more variable, ranging from $1,925,000 to $2,700,000 per year. 



C H R O  T R E N D S  2 0 2 6  /  P A G E  1 2

CHRO Trends 2026The Talent Strategy Group

Company Name CHRO/CPO

Microsoft Corporation Amy Coleman

Chevron Corporation Michelle Green

Elevance Health, Inc. Ryan Craig

Meta Platforms, Inc. Janelle Gale

The Home Depot, Inc. Stephanie Smith

Fannie Mae Dave Hofman

Nvidia Corporation Kristin Major

AT&T Inc. Darcie Henry

Freddie Mac Michele Espada

Humana Inc. Michelle O'Hara

Morgan Stanley Adam Kudelka

Morgan Stanley Cameron Rice

Energy Transfer Robert Kerrigan

Prudential Financial, Inc. Vicki Walia

Caterpillar Inc. Christy Pambianchi

The Allstate Corporation Andréa Carter

Delta Air Lines, Inc. Allison Ausband

AbbVie Inc. Demetris Crum 

HP Inc. Carol Surface

Nike, Inc. Treasure Heinle

Northwestern Mutual Kelly Culler

Northrop Grumman Corporation Melanie Heitkamp

Warner Bros. Discovery, Inc. Amy Girdwood

Nucor Corporation Thomas Batterbee

The Hewlett Packard Enterprise Company Stacy Dillow

KKR & Co. Inc. Grace Koo

Paramount Skydance Corporation Jim Sterner

Mastercard Inc. Susan Muigai

The Charles Schwab Corporation Shannon Jurecka

The Kraft Heinz Company Rodolfo Camacho

Pacific Gas & Electric Company Alejandro (Alex) Vallejo

Sherwin-Williams Marlena Boyce

2025 Appointed CHROs/CPOs of the Fortune 200 

https://www.linkedin.com/in/amycoleman19/
https://www.linkedin.com/in/heidi-capozzi/
https://www.linkedin.com/in/michelle-green-0644a428/
https://www.linkedin.com/in/ryan-craig-642411241/
https://www.linkedin.com/in/janellegale/
https://www.linkedin.com/in/stephanie-rankin-smith-abb728/
https://www.linkedin.com/in/davehofman/
https://www.linkedin.com/in/kristin-major-8413b8/
https://www.linkedin.com/in/darcie-henry-cakaric/
https://www.linkedin.com/in/michele-mcaluney-espada-9b0763/
https://www.linkedin.com/in/michelle-o-hara-9449aa/
https://www.linkedin.com/in/adam-kudelka-103041167/
https://www.linkedin.com/in/cameron-rice-b996873/
https://www.linkedin.com/in/rob-kerrigan-9435a539/
https://www.linkedin.com/in/vickiwalia/
https://www.linkedin.com/in/christy-pambianchi/
https://www.linkedin.com/in/andr%C3%A9a-carter-640b254/
https://www.linkedin.com/in/allison-ausband-5723a779/
https://www.linkedin.com/in/demetris-crum/
https://www.linkedin.com/in/carol-surface/
https://www.linkedin.com/in/treasure-heinle/
https://www.linkedin.com/in/kellyiculler/
https://www.linkedin.com/in/melanie-m-heitkamp-514ba099/
https://www.linkedin.com/in/amy-girdwood-486160/
https://www.linkedin.com/in/thomas-batterbee-7a7696110/
https://www.linkedin.com/in/stacy-dillow-087aa864/
https://www.linkedin.com/in/grace-koo-572b2610/
https://www.linkedin.com/in/jimsterner/
https://www.linkedin.com/in/susan-muigai/
https://www.linkedin.com/in/shannon-jurecka-803a553/
https://www.linkedin.com/in/rodolfo-camacho-04903546/?locale=en
https://www.linkedin.com/in/alex-vallejo-0259a1a/
https://www.linkedin.com/in/marlena-b-3b350b9/


C H R O  T R E N D S  2 0 2 6  /  P A G E  1 3

CHRO Trends 2026The Talent Strategy Group

About the Research
This report was produced by analyzing the Fortune 200 companies (based on the 2025 Fortune ranking) and publicly available 

information for Chief Human Resources Officers and Chief People Officers. We additionally spoke with many CHROs and CPOs, 
investor relations of respective companies, and the CHROs/CPOs teams to validate data where publicly available information was 
not sufficient.

In total, 194 of the Fortune 200 companies had an identifiable CHRO or CPO in 2025. The trends highlight those 194 organi-
zations. Some companies do not have a sitting Chief Human Resources or Chief People Officer, or the role was vacant in 2025. In 
those situations, the organization was excluded from this report’s analysis. 

Zac Upchurch
Chief Operating Officer, Talent Strategy Group

Zac Upchurch leads The Talent Strategy Group, an HR and Talent Management consulting firm. 
He frequently consults with the Boards and Executive Teams of the world’s most advanced orga-
nizations on Human Resources and Talent Management with a focus on the intersection of people 
and organizations, and enabling the full potential of both.  
Zac graduated Summa Cum Laude from Arizona State University with a Bachelor’s of Science in 
Economics. He can be reached at zac@talentstrategygroup.com.

ABOUT THE AUTHOR AND TALENT STRATEGY  GROUP

zac@talentstrategygroup.com LinkedIn@ZacUpchurch

The Talent Strategy Group helps the world's highest performing organizations transform  
Human Resources and their ability to grow talent. Our advisory services include HR strategy,  
organization design, HR leader assessment, and HR process design. We partner with private equity 
firms on deal generation, due diligence, and value creation plans from a talent focus. Our education 
and development services are based at our Talent Management Institute, which is the world's most 
popular executive education program on talent. We teach executives and HR leaders how to build 
better talent, faster through our public and private programs. We advise public and private compa-
nies, NGOs, and public sector organizations across geographies and industries. More information  
is available at www.talentstrategygroup.com.
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