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Continuing intense focus on executive pay is the new reality 
for companies, remuneration committees and executives.

At the same time, many companies are questioning whether 
their pay structures are suitably aligned to strategy as the 
economy continues to adjust to the aftershocks of the 
global financial crisis and the Brexit vote.
FIT helps our clients to respond to these challenges. Our highly experienced partners both 
lead and are integrally involved in all our client relationships, rather than delegating work 
to less experienced colleagues. This allows us to get to the root of our clients’ issues 
quickly and then provide wise, commercial (and sometimes challenging) counsel which 
helps our clients design genuinely tailored, strategically-focused remuneration packages.

How we can help

We provide a “full service offering”, supporting our clients on all aspects of executive 
remuneration, from benchmarking, through policy design, shareholder consultation and 
legal implementation. Our partners are integrally involved in all stages of the process.

What we do

Pay Policy
Formulation

Annual Bonus
Design

LTI Design

Performance Targets
and Measurement

All-Employee Reward
Programmes

Investor
RelationsReviewing Service

Contracts

Communication

Directors’ Remuneration
Report

Ad hoc events i.e. Severance
& Recruitment, M&A and IPOs

Full Legal Implementation
Service

Pay
Benchmarking

Partner-led
service
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FIT Remuneration Consultants LLP is one of Europe’s largest 
independent executive remuneration consultancies which 
advises a number of the world’s largest companies from its 
offices in London. We have supported the remuneration 
committees at some of Europe’s largest companies. 

FIT’s highly experienced consultants advise on all aspects  
of executive remuneration. Whether the subject is 
remuneration policy, incentive plan design, pay 
benchmarking, shareholder engagement, technical 
implementation, M&A, IPO support or Board governance, 
we have the resources, expertise and judgment to assist  
our clients so that they can make difficult but informed 
decisions on executive pay.

Some of the largest globally listed companies come to us for 
robust guidance across all areas of executive remuneration.

Through our association with Frederic W. Cook and Co., Inc. 
(the largest executive remuneration consultancy in the US), 
we are able to offer our clients a global perspective and 
advise clients in all major locations globally.
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Introduction
Welcome to FIT’s 2017 Eurotop 100 
Directors’ Remuneration Survey.

This report examines the elements which make up total 
remuneration for Executive Directors in the Eurotop 100 
and provides a contrast between practice in the various 
jurisdictions from which the constituents are drawn.

Advising companies from across Europe enables us to offer 
an insight into possible developments as other European 
countries consider and develop their own regulatory and 
governance frameworks. The operation of “say on pay” in 
the UK over the last decade, albeit initially on an advisory 
basis only, provides a good insight as to how practice may 
continue to evolve across continental Europe in the coming 
years. In conjunction with our affiliated firm in the US, 
Frederic W. Cook, we are able to provide our clients with  
a truly global perspective on such developments. 

One initial observation is that international companies 
should be wary of the impact of increased disclosure driving 
a trend of following median type data which, unfortunately, 
can weaken the alignment between pay and performance. 
For example, although the UK has arguably the fullest 
disclosure requirements on executive pay in the world, the 
UK also tends to have a narrower spread of practice than in 
many other countries. Large European companies need to 
balance the provision of competitive pay (which is optimally 
linked to its over-arching business strategy) with the 
increasing scrutiny from outside stakeholders. Accordingly, 
we consider it ever more critical that such companies seek 
the best independent advice to support them with these 
difficult (and highly subjective) issues.

Geographic breakdown of the Eurotop 100

The Eurotop 100 is made up of the largest 100 blue-chip 
companies in Europe by market capitalisation. Over 70% 
of the Index is made up of companies from the United 

Kingdom, France, Germany and Switzerland, with the 
remainder coming from Spain, Sweden, the Netherlands, 
Denmark, Norway and Belgium.

Constituents of the Eurotop 100
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In order to maintain a meaningful set, companies from 
Denmark, Norway and Sweden have been grouped (Nordic) 
and companies from the Netherlands and Belgium have 
been grouped together (Benelux). Pay practices are broadly 
similar within these regions.

We note that three companies did not publish disclosures 
for their Executive Directors’ remuneration on an individual 

basis in their most recently published accounts and 
have, therefore, been excluded from the analysis where 
appropriate.

The sector which is most represented in the Eurotop 100 is 
Banks, with sixteen banks in the Eurotop 100. The next most 
represented sector is Personal & Household Goods, with 
eleven companies in the Index.

When comparing remuneration levels between countries, 
the data has been compared to a logarithmic “line of best 
fit”, in order to limit the impact of differing median market 
capitalisations. This methodology prevents the analysis 
being offset by one country having larger companies 
than the others and, therefore, gives a more comparable 
and balanced view on remuneration differences between 
countries.

It should be noted that such a regression analysis only 
provides a broad assessment of the relative size of 
companies and, when assisting individual clients, we  
would look to apply more sophisticated techniques.

Sector breakdown of the Eurotop 100

Analysing pay across Europe
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International pay surveys are inevitably impacted by foreign 
exchange volatility. In order to smooth the impact of short-
term volatility, our preferred methodology is usually to use 
a twelve-month average exchange rate when analysing 
remuneration levels.

On 23 June 2016, the UK electorate went to the polls and 
voted for the UK to leave the EU and to begin the process 
which has become known as “Brexit”. One of the immediate 
consequences of the result was a significant shift in the 
value of Sterling against other major currencies.

In order to take full account of the macro-economic 
environment after June 2016, this report uses the six-
month average exchange rate to 31 December 2016 when 
comparing remuneration levels. Comparing this with the six-
month average exchange rate to 30 June 2016, we see that 
the Euro strengthened by around 10% against the Pound 
(and by c.6% compared with our last survey); consequently, 
remuneration which is denominated in Sterling will appear 
less competitive against that denominated in Euros than 
would previously have been  
the case.

Exchange rates

Six-month average exchange rates

€1 = GBP CHF DKK SEK NOK USD

To 31 December 2016 0.8586 1.0842 7.4409 9.6330 9.1677 1.0966

To 30 June 2016 0.7788 1.0963 7.4508 9.3010 9.4215 1.1161

+10.2% -1.1% -0.1% +3.6% -2.7% -1.7%

These vary considerably from country to country, both in 
terms of the specific arrangements and in terms of value, 
with defined benefit pension arrangements in the UK 
now largely eliminated while still the norm in, say, France. 
The position is further complicated as the costs of such 
provision may not directly be borne by the employer, with 

some countries providing largely uncapped arrangements 
through social security provision. Such arrangements have 
been excluded from our analysis, given the differing levels 
of disclosure, and this should be borne in mind when 
considering the analysis.

Retirement benefits
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Reporting on Pay across Europe
This section provides an overview on pay legislation across Europe. Each country has its 
own rules on corporate governance, pay and disclosure and, for those countries which 
are members of the European Union, there are EU-level regulations (which directly apply 
to all member states) and directives (which must be implemented by each member state 
individually) which also apply.

 Binding or advisory shareholder vote on 
remuneration policy?

Shareholder vote on remuneration report?

Belgium Advisory vote for listed companies. 

However, shareholder approval required for equity-linked 
compensation with a vesting period less than 3 years. 

Advisory vote for listed companies. 

Denmark Binding vote required on a new or amended 
‘compensation guidelines’. 

Companies are also encouraged to disclose 
‘compensation policy’ in the annual report and seek 
shareholder approval (on a non-binding basis). 

France Binding annual vote on policy applies from 2017. Binding annual vote on pay for the preceding year applies 
from 2018. Companies will require shareholder approval 
before disbursing variable and extraordinary pay (but not 
fixed pay). 

Germany No legal obligation for a shareholder vote. 

Voluntary ‘say-on-pay’ system operated for management 
boards of some larger companies. Shareholders may also 
request a vote.

No shareholder vote on remuneration report. 

Companies subject to a non-binding, ‘comply or explain’ 
code which requires disclosure of a maximum amount for 
each element of remuneration.

Ireland It is common for companies to put their policy and/or 
report to an advisory vote, although there is no legal 
obligation.

It is common for companies to put their policy and/or 
report to an advisory vote, although there is no legal 
obligation.

Italy Advisory vote for listed companies. 

Binding vote for banks and insurers relating to pay of 
material risk-taking staff.

No specific vote on remuneration report.

Luxembourg No legal obligation for a shareholder vote although, 
in practice, many companies submit proposals for 
shareholder approval.

No specific vote on remuneration report.

Netherlands Binding vote required on a new or amended policy. No specific vote on remuneration report. 

Norway Advisory vote on the Board’s guidelines for determining 
executive remuneration. However, the vote on guidelines 
for equity-linked compensation is binding.

Companies are also encouraged to disclose 
‘compensation policy’ in the annual report and seek 
shareholder approval (on a non-binding basis).

Spain Binding vote required at least every three years for listed 
companies. If the annual remuneration report vote fails, 
the policy must be put forward for approval at the next 
AGM. 

Advisory vote required annually for listed companies. 

Sweden Binding vote required annually on ‘compensation 
guidelines’. 

No specific vote on remuneration report. 

Switzerland Binding vote required annually on remuneration, either prospectively or retrospectively. Approval is given on an 
aggregated basis in respect of remuneration of the Board, executive management and the advisory board. 

United Kingdom Binding vote required at least every three years for listed 
companies.

Advisory vote required annually for listed companies.
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While the table shows that there are still significant 
differences, the EU has introduced a Shareholder Rights 
Directive which, as explained in the next section, will  
require at least a common minimum standard across the  
EU member states.

Since our last survey, we have been increasingly engaged  
to consider broader pay issues, including helping companies 
consider gender pay reporting. A summary of the different 
regulations across Europe in this area follows: 

 Quota regime or targets for women  
on boards?

Gender pay gap reporting?

Belgium Binding quota of 33% applies. Publicly traded 
companies must comply from 2017-18 or face sanctions 
(including potential freezing of director benefits). 

Yes, equal pay reports are published in annual reports 
of companies (>50 employees). Analysis and gender 
pay action plans required every 2 years. 

Denmark Comply or explain target of 40%. No, but companies (>35 employees) required to 
conduct gender audit and disclose annual statistics  
to employee representatives.

France Binding quota of 40% applies for the Board of directors 
or supervisory board. Listed companies which do not 
meet the quota will not be allowed to make any board-
level changes that do not contribute to fulfilling the 
mandate.

No, but annual salary analysis is required (>50 
employees). Details are disclosed to works council,  
but are not published generally.

Germany Binding quota of 30% applies, for non-executive 
supervisory boards of listed companies. Companies that 
fail to comply must appoint women to vacant board 
seats or leave them empty.

Yes, reporting and disclosure requirements introduced 
in 2017.

Ireland No (but listed Irish companies are required to comply 
with the UK Corporate Governance Code, so UK 
developments may also be relevant).

No (employees have individual rights to request pay 
data in order to be able to make an equal pay data 
claim).

Italy Binding quota of 33%. Yes, larger companies (>100 employees) have a two-
year reporting duty regarding high-level pay levels (by 
gender). Not publicly available, but disclosed to trade 
unions. 

Luxembourg Non-binding target of 40% representation has been set 
by the government. 

No, but larger companies are required to review pay 
practices and uncover possible gender wage gaps. 

Netherlands Comply or explain target of 30% (no sanctions apply  
if target missed). Mandatory targets have been mooted 
if rates do not improve. 

Not yet, but legislation proposed requiring larger 
companies to report average pay levels in annual 
reports. 

Norway Binding quota of 40%. No but employees have individual information rights  
to comparator pay data. 

Spain Comply or explain target of 30% set for listed 
companies, to be achieved by 2020.

No.

Sweden Non-binding target of 40% is included in the Swedish 
Corporate Governance Code. 

No, but annual pay audits required, although details 
are not published. 

Switzerland Non-binding target of at least 1 director of each gender 
on boards. Draft legislation has been proposed for 
comply-or-explain quotas of 30% for Boards and 20% 
for executive committees. 

No (although legislation has recently been proposed 
requiring companies to carry out a gender wage audit 
every four years).

United Kingdom Hampton-Alexander review set a target (but not 
mandated requirement) of 33% representation on 
boards.

Yes, for larger companies (>250 employees) by April 
2018. 
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Shareholder Engagement

SRD is a wide ranging directive, aimed at strengthening 
shareholders’ engagement in larger European companies. 
One of the central aims of SRD is to “provide increased 
corporate transparency and increased accountability of 

directors, as well as better shareholder oversight over 
directors’ remuneration”.

With those aims, SRD includes several new requirements 
relating to directors’ remuneration and policy.

While some member states have already implemented 
a regime which meets and, in some cases, exceeds the 
requirements of SRD (for example, the UK and France), some 
member states will need to implement significant changes.

On 10 June 2017, EU Directive 2017/828 came into force, amending the 2007 
‘Shareholder Rights Directive’ (“SRD”). EU member states now have until June 2019  
to introduce national legislation and/or regulations in order to implement the amended 
requirements of SRD. These will apply to all companies with a registered office in a 
member state and listed on a regulated market operating within a member state.  
It will, therefore, affect most constituents of the Eurotop 100, albeit the precise 
requirements may vary from country to country.

Remuneration policy:

Remuneration report:

• Companies will be required to publish detailed 
information on their remuneration policy.

• Shareholders will have a right to a vote on a company’s 
remuneration policy if either a material change is 
proposed or, in any event, at least every four years.

• Individual member states may decide whether the 
shareholder vote on the remuneration policy is to be 
advisory or binding (some member states have already 
implemented a binding policy vote, for example the UK 
and France).

• Companies will only be able to pay remuneration to their 
directors in accordance with a remuneration policy which 
has been approved by a vote of shareholders.

• The required contents of a remuneration policy are 
detailed and include an explanation of: how it contributes 
to company strategy, the different components of fixed 
and variable remuneration, the financial and non-financial 
performance criteria applying to variable remuneration 
and any payments linked to termination.

• Companies will also be required to draw up a clear and 
understandable report on remuneration awarded or 
due over the last financial year to individual directors 
(including former directors).

• The remuneration report will be subject to an advisory 
vote at the annual general meeting.

• The report needs to contain detailed information 
regarding each individual director’s remuneration, 
including, among other things, a breakdown of 

remuneration split out by component, the relative 
proportion of fixed and variable remuneration together 
with a comparison of director and average employee pay.

• The report must be made publicly available online for a 
period of at least 10 years.

• The European Commission will provide guidelines 
(expected in the next year) regarding the standardised 
presentation of information to be included in the 
remuneration report.
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ISS’ voting recommendations

2017 AGM season

Once implemented, SRD should enable investors to more 
readily make cross-country pay comparisons. However, 
if experience in the UK is anything to go by, it will also 
increase the level of debate and investor input required  
into remuneration reporting and decision making.

One of the most influential advisory voting services, 
Institutional Shareholder Services (“ISS”) analyses  
companies across Europe and makes voting 
recommendations to its members (either a For, Against  
or Abstain recommendation). Over the last few years,  
ISS has indicated that it has been issuing fewer Abstain 
recommendations than has previously been the case.

The following chart shows the voting guidance distributed 
by ISS in the last two years on remuneration resolutions, 
where a vote on pay has been held. For the 2017 AGM 
season, we have broken this down by company, excluding 
Benelux (as only two companies held a vote on pay – one 
received a For recommendation and one received an Against 
recommendation). Where a company has more than one 
remuneration resolution, ISS’ most severe rating has been 
included in this analysis.

Those Eurotop 100 companies which are not registered 
in an EU member state (for example, those in Norway 
or Switzerland) may not be subject to the same levels of 

governance and reporting required by SRD. Nevertheless, 
SRD may well set the tone for the expectations of investors 
in larger European companies.

It is interesting to see the high proportion of 
recommendations to vote against the remuneration 
resolutions in France and Switzerland, the latter being more 
influenced by US pay practices than the rest of Europe. 
Across the Eurotop 100, 82% of companies received 
recommendations to vote for all remuneration resolutions, 
unchanged from the year before.

Perhaps unsurprisingly, we saw this pattern echoed in actual 
voting outcomes in the year, with fewer companies in France 
and Switzerland receiving at least 90% of votes in favour of 
all remuneration resolutions than in Germany and the UK. 
The chart below shows the percentage of companies in the 
four largest Eurotop 100 jurisdictions and in the Eurotop 
100 as a whole which received at least 90% of votes in 
favour of all resolutions on pay.

Eurotop 100 2016

Eurotop 100 2017

Italy

Nordics

Germany

United Kingdom

Spain

France

Switzerland

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Sample: 6

Sample: 10

Sample: 83

Sample: 83

Sample: 25

Sample: 6

Sample: 6

Sample: 17

Sample: 11

For

Abstain

Against



13FTSE Eurotop 100 Directors’ Remuneration

Percentage of companies receiving over 90% of votes in favour of  
all remuneration resolutions

Support for remuneration resolutions in the 2016 and 2017 AGM seasons

Overall in the Eurotop 100, the percentage of companies 
receiving at least 90% of votes in favour of all remuneration 
resolutions has fallen slightly compared with 2016. The 
chart below shows the support for remuneration resolutions 

where the votes are disclosed. Where there is more than 
one vote on pay, the vote with the lowest support has been 
shown. Abstentions are not included in this analysis.
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Base Salary

Data points which are shown above the line of best fit 
represent companies which pay above this hypothetical 
“average” level and those which are shown below the 
line of best fit represent companies which pay below this 

“average”. The chart below shows the average percentage 
difference between actual salary paid at each company and 
the “average” salary implied by each company’s market 
capitalisation.

Setting base salary at an appropriate level is very important, 
with much scrutiny received from institutional investors and 
proxy guidance services over any increases. It is important 
always to consider base salary in the context of the 
remuneration package as a whole, as an increase to base 

salary can often flow through into pension, annual bonus 
opportunity and the value of long-term incentive awards.

The chart below shows the base salary paid to the CEO 
against the market capitalisation of each company,  
along with the logarithmic line of best fit.

Base salary is a particularly important element of executive remuneration as it forms  
the basis for most other aspects of an Executive Director’s remuneration package (as 
other elements of the remuneration package are often expressed as a percentage  
of base salary).

CEO base salary against market capitalisation
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CEO base salary difference to the logarithmic line of best fit

CEO base salary difference to the logarithmic line of best fit

This shows that, on the whole, the United Kingdom, France 
and the Nordic and Benelux countries are paying below the 
“market rate”. Germany and Italy are paying salaries which 
are around this “market level” at median and Switzerland 
and Spain are paying salaries which are above the market.

The table below shows a quartile analysis of the percentage 
differences between the actual salary paid at each company 

and the “average” salary implied by the company’s market 
capitalisation. For this table (and other similar tables later 
in the report), we have included a full quartile analysis 
only where there are at least five data points and we have 
included the median only where there are between two  
and four data points.

The table overleaf shows a quartile analysis of the actual 
salary paid at each company. It has been split into the top 
half and bottom half of the Eurotop 100 Index and by 

country. The median market capitalisation of each group 
is shown for reference. This data has not been adjusted to 
reflect the differing market capitalisations.

 CEO CFO OE

 LQ M UQ LQ M UQ LQ M UQ

United Kingdom -19% -13% -7% -11% -4% 3% -22% -10% -9%

France -32% -29% -12% - - - -29% -20% -9%

Germany -16% -2% 22% -18% -17% 7% -24% -20% 1%

Switzerland 8% 25% 74% - 58% - -19% 44% 48%

Nordic -13% -2% 4% - -39% - - -38% -

Spain 31% 43% 56% - - - - 21% -

Italy -11% -1% 53% - - - - - -

Benelux -19% -18% -12% - -24% - - -19% -

-100%

-50%

0%

50%

100%

150%

200%

United 
Kingdom

France BeneluxGermany Switzerland Spain ItalyNordics



This shows that the highest base salaries being paid are by 
companies in Switzerland and Spain, with median base salary 
levels above the median for the top half of the Eurotop 100. 
The lowest median salaries for CEOs are paid by companies 
in France, even though the median market capitalisation of 
the French companies is broadly in line with the median for 
the Eurotop 100 as a whole.

 

Internal, as well as external, factors play a key role in the 
setting of remuneration levels, with internal relativities  
being an important input into a remuneration review.  
The following table analyses the relationship between  
the salary of the CEO and the other reported executives.  
The table displays a quartile analysis of the relationship 
between the CFO’s and average of the other reported 
executives’ base salaries and that of the CEO on a  
company-by-company basis.

Median market 
capitalisation, €’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 € 1,167 € 1,385 € 1,592 € 750 € 844 € 945 € 716 € 798 € 948

Eurotop 100
top half

€ 70,874 € 1,292 € 1,450 € 1,631 € 764 € 860 € 961 € 751 € 815 € 1,019

Eurotop 100
bottom half

€ 28,396 € 1,093 € 1,268 € 1,497 € 662 € 772 € 910 € 675 € 728 € 935

United Kingdom € 51,739 € 1,168 € 1,339 € 1,456 € 804 € 873 € 917 € 730 € 837 € 885

France € 39,111 € 950 € 1,076 € 1,325 - - - € 656 € 729 € 850

Germany € 61,490 € 1,260 € 1,450 € 1,963 € 745 € 750 € 985 € 714 € 777 € 866

Switzerland € 50,768 € 1,723 € 2,306 € 2,536 - € 1,476 - € 761 € 1,384 € 1,647

Nordic € 34,947 € 1,292 € 1,391 € 1,497 - € 540 - - € 617 -

Spain € 41,225 € 1,773 € 1,966 € 2,375 - - - - € 959 -

Italy € 37,739 € 1,300 € 1,350 € 2,000 - - - - - -

Benelux € 46,438 € 1,200 € 1,205 € 1,480 - € 691 - - € 767 -

CEO base salaries (€’000)
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 CFO OE

United Kingdom 65% 65%

France - 63%

Germany 59% 56%

Switzerland 44% 50%

Nordic 51% 50%

Spain - 61%

Italy - -

Benelux 64% 72%

Base salary expressed as a % of CEO base salary



17FTSE Eurotop 100 Directors’ Remuneration

Maximum annual bonus opportunity 2016/17 (% of base salary)

The table below shows the maximum annual bonus 
opportunity for Executive Directors as a percentage of their 
base salaries.

This shows that the United Kingdom, Germany and 
Switzerland have the highest median annual bonus 
opportunities, in the range of 195% to 215% of salary for 
CEOs. The remaining Eurotop 100 countries have median 
annual bonus opportunities of between 120% and 160%  

of salary for CEOs, with the exception of the Nordic 
countries. Both the median and upper quartile maximum 
bonus opportunity for CEOs in the Nordic countries is  
100% of salary.

Annual Bonus
Annual bonus plans are common among companies in the Eurotop 100 from all 
jurisdictions. Most bonuses are subject to an annual individual limit, expressed as  
a percentage of salary. A significant number of Eurotop 100 companies now defer  
a portion of any annual bonuses into shares, so it is important to look at both the  
cash and deferred elements when examining annual award levels.

Median market 
capitalisation, €’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 120% 187% 225% 125% 200% 210% 100% 150% 221%

Eurotop 100
top half

€ 70,874 132% 200% 245% 100% 190% 213% 112% 175% 291%

Eurotop 100
bottom half

€ 28,396 100% 138% 183% 121% 187% 200% 100% 133% 200%

United Kingdom € 51,739 187% 200% 240% 163% 200% 212% 181% 200% 211%

France € 39,111 100% 143% 180% - - - 108% 120% 159%

Germany € 61,490 140% 213% 307% 119% 200% 223% 144% 229% 294%

Switzerland € 50,768 75% 195% 263% - - - - 425% -

Nordic € 34,947 80% 100% 100% - 75% - - 88% -

Spain € 41,225 110% 120% 147% - - - - 100% -

Italy € 37,739 - 120% - - - - - - -

Benelux € 46,438 90% 160% 280% - 105% - - 90% -
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Annual bonus paid 2016 (% of base salary)

The table below shows the most recently disclosed annual 
bonus paid to senior executives as a percentage of their 
base salaries.

Median market 
capitalisation, €’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 25% 99% 142% 18% 86% 132% 71% 102% 154%

Eurotop 100
top half

€ 70,874 26% 112% 159% 23% 94% 139% 75% 105% 158%

Eurotop 100
bottom half

€ 28,396 27% 85% 123% 7% 81% 113% 52% 85% 114%

United Kingdom € 51,739 69% 117% 163% 41% 97% 133% 122% 144% 172%

France € 39,111 43% 97% 119% - - - 71% 84% 106%

Germany € 61,490 48% 121% 170% 12% 90% 229% 75% 154% 233%

Switzerland € 50,768 139% 142% 157% - - - - 104% -

Nordic € 34,947 12% 25% 52% - 19% - - 32% -

Spain € 41,225 15% 37% 96% - - - - 26% -

Italy € 37,739 - 125% - - - - - - -

Benelux € 46,438 - 19% - - 49% - - 80% -
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Annual bonus paid 2016 (% of maximum)

Deferral

The table below shows the most recently disclosed 
annual bonus paid to senior executives as a percentage of 
maximum opportunity.

This analysis shows that, with the exception of the Nordic 
countries and Spain, annual bonuses paid as a percentage  
of maximum does not vary greatly between jurisdictions, 
with the median bonus outturn between 50% and 75% 

of maximum. For the Nordic countries and Spain, however, 
this has been considerably lower at 30% and 37% of 
maximum respectively.

Of the companies in the Eurotop 100 which operate an 
annual bonus, over half (56%) now defer some portion of 
the bonus paid. At median, 33% of the annual bonus is 
deferred, most commonly for 3 years. Including only those 

companies which operate annual bonus deferral, the median 
level is 50% of annual bonus. Deferral is most common 
among companies from the United Kingdom, Germany  
and Switzerland.

Median market 
capitalisation, €’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 23% 59% 84% 17% 58% 77% 50% 69% 86%

Eurotop 100
top half

€ 70,874 30% 61% 87% 30% 60% 88% 53% 77% 89%

Eurotop 100
bottom half

€ 28,396 23% 56% 80% 7% 49% 67% 49% 66% 77%

United Kingdom € 51,739 33% 61% 77% 17% 58% 73% 73% 82% 84%

France € 39,111 30% 67% 87% - - - 48% 61% 84%

Germany € 61,490 44% 51% 79% 12% 65% 84% 51% 64% 79%

Switzerland € 50,768 70% 73% 87% - - - - - -

Nordic € 34,947 8% 30% 52% - 25% - - 46% -

Spain € 41,225 15% 37% 80% - - - - 26% -

Italy € 37,739 - 65% - - - - - - -

Benelux € 46,438 - 70% - - 79% - - 89% -
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Measuring in-year performance

The vast majority of companies in the Eurotop 100 (90%) 
disclose at least some annual bonus measures, usually on a 
retrospective bonus. Precise disclosure of the measures used 
is less common among the Nordic companies than among 
companies from the other Eurotop 100 jurisdictions.

The chart below shows the performance measures used in 
annual bonus plans. This shows that the most common 

financial measures used are, unsurprisingly, profit, cash 
flow and revenue. Non-financial measures, such as personal 
performance, health & safety and customer satisfaction, 
are common, with 76% of companies which disclose 
performance measures using at least one non-financial 
measure. Where non-financial measures are used, these 
typically represent around 20%-30% of the bonus 
opportunity.
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We categorise the LTI structures as follows:

Long-Term Incentives
In addition to annual bonus plans, the 
majority of companies in the Eurotop 100 
provide long-term incentives (“LTIs”). These 
can take a number of forms, but the most 
common among the largest European 
companies are Performance Share Plans.

• Performance Share Plans (“PSPs”) – performance 
shares, in the form of free shares or nil- or nominal-
cost options, vest at the end of a set time period 
(the “performance period”) to the extent to which 
performance measures are satisfied and subject to 
continued employment. Participants receive the whole 
value of any vested shares.

• Share Option Plans (“SOPs”) – share options, granted 
with an exercise price based on the market price at grant, 
vest at the end of the performance period to the extent 
to which performance measures are satisfied and subject 
to continued employment. Share options typically remain 
exercisable for a set period of time (the “exercise period”). 
Participants receive only the increase in value of any 
vested shares above the exercise price.

• Matching Share Plans (“MSPs”) – an amount 
is invested in shares (“investment shares”) by the 
participant, either out of the participant’s own funds 
or through the deferral of a portion of his or her 
annual bonus, and matching shares are granted at a 
set ratio (for example, 2 matching shares for every 1 
investment share). Matching shares vest at the end of the 
performance period to the extent to which performance 
measures are satisfied and subject both to continued 
employment and the continued holding of the investment 
shares. Investment shares are not ordinarily forfeitable. 
Participants receive the whole value of any vested shares.

• Restricted Share Plans (“RSPs”) – restricted shares,  
in the form of free shares or nil- or nominal-cost options, 
vest at the end of a set time period (the “vesting period”) 
subject only to continued employment. Participants 
receive the whole value of any vested shares.

• Other LTI structures – other structures include Value 
Creation Plans, which are typically one-off, end-to-end 
plans under which the participant receives a share of the 
upside in any value generated for shareholders, Pre-
Grant Share Plans, which are similar to PSPs except that 
performance is based on backward-looking (as opposed 
to forward-looking) targets, or Cash Plans, in which an 
award over a set amount of cash is made which pays out 
at the end of the performance period, to the extent to 
which performance measures are satisfied and subject  
to continued employment.
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Long-Term Incentives available to Executive Directors
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The chart shows that PSPs are by far the most common 
types of long-term incentive. While we do see some 
examples of Share Option Plans and Restricted Share 
Plans, these are considerably less common than among 
US companies. A number of Eurotop 100 companies use 
Matching Share Plans, usually in conjunction with a PSP, 
although this accounts for only a small proportion of the 
Eurotop 100.

UK companies, in particular, have a greater emphasis on 
PSPs, although the last year or so has seen calls from some 
institutional investors (and quasi-Government bodies) to 
be given more freedom to operate more bespoke pay 
arrangements and to implement pay structures which  
are more appropriate for each company’s business plan  
and circumstances.

As a limited number of companies (just over 15%) operate 
more than one LTI in the Eurotop 100, to determine overall 
award levels, it is important to consider the aggregate value 
of awards to be granted in a given year under all plans.

The tables below present a quartile analysis of the face value 
of awards under PSPs to Executive Directors. Other types of 
plan, including share options, matching shares and restricted 
shares, have been included on a “PSP-equivalent” basis, 
being the PSP face value which would result in an equivalent 
“fair value”.

The chart below shows a breakdown of the LTI structures 
used by the constituents of the Eurotop 100 in each country.
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Face value of PSP awards 2016/17 (% of base salary)

Median market 
capitalisation, €’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 143% 250% 350% 205% 271% 400% 118% 197% 310%

Eurotop 100
top half

€ 70,874 147% 280% 484% 175% 275% 426% 125% 197% 319%

Eurotop 100
bottom half

€ 28,396 85% 173% 285% 219% 250% 301% 100% 160% 300%

United Kingdom € 51,739 300% 350% 500% 260% 300% 400% 294% 300% 322%

France € 39,111 131% 173% 255% - - - 92% 120% 138%

Germany € 61,490 152% 208% 327% 161% 250% 288% 160% 229% 295%

Switzerland € 50,768 169% 300% 397% - 534% - - 439% -

Nordic € 34,947 30% 45% 100% - 45% - - 45% -

Spain € 41,225 87% 140% 142% - - - - 61% -

Italy € 37,739 144% 200% 250% - - - - - -

Benelux € 46,438 - 142% - - 121% - - 100% -

Some companies express awards by reference to a target 
level, with the capacity to receive more than 100% of the 
face value for out-performance (i.e. capacity to receive 
200% of target), while others express awards assuming 
100% as the maximum. Our analysis refers to the maximum 
potential level of vesting however this is described. 

This shows that the largest awards as a percentage of salary 
are made to CEOs in the United Kingdom (350% of salary at 
median), followed by Switzerland (300%), Germany (208%) 
and Italy (200%). The lowest awards as a percentage of 
salary are among the Nordic countries (45% of salary at 
median for CEOs), significantly lower than for companies in 
other jurisdictions in the Eurotop 100.

LTI vesting schedules

Performance periods of three years are most common 
among Eurotop 100 companies, with 80% of plans being 
measured over three years. A little over 50% of companies 
in the Eurotop 100 (particularly those in the UK) now 
operate an additional holding or retention period following 
the end of the performance period.

53% of plans now allow for the full release of shares no 
sooner than five years from grant in normal circumstances.
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Performance measures in long-term incentive plans

Measuring long-term performance

A little over 90% of companies operating a PSP now 
disclose the performance measures on either a prospective 
or retrospective basis.

The chart below shows the performance measures used 
in long-term incentive plans. This shows that the most 
common financial measures used are TSR and/or share price, 
cash flow and return measures (such as ROCE or ROE). EPS, 
while very common among large UK-listed companies, is 
used by only 20% of companies on the Eurotop 100.

It should also be noted that such measures are not 
necessarily operated consistently across all countries.  
By way of an example, UK companies typically measure 
EPS based on the issued share capital at the end of the 
performance period, whereas some other countries would 
typically add back any shares “bought back” over the 
performance period.

TSR or 
share price

Non
financial

Cash flow Return on a 
measure

Other 
financial

EPS Profit Revenue EBIT
0%

10%

20%

30%

40%

50%

60%

70%

80%



FTSE Eurotop 100 Directors’ Remuneration 25



26 FTSE Eurotop 100 Directors’ Remuneration

Total Remuneration

Examining the value of all of the elements of pay in 
aggregate allows all stakeholders to value a remuneration 
package. When calculating total remuneration, it is 
important to remember that the theoretical values attributed 
to a package and the actual levels of remuneration received 
by an Executive Director are unlikely to be the same. While 
the actual level of total remuneration is dependent on 
performance outcomes for the annual bonus and long-term 
incentives and (in the case of LTIs) share price movements, 
the theoretical values of total remuneration depend only on 
assumed levels of performance outcomes.

As a reminder, it should be noted that our analysis ignores 
the value of pension provision although this can be 
significant (especially when defined benefit arrangements 

are available) and which likely understates the value of 
packages, particularly in France. This was due to both 
relatively poor levels of disclosure and the complexity of 
deciding whether to only include employer sponsored 
benefits or generous state plans financed through high 
social security charges. However, companies should be 
aware of the impact of such arrangements, as bespoke 
analysis for our clients has demonstrated that it can have a 
material impact on data.

In large part, our analysis demonstrates the wide dispersal 
of variable pay and, in particular, the relatively high value of 
such elements in the UK, Germany and Switzerland.

The graph below reveals the total target remuneration for 
the CEO against the market capitalisation of each company.

When determining the suitability of a remuneration package or, indeed, any element of 
a package, it is imperative that the potential levels of total remuneration are considered. 
A modest increase in base salary can result in significant increases in total remuneration 
if the pension contribution, annual bonus opportunity and the face value of long-term 
incentive awards are determined as a percentage of base salary.
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CEO total target remuneration difference to the logarithmic line of best fit

Data points which are shown above the line of best fit 
represent companies which pay above this hypothetical 
“average” level and those which are shown below the 
line of best fit represent companies which pay below this 

“average”. The chart below shows the average percentage 
difference between total target remuneration at each 
company and the “average” total implied by company’s 
market capitalisation.

This shows that, while paying base salaries below the 
“market level”, total target remuneration is around this level 
at median for companies in the UK, driven by higher variable 
remuneration levels than among much of the Eurotop 100. 
Germany and Switzerland both have median target total pay 
levels above the “market level”, again reflecting relatively 
high variable pay levels (and, in Switzerland’s case, above-
market based salaries). Both France and the Nordic countries 

pay below the “market level”, reflecting low base salaries 
and, particularly for the Nordic countries, low levels of 
variable pay.

The table below shows a quartile analysis of the percentage 
differences between the total target remuneration paid 
at each company and the “average” total implied by the 
company’s market capitalisation. 
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CEO base salary difference to the logarithmic line of best fit

 CEO CFO OE

 LQ M UQ LQ M UQ LQ M UQ

United Kingdom -8% 3% 28% -3% 7% 16% 2% 17% 28%

France -44% -32% -25% - - - -47% -28% -15%

Germany -38% 12% 35% -29% -20% -13% -26% -9% 16%

Switzerland 12% 30% 82% - 68% - -16% -5% 75%

Nordic -56% -44% -17% - -68% - - -55% -

Spain -8% -6% 48% - - - - 6% -

Italy -13% -4% 29% - - - - - -

Benelux -49% -21% -18% - -43% - - -28% -
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The table below shows a quartile analysis of the total target 
remuneration at each company. It has been split into the top 
half and bottom half of the Eurotop 100 and by country. 

The median market capitalisation of each group is shown 
for reference. This data has not been adjusted to reflect the 
differing market capitalisations

The highest median total target remuneration is seen 
among companies in Switzerland. This is not surprising, as 
large Swiss companies have often looked to the US for pay 
comparisons as much (if not more) than they have looked 
to the rest of Europe. The median total target remuneration 
among the Swiss companies is c.€7.9m, compared with 
c.€5.5m among UK companies (the next highest).

The lowest levels are total pay are seen among French 
companies (c.€2.9m at median), Benelux companies 
(c.€2.7m) and, lowest of all, the Nordic companies (c.€2.4m).

Internal, as well as external, factors play a key role in the 
setting of remuneration levels, with internal relativities 
being an important input into a remuneration review. The 
following table analyses the relationship between the total 
target remuneration of the CEO and the other reported 
executives. The table displays a quartile analysis of the 
relationship between the CFO’s / average of the other 
reported executives’ total target remuneration and that of 
the CEO on a company-by-company basis.

Median market 
capitalisation, 

€’m

CEO CFO OE

LQ M UQ LQ M UQ LQ M UQ

Eurotop 100 € 42,667 € 2,836 € 4,087 € 5,690 € 2,168 € 2,838 € 3,592 € 1,751 € 2,231 € 3,173

Eurotop 100
top half € 70,874 € 3,485 € 5,316 € 6,364 € 2,282 € 2,943 € 3,700 € 2,140 € 2,558 € 3,664

Eurotop 100
bottom half € 28,396 € 2,658 € 3,264 € 4,217 € 1,980 € 2,303 € 2,934 € 1,551 € 1,825 € 2,352

United
Kingdom € 51,739 € 4,362 € 5,493 € 5,770 € 2,840 € 2,979 € 3,635 € 2,346 € 3,056 € 3,423

France € 39,111 € 2,467 € 2,888 € 3,481 - - - € 1,325 € 1,655 € 2,182

Germany € 61,490 € 3,039 € 4,190 € 6,308 € 2,131 € 2,242 € 2,782 € 2,137 € 2,315 € 3,130

Switzerland € 50,768 € 5,193 € 7,910 € 8,974 - € 5,800 - € 2,218 € 3,552 € 6,410

Nordic € 34,947 € 1,788 € 2,372 € 3,171 - € 801 - - € 1,195 -

Spain € 41,225 € 3,187 € 4,087 € 5,487 - - - - € 1,783 -

Italy € 37,739 € 3,853 € 4,091 € 4,231 - - - - - -

Benelux € 46,438 € 2,482 € 2,730 € 3,714 - € 1,645 - - € 1,824 -

CEO total target remuneration (€’000)

 CFO OE

United Kingdom 57% 60%

France - 65%

Germany 54% 58%

Switzerland 48% 49%

Nordic 44% 56%

Spain - 61%

Italy - -

Benelux 60% 78%

Total target remuneration expressed as a % of CEO base salary
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Comparison with US Practice

The chart below illustrates the median balance of CEOs’ 
remuneration packages at a target level of performance in 
the Eurotop 100 and the US. This shows that, in Europe, 
there is a roughly even split between fixed pay and variable 

pay. US companies, on the other hand, typically have 
significantly higher LTI awards which result in the total 
remuneration being significantly higher than the  
equivalent European level.

In terms of quantum, the US and European data show that 
levels of fixed pay and annual bonus are fairly comparable. 
Among US companies, however, long-term incentive awards 
are often significantly higher than those seen in Europe, 
resulting in significantly higher levels of total remuneration.

It is worth noting that Switzerland has historically set its 
pay level more by reference to US pay practices than to 
those seen in the rest of Europe. Indeed, we have advised 
a number of large Swiss (and other European and global) 
companies in partnership with our affiliated firm in the  
US, Frederic W. Cook, providing both a European and  
US perspective.

It is interesting to see how levels and the structure of remuneration in the Eurotop 
compare with those of their US counterparts. Historically, executives at companies in  
the US have been paid more than those in Europe when comparing companies of a 
similar size, with a greater emphasis on variable pay (in particular LTIs) than typically  
seen in Europe.
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Methodology

We have obtained data for the following Executive 
Directors:

Chief Executive Officer – this is the CEO or closest 
equivalent;

Chief Financial Officer; and

“Other Executives” – this includes reported senior 
executives, excluding the CEO, and CFO, and is calculated 
on an average per company basis.

New joiners are included within the analysis when the 
company provided sufficient information to calculate on-
going total on-target remuneration.

In analysing the data, we have used the following 
methodology:

Element of 
remuneration

Methodology

Base salary Reported, unadjusted current salary or salary paid in the prior year.

Benefits in kind As disclosed in the latest Report & Accounts. Where banks have introduced role-based  
pay, we have included this within benefits.

Total fixed remuneration The sum of the base salary and benefits in kind (excluding pension benefits).

Target annual bonus Based on the target level, if disclosed. If the target level is not disclosed, we have used  
50% of the maximum. If neither is disclosed, the bonus paid during the last year was 
assumed to be at the target level.

Face value of Performance 
Share Plans

If a company discloses its long-term incentive grant policy, we include this as the face  
value on a “PSP-equivalent” basis based on the fair value of the awards (i.e. the PSP face 
value which would deliver the same fair value of the LTI). Otherwise, awards made in  
the previous year are included on a “PSP-equivalent” face value basis.

Fair value of long-term 
incentives

If the company discloses its long-term incentive grant policy, we include this on a fair  
value basis (i.e. using an option pricing model). Otherwise, awards made in the previous 
year are included on a fair value basis.

Market norm expected values are used (20% of face value for share options, 55% of  
face value for performance shares and matching shares and 100% for restricted shares). 
These values take into account the loss of value from a performance condition.

Total target remuneration The sum of the total fixed remuneration, the target annual bonus and the fair value of LTIs.

Exchange rates All data in this report are expressed in Euros. Where disclosures are in an alternative 
currency, the average exchange rate for the first six months of 2017 has been used.  
See the “Introduction” section for more detail. 

€1 = GBP 0.8586
€1 = CHF 1.0842
€1 = DKK 7.4409
€1 = SEK 9.6330
€1 = NOK 9.1677
€1 = USD 1.0966

The Eurotop 100 has been struck as at 1 January 2017. We have sourced the data used in 
this report from companies’ Annual Report and Accounts and have included all Eurotop 
100 companies with a year-end up to and including 31 December 2016.

This report is intended to be a summary of key issues but is not comprehensive and does not constitute advice. 
No legal responsibility is accepted as a result of reliance on the contents of this report.
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Rory has over 20 years’ relevant experience in the field of executive remuneration. He is a 
qualified lawyer.

Rory advises companies on the design and implementation of all aspects of remuneration.

Darrell Hare
Darrell has 20 years’ relevant experience.

He has considerable experience of advising companies on the remuneration packages of 
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qualified as a Chartered Accountant.
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remuneration.
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Iain has 10 years’ experience of advising in the field of executive remuneration. He originally 
qualified as a Chartered Accountant.
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industrial relations and pay research and later in industry. Prior to joining FIT in 2015, 
Katharine led the EMEA Executive Compensation consulting team at Willis Towers Watson.

She advises boards and management teams across a range of sectors on all aspects of 
executive remuneration and broader reward issues.
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