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Welcome to Korn Ferry’s study of non-executive directors in Europe 2019. Over the past years, 
remuneration of executive and non-executive directors has become a hot topic in public debate. The 
remuneration of boards is increasingly regulated, amongst others through the recently adopted  
SRD II legislation and its implementation across Europe, with the aim of providing shareholders with more 
influence (“say on pay”) and of improving accountability for how the company is being managed. We 
expect that in order to be compliant with the new legislation many companies will review their policies for 
executive and non-executive director pay and probably submit new or adjusted policies in 2020.

In a year of still relative quiet on the executive 
compensation front, we noticed a number of 
interesting developments in the pay level of the 
non-executive directors and the composition of 
boards.

The market median fee levels for members and chair 
stayed flat at €70.000 resp. 250.000. The market 
median level of actual fees paid to non- executive 
directors was €95,000 (from €91.600 last year) 
and €278,900 (from €284,500) for the chair. The 
difference between the policy fee and the actual 
fee can be explained by the committee retainers. 
The retainers for the Audit and the Remuneration 
committee went somewhat up while the retainer for 
the Risk committee went slightly down.

Pay structures have been changing but not in 
a uniform way. Some countries, like Germany, 
continue to see a share of companies use variable 
compensation for non-executive directors, which 
stands in sharp contrast to practices in countries like 
the United Kingdom. Fees delivered in shares are 
popular in countries like Switzerland and Finland, 
but almost unheard of in other countries like Italy 
and the Netherlands. Across the continent it is rare 
to see requirements for non-executive directors to 
build a significant shareholding in the company they 
oversee.

Our study highlights several interesting 
developments in the composition of boards. The 
march towards more diverse boards seems to 
continue - the proportion of female directors 
increases year on year, be it with small steps: this 
year across the sample from 32 percent to 
34 percent. The percentage of committees 

with both men and women members increased 
in 2019 to 81 percent for Audit Committees 
(from 76 percent in 2018) and to 75 percent for 
Remuneration Committees (from 71 percent). In line 
with the increasing membership of female directors 
in these committees we see the pay gap between 
male and female directors decreasing year over year 
to the current 5%.

The diversity of boards can also be expressed by 
the international experience of its members.

This year the average percentage of international 
(nationality) directors was with 40 percent 2 
percent up compared to last year and also the 
average percentage of directors with most of their 
career outside the country where the company is 
headquartered increased to 45 percent (from 42%).

Over the past years, we have seen a clear change 
of scope around both risk and remuneration in the 
board. Many companies are separating risk out 
from Audit Committee and general board work 
to deal with increases in both complexity and 
regulation. With regard to remuneration, the scope 
of Remuneration Committees is changing as the 
committee work takes on more and more aspects 
of managing executive human resources, including 
succession and performance management. In 
some cases, the Remuneration and Nomination 
committee are combined.

We hope that you will find this report useful and 
enlightening and please do not hesitate to get in 
touch with your local Korn Ferry contact or either 
of the consultants listed in the individual country 
sections.

Typical European Board Profile
How the directors are paid

Non-executive chair fee €250,000

Non-executive director fee €70,000

Non-executive chair actual pay €278,900

Non-executive director actual pay €95,000

Comparison chair fee vs. director’s fee 2,49

How the directors are organized

Average number of directors 8

Number of board committees 3

Prevalence of Audit Committee 100%

Prevalence of Remuneration Committee 95%

Prevalence of Nomination Committee 83%

Prevalence of Risk Committee 31%

Number of board meetings 9

Number of Audit Committee meetings 5

Number of Remuneration Committee meetings 5

Number of Nomination Committee meetings 5

Number of Risk Committee meetings 7

Who the directors are

Company-declared independent directors 83%

Board where all non-executive directors are declared independent 36%

Nationality – same country 60%

Nationality – within the EU 24%

Nationality – non-EU 16%

International experience – same country 55%

International experience – within the EU 25%

International experience – non-EU 20%

Male 66%

Female 34%

Gender pay gap 5%

Audit Committees without female members 19%

Remuneration Committees without female members 25%

Median average board age 60

Welcome
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Non-executive directors are appointed by shareholders as their supervisory, non-executive 
representatives on the ultimate board of a company. What makes for a more effective 
constellation of non-executive directors (we will call them ‘directors’ for the purposes of this 
report) is a matter of strong opinion and, as this report will show, practices across Europe have 
a lot of commonality but also some significant differences. We observe clear similarities in the 
recognized benefits of a diverse board and in having dedicated Audit, Risk, Remuneration and 
Nomination Committees. European boards have a median of eight directors and the vast majority 
of companies in our sample have separate Audit and Remuneration Committees, with many also 
having a Nomination Committee, and increasingly also having a committee dedicated to risk. 
Each committee has director members selected from the population of the broader board.

Our approach
This study is designed to provide a comparison of board composition and remuneration for major 
companies across Europe. We looked at the constituent companies of the major indices for  
13 European countries (a full list of these companies is provided at the back of the report). The data 
we collected is from the most recently filed public documentation, primarily annual reports. The data 
covers non-executive directors elected by general meeting, thus excluding all executive management 
and employee representatives.

We have reported on both the policy pay and the actual pay information for each organization. 
Policy pay data represents the typical pay that each director expects to receive for service on the 
main board and committees, including meeting fees (per meeting) if applicable. Actual pay data is 
the amount paid to each individual director as reported in the audited annual reports. This figure will 
be affected by factors such as the specific number of committees an individual sit on, how many 
meetings they attended and, if any form of variable pay is involved the performance of the company.

We have chosen to report most figures as median (rather than average) as this minimizes the impact 
of extreme or unusual results and is more representative of the ‘true’ picture. Throughout the report 
we also refer to the concept of ‘median average’, which refers to how we calculated the actual 
awards – we calculated an incumbent average for each company and then took the median of those 
averages.

All data are provided in Euros and exchange rates were calculated using average daily exchange  
rates for period from 1 July 2018 to 30 June 2019.
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Remuneration

Director remuneration and fee policy varies widely 
across Europe. Board fees are typically fixed fees 
though some boards have variable pay components, 
usually in the form of meeting fees. The median 
basic policy fee paid to directors across Europe is 
€70,000, with fees for Austrian being the lowest 
at €20,000 and for Swiss directors the highest at 
€207,800.

Most companies across Europe pay their fees 
wholly in the form of cash but equity awards are 
made in some cases. In our sample 11 percent of 
the companies pay their directors partly in equity 
and this is particularly prevalent in countries such 
as Finland and Switzerland. German director pay 
differs in the sense that many German companies 
partly pay their directors in the form of variable 
cash, though this is becoming slightly less prevalent 
due to restrictions imposed by the German 
government.

Nearly all companies in the survey have an Audit 
Committee, where the basic median committee fee 
is an additional €18,000 for director members and 
€26,400 for the committee chair. Some 95 percent 
of companies have a committee which handles 
the remuneration of the board, with the median 
additional basic committee fee across Europe is 
€13,200 for members and €20,700 for the chair.

Policy fees
Policy fee figures represent the company stated 
rates of pay to directors for service on the main 
board and committees. In addition to these fees 
may be attendance fees and, in some countries, 
variable pay linked to company performance.

Median policy fees by country

Country 

Median Basic  
Board Fees

Median Additional Committee Retainers

Audit Remuneration Risk Average Other

Non-Exec 
Chair Director Chair Member Chair Member Chair Member Chair Member

Austria €40,000 €20,000 €14,000 €10,000 €14,000 €10,000   -  - €14,000 €8,800

Belgium €120,000 €35,000 €12,500 €6,300 €10,000 €5,000   -  - €15,000 €7,500

Denmark €170,900 €54,400 €45,200 €28,500 €35,200 €21,500   -  - €33,200 €21,000

Finland €102,000 €52,000 €20,000 €12,200 €10,300     -   - -     -     -

France €372,800 €24,750 €20,000 €10,000 €13,300 €5,500    -  - €12,000 €5,500

Germany €240,000 €99,400 €80,000 €40,000 €50,000 €25,000    -  - €37,000 €18,300

Italy €467,500 €65,000 €32,800 €23,500 €20,000 €17,500 €30,000 €20,000 €20,000 €17,500

Nether- 
lands €100,000 €65,000 €20,000 €12,500 €14,200 €8,000   -   - €11,300 €8,000

Norway €68,500 €36,300 €16,700 €10,600 €8,800 €8,200    -    -     -     -

Spain €243,750 €96,900 €45,250 €35,000 €40,000 €26,500 €60,000    - €48,000 €45,000

Sweden €196,800 €58,900 €26,300 €15,300 €12,900 €9,900     -    - €19,400 €18,200

Switzer- 
land €1,276,500 €207,800 €103,100 €39,300 €52,900 €34,400 €259,000 €52,900 €52,900 €34,400

United  
Kingdom €482,000 €79,400 €22,700 €17,000 €22,700 €16,200 €46,500 €22,700 €17,000 €11,300

Median €250,000 €70,000 €26,400 €18,000 €20,700 €13,200 €39,300 €28,400 €19,700 €14,600

Actual pay
Actual pay is the amount paid to each individual director, as reported in the audited annual report. This 
figure will be affected by the number of committees an individual sit on, how many meetings they attended 
and, where variable pay is involved, the performance of the company.

Our figures for actual pay show the total fees paid to directors and non-executive chairs for services 
throughout the year (including fees for meetings attended). The number of board and committee 
meetings held over a year varies significantly across companies and countries. The median fee earned by 
non- executive chairs across Europe was €278,900 during the year, compared to €281,600 last year, with 
Swiss non-executive chairs continuing to earn the most at €1,264,000 and Austrian non-executive chairs 
earning the least at €80,300. The median fees received by other non-executive directors across Europe 
was €95,000 up from €91,600 last year, with Swiss directors continuing to earn the most at €296,600 and 
Austrian directors earning the least at €46,700.
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Comparing director pay to chair pay
One factor that varies widely across Europe is the differential between average director pay and the pay of 
the chair of the board. Board chairs of UK, Swiss and French companies are the most highly paid compared 
to other board directors, earning more than four times the amount. By contrast, pay is much more evenly 
distributed across Dutch boards, where the median pay differential between fees earned by the chair and 
the average fees earned by other directors is a multiple of just 1.41.

Comparing non-executive chair vs. average directors’ pay by country

 

 

Comparing non-executive chair vs. average directors’ pay by industry

Median actual pay by country

  
If we look at fees paid from an industry perspective the picture changes again. Industries that are known for 
paying their executives well also tend to come out with higher chairman fees, but other than that the pay 
pattern is complex for both chairs and other directors. There are some countries and industries where there 
are strong correlations between size of company and pay, but for others the correlations are very weak. 
Some sectors with a higher focus on risk, such as the automotive, banking and health & life sciences, tend to 
pay higher director fees.

Median actual pay by industry

 

For information on how the sectors have been categorized please see appendix.
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Prevalence of board committees

Country

Median number 
of board 

committees

Prevalence of board committees that cover functional areas

Audit Remuneration Risk Nomination

Austria 4 100% 100% 11% 94%

Belgium 3 100% 100% 17% 88%

Denmark 3 100% 100% 25% 81%

Finland 2 100% 100% 14% 52%

France 4 100% 97% 33% 83%

Germany 4 97% 63% 17% 83%

Italy 4 100% 92% 83% 78%

Netherlands 4 100% 100% 29% 88%

Norway 2 100% 83% 25%         -

Spain 3 100% 100% 23% 100%

Sweden 2 100% 96% 20%         - 

Switzerland 4 100% 100% 37% 79%

United Kingdom 4 100% 100% 33% 98%

European prevalence 3 100% 95% 31% 83%

* Both statutory audit boards and Audit Committees have been included for Italy.

The table below shows the median number of board and committee meetings for each country. Over the 
last year, directors of Italian companies met most frequently in most categories, whereas Austrian and 
German directors consistently met fewer times than the European median.

Board and committee meetings

Country Board 
Meetings

Audit 
Committee

Remuneration 
Committee

Nomination 
Committee Risk Committee

Austria 8 4 3 4 -

Belgium 9 6 4 4 7

Denmark 8 5 4 5 7

Finland 11 5 4 4 -

France 9 5 4 4 6

Germany 6 5 4 3 5

Italy 12 7 6 7 11

Netherlands 9 5 5 5 6

Norway 11 7 5 - 8

Spain 11 10 8 9 13

Sweden 10 6 5 - 8

Switzerland 9 7 5 6 8

United Kingdom 8 5 5 4 6

European median 9 5 5 5 7

As part of our study, we examine board structure and the committees responsible for the most typical 
functional areas: audit, remuneration, risk and nomination. Many boards will also cover additional functional 
areas which can be more specific to their industry or line of operation and are, as a result, difficult to 
aggregate. We have included these functional areas as ‘other’. Since it is not unusual for one committee 
to cover more than one area, we have concentrated on the functional area of each, rather than on the 
specific name. That said, we note that approximately a third of our sample has extended the scope of the 
Remuneration Committee to include a wider human resources agenda and/or succession.

Most European countries have mandated the 
formation of an Audit Committee and as a result 
all the companies we reviewed across Europe have 
a committee in place to oversee audit. While this 
report is specifically aimed at the supervisory board 
(or non-executive members of the unitary board) 
elected at the Annual General Meeting, it is worth 
mentioning that all Italian companies with a unitary 
board have to have an external ‘statutory audit 
board’1.

Unlike the Audit Committee, most countries 
have not specifically mandated the creation of a 
Remuneration Committee. However, 95 percent 
of companies in our sample have a Remuneration 
Committee in place, a slight decrease on last 
year. All companies in the sample from Belgium, 
Finland, Switzerland and the United Kingdom have 
a Remuneration Committee in place. In contrast, 
only 63 percent of German companies have a 
Remuneration Committee.

Our data suggests that companies are placing 
greater emphasis on nomination, with many having 
committees to cover nomination and succession 
planning. This trend is not surprising in the light of 
the attention for boardroom diversity. Nomination 
Committees are responsible for determining the

 

characteristics sought in new executives and 
directors to serve in the best interests of the 
company and, by extension, consider the 
composition of the board. This year a total of 
83 percent of companies across our European 
sample have put in place a committee whose 
responsibilities include nomination. All companies 
from the United Kingdom and Spain have a 
committee for nominations, while only 52 percent 
of the Finland sample run a Nomination Committee. 
For Norwegian and Swedish companies, the 
common practice is to have external Nomination 
Committees, which are not included in our statistics.

The prevalence of a committee covering risk is 
becoming increasingly common across Europe at  
31 percent overall. Italy has by far highest 
prevalence in committee covering risk. Separate 
Risk Committees tend to be more prevalent in 
industries which have inherent risk built into 
the business model, such as financial services 
and pharmaceuticals. As a result, there is a high 
incidence of Risk Committees in the United 
Kingdom and Switzerland - countries with heavy 
representation from these sectors.

Board structure

1 The statutory Audit Committee (Collegio Sindacale) is required in Italy by law for companies with a unitary board structure. For companies adopting a 
dual board structure the statutory Audit Committee functions are taken over by the supervisory board. The statutory Audit Committee is composed by 
external certified professional experts in accounting and business law. The statutory Audit Committee monitors compliance with the law and corporate 
governance codes, the observance of the principles of correct administration, the adequacy of the company’s organizational structure and internal 
control systems.
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Prevalence of main committees (median percent of board) 

 
 
Company-declared independent directors (median percent of board)

 
 
* No data on the independence of German board directors was available. However, unless German companies operate as a  
Societas Europaea, German companies must operate a two-tier board with a supervisory board of legally independent members.

While it is useful to see the median number of directors on each board who have been declared 
independent, it is equally interesting to see how many companies have declared all of their directors 
as independent. Results very widely across Europe. Spain sit at one end of the scale where not a single 
company has declared 100 percent of its directors to be independent. Conversely in the Austria, Finland, 
Germany, Netherlands, Sweden and Switzerland where 100% percent at the median of sample have stated 
that each and every one of their non-executive directors is independent.

While director independence is a well-established governance principle across much of Europe, each 
country has established its own definition of independence. For the purpose of this study, independent 
directors are those declared as such by their companies. Overall, a median of 83 percent of directors in the 
Europe-wide sample are declared as independent. Austria and Netherlands are the only countries in the 
sample where boards are declared fully independent at the median.

Board structure and the concept of independence varies significantly from country to country across 
Europe. In Germany, board structure is strictly regulated and, unless they operate as a Societas Europaea 
(SE), German companies must operate a two-tier board with a supervisory board of legally independent 
members. Conversely, directors in Sweden may be declared to be independent but the Swedish definition of 
independence is more relaxed than, say, in the United Kingdom.

Independence levels in boards and committees (median percent)

Country Board Audit Remuneration Risk

Austria 100% 100% 100%  -

Belgium 56% 67% 67%  -

Denmark              - 75% 67%  -

Finland 100% 100% 100%  -

France 67% 75% 75%  -

Italy 73% 100% 100% 100%

Netherlands 100% 100% 100%  -

Norway 80% 100% 100% 100%

Spain 59% 75% 67% 80%

Sweden 100% 100% 100%  -

Switzerland 100% 100% 100% 100%

UK 89% 100% 100% 100%

European median 83% 100% 100% 100%

* No data on the independence of German board directors was available. However, unless German companies operate as a Societas 
Europaea, German companies must operate a two-tier board with a supervisory board of legally independent members.
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As one would expect, there are much higher levels of independence within the sub-committees of the board. 
In Europe the Audit, Remuneration and Risk Committees are declared to be fully independent at the median.

Prevalence of boards where all non-executive directors are declared independent
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The trend towards increased boardroom diversity is gathering pace as boards continue to be under pressure 
from both regulators and the public, in particular with regard to gender diversity. Over the last few years 
our results have shown that boards recognize the value gained from greater breadth of perspective in the 
boardroom and are acting on this in the nomination of new directors.

Nationality
As part of our research we collected data around the diversity of directors in each company and found 
that the results vary significantly from country to country. This year we found an average of 60 percent of 
directors are from the country in which they serve (down from 61 percent last year), 24 percent are of other 
EU nationality (last year 23 percent) and 16 percent hold nationality from outside EU borders. The most 
internationally diverse countries are Switzerland, Denmark, Belgium, United Kingdom, Netherlands and 
Sweden.

Average nationality mix

* Insufficient data points were available to produce an average statistic for Austria and Norway.
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International experience
Across our European sample, an average of 55 percent of directors have spent the majority of their career 
experience in the same country in which they serve as a director (57% last year). 25 percent of directors 
have experience from within other EU countries and 20 percent, on average, have spent most of their career 
in a more international setting.

Average main career geographic experience mix

 

Gender
In recent years gender equality has dominated the diversity agenda and much of the debate has centered 
on the subject at continental and national levels. Different countries have adopted different approaches to 
boost female presence in the boardroom. Some have set internal targets while others, unsatisfied with the 
slow progress, have resorted to binding obligations using strict quotas to priorities female hiring.

Across our European sample, 34 percent of directors are female (slightly up from 32 percent last year and 
30% in 2017). This year Austria is being the country with the lowest number of female directors with a  
20 percent presence.

At the other end of the scale, France, brought about through binding legislation, leads the way in gender 
diversity with the highest proportion of female directors on boards (45%). Italy have also seen the 
proportion of female directors’ increase in recent years to 43 percent without the use of such quotas

Average gender mix

Gender pay gap
Our data suggests that gender gap in European companies is beginning to narrow. The gap varies from 
country to country but male non-executive directors in Europe receive, at the median, 5 percent more in 
total fees than their female counterparts (last year 6%). Female directors in France received 6% more in total 
fees than their male colleagues. In contrast, in Germany male directors received 22% more.

The pay gap appears to result mainly from an underrepresentation of women on the strategically important 
board committees (see below), which has translated into women board members being paid less than men.

Median gender pay gap

Denmark

Switzerland

Belgium

Same country Within Europe Outside Europe

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

Norway

United Kingdom

Finland

The Netherlands

Sweden

Italy

Austria

France

Spain

Germany

European average

 

Norway

Sweden

France

Male Female

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

Germany

The Netherlands

Finland

Italy

Denmark

Spain 

Switzerland

United Kingdom

European average

Austria

Belgium

Denmark

Norway

0%-10% 5%-5% 10% 15% 25%20%

United Kingdom 

European median

Spain

Finland

The Netherlands 

Belgium
Switzerland

Austria

Italy

Germany

Sweden

France

1716



Just like last year, 8 percent of non-executive chairs are women. Women assuming the position of deputy 
chair/senior independent director further increased at 20 percent, and the numbers for remuneration chair 
increased to 31 percent (from 25 percent last year). The number of women holding the position of chair of 
the audit also increased from 24 per cent to 29 per cent and the only exception concerns risk committees 
with a slight decrease to 20 percent (from 23 percent last year).

Gender representation in board roles 

Role Male Female

Non-Executive Chair 92% 8%

Deputy Chair/SID 80% 20%

Audit Chair 71% 29%

RemCo Chair 69% 31%

Risk Chair 80% 20%

More telling is the number of companies that do not have any female representation at all on their 
board committees. The prevalence of female directors on both the remuneration committee as the audit 
committee has gone up rapidly over the last couple of years. The number of audit and remuneration 
committees without female directors across our European sample was 19 percent for the audit committee 
(last year 24 percent) and 25 percent for the remuneration committee (last year 29 percent). Austria 
and Germany continue to display relatively low levels of female representation in both the audit and 
remuneration committees though compared to last year the female representation is strongly up.

Prevalence of committees without female members

Prevalence of committees 
without female members Audit Committee Remuneration Committee Risk Committee

Austria 44% 53% 0%

Belgium 8% 25% 0%

Denmark 27% 38% 0%

Finland 10% 29%                  -

France 6% 9% 0%

Germany 41% 58% 67%

Italy 0% 23% 29%

Netherlands 29% 25% 0%

Norway 20% 29% 40%

Spain 26% 24% 14%

Sweden 4% 42% 25%

Switzerland 37% 33% 29%

United Kingdom 14% 8% 6%

Europe 19% 25% 20%

Age
Boardroom diversity also extends to director age. Notwithstanding, boardroom age carries a lower profile 
than some of the other areas of diversity and relatively few European companies choose to impose a 
compulsory retirement age.

This year the youngest median average director age was 57 in Italy and Norway, while the oldest median 
average age was 63, in the Netherlands. The European median average board age is 60 (same as the last 
year).

However, some marked gender differences in age can be observed across the European sample. The largest 
age gaps are seen in Germany, Netherlands and Spain where the median average age for male directors is 
around seven years older than female directors. The smallest age gap is seen in Denmark, where there is a 
one-year age gap between male and female directors..

Median average board age

To calculate the median director age, we first calculated the median age of directors per company provided 
that a minimum of five data points was available. We then calculated the overall country median provided 
that a minimum of five company medians were available. 
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In this section, Korn Ferry consultants provide country-by-country analyses and comparisons of board 
composition and remuneration trends, as well as a typical director profile for each country.

To discuss these findings further, please contact the relevant Korn Ferry consultant.

Austria

Prof. Dr. Michael Bursee           
T: +49 171 68 20 861
E: michael.bursee@kornferry.com

All companies in Austria operate a two-tier board. 
A typical Austrian board is comprised of seven 
directors and boards run four committees at the 
median. All companies in the Austrian sample have 
committees which cover audit and remuneration,  
94 percent cover nomination. Only two companies 
in the sample formally have a Risk Committee.

Employee representation in Austria is regulated 
under the Labour Code which came into effect 
in 1974. It states that workers have the right to be 
represented by up to one third of members on 
the supervisory board. Employee representatives 
do not receive fees for their participation on the 
supervisory board (whose fees are not included in 
this survey). Employee representation also extends 
to large private companies.

Independence is treated seriously in Austria, 
with boards declaring themselves 100 percent 
independent at the median. Under the Second 
Stability Act (2012), management board members 
of listed companies must normally wait for a 
minimum of two years before putting themselves 
forward for candidature onto the supervisory board.

Although figures have been increasing and a 
number of companies have increased its pay policy, 
director pay in Austria continues to be the lowest 
in Europe, with board chairs now earning €80,250 
at the median in actual fees (up from €74,000 last 
year) and other directors earning €46,700 at the 
median average (up from €46,500 last year) 

Director pay is generally built on basic fees and 
meeting fees, with some companies also choosing 
to pay committee fees. 

The level of international experience brought in 
by board members has increased compared to 
last year. On average 49 percent (54 percent last 
year) of directors have gained the greater part of 
their work experience from Austria, 38 percent 
(39 percent last year) have earned it from other 
European countries and 13 percent (7 percent last 
year) have obtained it outside of Europe. 

Since 2018, there is a quota for women on board 
positions. However, the quota applies to listed 
companies with more than 1,000 employees, 
provided the supervisory board consists of at least 
six members (shareholder representatives), and the 
staff representatives must consist of at least 
20 percent female and male employees each. If this 
is the case, the minimum share of 30 percent of 
board positions in listed companies with more than 
1,000 employees are to be held respectively by men 
and women. This must be considered in any new 
elections or delegations that become necessary for 
filling individual or several positions on a supervisory 
board. Companies unable to appoint women to at 
least 30 percent of open board seats are required to 
leave those seats vacant until a suitable candidate 
fills the position. 

Thus, we are expecting a stronger increase in 
diversity levels over the next years. Already this year 

Country analyses – Europe

gender diversity levels have increased slightly since last year as now on average 80 percent (82 percent last 
year) of directors are male.

The median director age at 62 has increased in comparison to last year.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €40,000 15

Non-executive director basic fee €20,000 15

Board meeting attendance fee €800 12

Additional* fee for deputy chairman €8,750 12

Additional* fee for Audit Committee chairman €14,000 10

Additional* fee for Audit Committee members €10,000 8

Additional* fee for Remuneration Committee chairman €1,000 13

Additional* fee for Remuneration Committee members €14,000 8

Audit Committee meeting attendance fee €10,000 7

Remuneration Committee meeting attendance fee €1,000 12

Actual fee received

Non-executive chairman total fee €80,250 17

Average non-executive director total fee €46,700 18
* in addition to non-executive director basic fee

Typical non-executive director profile in Austria

Age: 60

Gender: Female in 20 percent and Male in 80 percent of instances

Most significant work experience: Gained within Austria in 49 percent of instances
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Belgium

Walter Janssens 
T: +32 2 333 74 56 
E: walter.janssens@kornferry.com

The majority of Belgian companies operate a unitary 
board. The new corporate governance code, that will 
come into force as of 2020, allows companies to opt 
for a 2-tier board, should they prefer. A typical Belgian 
company consists of 9 directors with no employee 
representatives. 

At the median there are three committees per company. 
All companies in our sample have committees for 
audit and remuneration, while 88 percent operate 
a Nomination Committee and 17 percent a Risk 
Committee. Remuneration and Nomination Committees 
are often combined into one. Typically, Belgian 
boards meet nine times over the year and Audit and 
Remuneration Committees will meet five and four times 
respectively.

This year, board member in our sample were declared 
as being 56 percent independent at the median. By law, 
only the Remuneration Committee chair is required to 
be independent.

Director pay levels in Belgium are becoming more 
competitive by European standards. This is mainly 
a result of boards paying closer attention to board 
effectiveness which has resulted in significant changes 
to the board composition (including board chairs). The 
median actual fees for board chairs have increased to 
€217,500 (from €198,000 last year). This is mainly the 
result of a composition change within the BEL20 index 
which is the main reference for this research. Actual fees 
for other directors raised to €93,400 (from €86,700 in 
2018). The pay ratio between the actual fees earned by 
the board chair and those earned by other directors has 
increased to 2.00 at the median (from 1.90 last year).

Policy pay in Belgium is generally made up of basic fees, 
committee fees and meeting attendance fees. Directors 
are paid only in cash as equity payments were until now 
prohibited by Belgian corporate law. This changes as of 
2020 as a result of an adapted corporate governance 

code (see further). The basic fee for board chairs 
remained the same as last year €120,000 at the median. 
Similar basic fee for all other directors remained same 
with €35,000 at the median. The committee fees for 
participating in the Audit Committee decreased slightly 
to €6,250 (from €6,300 last year). The committee fees 
for participating in the Remuneration committee stayed 
at the same value €5,000. Whereas chair of Audit and 
Remuneration Committees now earn median average 
€12,500 and €10,000 respectively. 

Directors were up to 2019 typically not bound to 
any shareholding requirements, nor are there any 
shareholding requirements for them to follow. The 
new corporate governance code 2020 makes drastic 
changes to this. Regarding remuneration of the board 
members it is confirmed that no performance linked 
remuneration related to the results of the company are 
allowed. The code states that as of 2020 Non-Executive 
Directors should receive “part” of their remuneration 
under the form of shares of the company, but no stock 
options. The code indicates a holding period of at least 
3 years after the award and 1 year after the Director 
leaves the board. The code is not precise on which 
proportion of the remuneration should be in shares, but 
this is a drastic change in the way how Non-Executive 
Directors will be paid in the future. As Korn Ferry we 
support this change as it is improving clearly the linkage 
to long term vision and strategy of board members 
and their pay. We are looking forward to seeing how 
companies will react to this new rule. It is important to 
remind that the corporate governance code is based 
on the general principle of “comply or explain”. As such 
companies can still pay theirs NED’s only in cash, but an 
explanation is required why they don’t pay their NED’s 
partly in company shares. 

Belgium has imposed a gender quota which legally 
binds companies to ensure that at least one third of 
board seats are filled by women since 2016. (in order to 

avoid formal sanctions, the law foresees some flexibility 
such as a transition period for newly listed companies 
or after major changes resulting from an acquisition 
etc.). Our data shows that companies in Belgium have 
now reached the target level. On average 35 percent 
of board roles in Belgium are now filled by women. The 
gender pay gap is now 7 percent at the median. The 
challenge for a sustainable gender diversity remains 
in the relative scarcity of female executives. At top 
executive level, the majority are still men (about  
85 percent in our executive database), which limits the 
pool of female non-executive directors. The gender 
mix remains an important point of attention for most 
boards. 

Belgium shows healthy levels of diversity in terms of 
international experience. On average 18 percent of 
directors have gained their main work experience in 
Belgium, 55 percent have worked the majority of their 

career in other countries within Europe, and 27 percent 
bring in the bulk of their work experience from outside 
of Europe. In terms of nationalities, the split between 
directors of Belgian nationality and those who are from 
other countries is as follows. On average 49 percent 
are from Belgium (48 percent last year), 33 percent 
are from elsewhere in Europe and 18 percent are 
from outside Europe. A clear internationalization can 
be observed, which illustrates the open economy 
of Belgium. It should be noticed that more and 
more Belgian executives have gained experience in 
international companies. As such, despite their Belgian 
nationality, they bring in a lot of significant international 
experience as a board member.

The median director age is 58 years (59 last year). 
Typically, female directors are younger than the male 
colleagues. We expect the further gender diversification 
to lead also to a decrease in the overall director’s age.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €120,000 22

Non-executive director basic fee €35,000 21

Board meeting attendance fee €2,500 16

Additional* fee for Audit Committee chairman €12,500 11

Additional* fee for Audit Committee members €6,300 9

Audit Committee meeting attendance fee €2,500 18

Additional* fee for Remuneration Committee chairman €10,000 9

Additional* fee for Remuneration Committee members €5,000 8

Remuneration Committee meeting attendance fee €2,500 18

Actual fee received

Non-executive chairman total fee €217,500 21

Average non-executive director total fee €93,400 24

* in addition to non-executive director basic fee

Typical non-executive director profile in Belgium

Age: 58

Gender: Female in 35 percent and Male in 65 percent of instances

Nationality: Belgian in 49 percent of instances

Most significant work experience: Gained within Europe in 55 percent of instances
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Denmark

Leigh Harrison Eintoft          
T: +45 2421 3911
E: leigh.eintoft@kornferry.com

Danish stock-listed companies operate a two-
tier board governance structure, requiring both a 
board of directors (or a supervisory board) and 
an executive management board which comprises 
key business leaders. The Danish Companies Act 
(Selskabsloven) governs and regulates the division 
of powers between these two governing bodies, 
while the articles of association will cover the 
precise duties of each one. Where it is not stipulated 
by law, the governance framework in Denmark is 
one of comply or explain, the principles of which 
are defined by the Danish Committee of Corporate 
Governance (Komitéen for god Selskabsledelse). 
Under the Danish Financial Statements Act 
(Årsregnskabsloven) companies are required to 
publish an annual corporate governance report 
to confirm their adherence to the principles and 
explain any deviations.

It is common, even in very large stock-listed 
companies, for the ownership structure to be linked 
to a foundation. This set-up can shape the way in 
which a board is run and how it regards the impact 
of shareholder voting, since there may not be a fully 
free float of the companies’ shares on the stock 
market.

In Denmark, the board chairman is usually 
supported by a deputy chairman. Boards of 
directors differ in size and commonly include 
employee-elected members from the company’s 
workforce. Directors can serve a term of office 
lasting up to four years before being submitted 
for re-election. Annual re-election is common for 
those board members who are not employee 
representatives. Directors will lose their 
independence if they serve on a board for more 
than 12 years. Under Danish law, a board chairman is  
not permitted to act in an executive capacity at the 

company on whose board he/she sits. 

We sampled a range of Danish stock-listed 
companies, many of which are among the largest 
in the country by market capitalization. In these 
organizations, the boards of directors met on 
average eight times in 2018/19, and consist of 10 
members on average, three of whom are employee-
elected, on average. There are commonly three 
committees – audit, remuneration and nomination 
– although the nomination and remuneration 
committees are sometimes combined. Around one 
quarter of the companies sampled has a formally 
defined Risk Committee.  

The establishment of a separate remuneration 
committee is a relatively new practice to Denmark, 
and, in most cases, it is chaired by either the 
board chairman or the deputy chairman. This 
evolution in remuneration governance owes much 
to the EU Shareholder Rights Directive which was 
formally adopted into Danish law in 2019. This 
legislative change has prompted Danish stock-listed 
companies to evaluate their practices and prepare 
for the new disclosure and voting landscape 
which take effect in 2020. There are, however, 
still some companies that are less transparent in 
their disclosure, preferring to report on the pay 
received by their board of directors and executive 
management in aggregate.

Board directors are usually paid a basic annual fee, 
plus additions for chairing or being a member of 
a committee. The board members’ fees, even for 
a board chairman and deputy chairman, are often 
expressed as a multiple of the base fee. In our 
sample, the deputy chairman normally receives 2x 
the base fee, with the board chairman receiving 3x 
the base fee.  

In terms of actual pay, board chairs took home 
€227,250 at the median, while other directors 
earned €102,700 at the median. Just two companies 
in our sample pay for meeting attendance. At the 
median, the policy is to pay board chairs a fee of 
€170,900 and other directors €54,400 in basic 
pay. Committee retainer fees are noticeably higher 
for participating in the audit committee than the 
remuneration committee: audit chairs earn €45,200 
while their remuneration counterparts earn €35,200 
at the median. Members of the audit committee 
earn €28,500 with their remuneration committee 
counterparts earning €21,500 at the median.

In our sample, one company remunerated its board 
directors in both cash and company equity. This 
approach is permissible in Denmark; however, 
the Danish Committee for Corporate Governance 
advises against using options or warrants.

Gender diversity on boards and executive 
boards has been a long-standing area of focus 
for companies. In 2012, the Danish government 

introduced legislation requiring companies to set 
a target for the composition of men/women on 
their boards and report their progress against it 
annually.  According to guidance issued by the 
Danish Business Authority (Erhvervsstyrelsen), an 
equal gender balance is regarded as 40%/60%, with 
no specified gender in either proportion. The boards 
in our sample group comprised of, on average, 
68 percent male directors and 32 percent female 
directors. While there is still some progress to be 
made, the gender balance on Danish boards has 
improved in recent years and continues to do so.

Excluding employee elected board directors, the 
Danish boards in our sample comprise a range of 
nationalities although there is a fairly high incidence 
of Nordic country nationals. On average 47 percent 
are from Denmark, 42 percent are from elsewhere in 
Europe and 11 percent are from outside Europe.  

The median director age is 60 years in our sample 
group.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €170,900 14

Non-executive deputy chairman basic fee €95,100 14

Non-executive director basic fee €54,400 14

Additional* fee for Audit Committee chairman €45,200 13

Additional* fee for Audit Committee members €28,500 14

Additional* fee for Remuneration Committee chairman €35,200 12

Additional* fee for Remuneration Committee members €21,500 12

Actual fee received

Non-executive chairman total fee €227,250 14

Average non-executive director total fee €102,700 15

* in addition to non-executive director basic fee

Typical non-executive director profile in Denmark

Age: 60

Gender: Female in 32 percent and Male in 68 percent of instances

Most significant work experience: Gained within Denmark in 44 percent of instances

2524



Finland

Juhani Ruuskanen           
T: +358 9 4133 6600             
E: juhani.ruuskanen@kornferry.com

Finnish companies have just two committees at the 
median. All companies in the Finnish sample have 
an Audit and Remuneration Committee and  
52 percent have a Nomination Committee. However, 
we are seeing the role of the Remuneration 
Committee broaden in some companies to include 
succession planning, an area normally covered by 
Shareholders’ Nomination Committees. Human 
capital issues are also increasingly being tackled 
at board level. Some 20 percent of the listed 
companies employ a Human Capital Committee or 
similar with wide range human capital agenda.

Typically, Finnish boards will meet 11 times during 
the year and committees will meet five times during 
the year to discuss audit and four times to discuss 
remuneration. 

Finnish boards are typically made up of seven 
directors at the median with no employee 
representatives on the board.

Finnish companies maintain a high level of 
independence. This year Finnish boards declare 
their directors to be 100 percent independent at the 
median.

Around 86 percent of the sample have disclosed 
formal shareholding guidelines. It is worth noting 
that fee payment in the form of equity with no 
performance conditions attached is permitted by 
the 2010 Finnish Corporate Governance Code and 
as a result is very prevalent.

This year Finland ranks as the third lowest paying 
country in the European sample. In terms of 
actual fees, this year board chairs have earned 
€121,200 at the median (€116,500 last year) and 
other directors have earned €70,400 at the 
median average (€71,400 last year). The median 

pay differential between actual fees earned by 
board chairs compared to other directors remains 
comparatively low at just 1.73. However, we notice 
that many companies are considering especially 
their chairman’s fee level.

In the majority of cases, director fees consist of 
basic fees and meeting attendance fees. Few 
companies also pay for committee chairmanship 
or membership. The exception to this rule applies 
to Audit chair retainer fee, where 67 percent of 
the sample pay such a fee. In 86 percent of cases, 
basic fees in Finland are delivered in both cash and 
shares which are non performance related, with 
the cash portion normally being larger than the 
equity portion - with the aim of covering taxes. The 
total actual amount earned in basic fees stands 
at €102,000 at the median for board chairs and 
€52,000 at the median for other directors. Meeting 
fees for board, Audit and Remuneration Committee 
attendance is €600 at the median.

Finland ranks very highly in terms of gender 
diversity, where on average 36 percent of board 
positions are filled by women. This figure increases 
to 41 percent when considering positions in the 
Audit Committees and decreases to just 27 percent 
when looking at the composition of Remuneration 
Committees. Progress has been made without 
the introduction of any strict quotas, which are 
regarded as rather negative in Finland. The number 
of female executives has been increasing which 
supports the gender diversity also on the boards.

Finland is not particularly diverse in terms of the 
level of international expertise brought in by its 
board of directors compared to some of the other 
countries included in this study. On average  
47 percent of director have gained the majority of 

their work experience from within Finland,  
45 percent from other European countries and only 
8 percent from outside of Europe. Regarding the 
nationalities of its directors, on average  
69 percent are Finns, 24 percent are of other 
European nationalities and 7 percent are from 

outside Europe. We anticipate a growing number of 
Board members will be a non-Finn.

Finland has a relatively young median director age 
at 59, which stayed flat compared to last year.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €102,000 21

Non-executive director basic fee €52,000 21

Board meeting attendance fee €600 16

Additional* fee for deputy chairman €14,800 21

Additional* fee for Audit Committee chairman €20,000 14

Audit Committee meeting attendance fee €600 15

Remuneration Committee meeting attendance fee €600 15

Actual fee received

Non-executive chairman total fee €121,200 20

Average non-executive director total fee €70,400 21

* in addition to non-executive director basic fee

Typical non-executive director profile in Finland

Age: 59

Gender: Female in 36 percent and Male in 64 percent of instances

Nationality: Finnish in 69 percent of instances

Most significant work experience: Gained within Finland in 47 percent of instances
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France

Laurent Nguyen           
T: +33 6 30 93 39 05
E: laurent.nguyen@kornferry.com

Most French companies operate a unitary board, 
with only 19 percent of our sample running a two-
tier board. The majority of board chairs in French 
companies are executive chairmen, 44 percent of 
companies in the sample having a non-executive 
director who serves as board chair. The median 
number of directors sitting on the board remain 
same compared to last year with 13 directors. 

French companies typically run four committees; 
all companies have an Audit Committee, a 
Remuneration Committee and a Nomination 
Committee, in a slight majority separated from 
the Remuneration Committee. Other frequent 
committees are Strategic Committee and 
increasingly Corporate Social Responsibility 
Committee. This year French boards met nine times 
over the year at the median and committees met at 
the median five times to discuss audit matters and 
four times to discuss remuneration matters.

Independence has come under the spotlight 
in France. The AFEP-MEDEF governance code 
recommends that the proportion of independent 
directors should be above 50 percent (or 33 
percent if there is a controlling shareholder) in 
order to improve board effectiveness. This year, 
boards are declaring themselves to be 67 percent 
independent at the median, higher levels of 
independence being observed in both the Audit and 
Remuneration Committee where median figures 
stand at 75 percent, in line with AFEP-MEDEF’s 
recommendations (above two-third for Audit and 
half for Remuneration, with also an independent 
chairman in the latter case).

As of 2015, French companies are required to 
appoint one or two employee representatives 

onto their boards. The AFEP-MEDEF code also 
recommends that an employee representative 
participates on the Remuneration Committee. 

From 2020, the threshold for two employee 
representatives will be decreased from 12 Board 
directors to 8 directors.

In terms of actual pay, we have observed a 
significant increase in fees for board chairs which 
now stands at €411,400 at the median (against  
€350,000 last year). 

Actual fees received by other directors increased 
too last year, and the median average now stands at 
€85,800 (from €75,800 last year).

Policy pay is generally comprised of a basic fee and 
a committee fee. The basic fees received by non-
executive chairs has increased this year to €372,800 
(from €300,000 last year) while those earned by 
other directors has decreased to €24,750 (from 
€24,900 last year).

Audit chairs earn €20,000, and Remuneration chairs 
earn €13,300 at the median. Basic fees for Audit and 
Remuneration Committee members are €10,000 
and €5,500 respectively. With regards to meeting 
attendance fees, parity has been reached amongst 
Audit and Remuneration Committee chairs and 
members, with chairs earning €3,600 and members 
earning €3,000 at the median. Board meeting fees 
are €4,000 per meeting at the median.

Companies are increasingly seeking to empower 
their boards, particularly through competency 
training. In France, there are formal training 
structures for directors. In particular, IFA (“Institut 
Français des Administrateurs”) which founded the 
first certification program in France, proposes there 

be a training period for directors which includes 
international training.

The situation surrounding gender diversity 
continues to improve in France. Companies are on 
track to reach the legal quotas set in 2012 which 
states that by 2017 companies should have at least 
40 percent female directors on boards. On average 
45 percent of board roles in France are now filled 
by women. The distribution within the Audit and 
Remuneration Committees is also strong where 
there is an average of 48 percent and 46 percent of 
positions filled by women respectively.

Boards continue to diversify in terms of the 

nationality and levels of international experience 
brought in by its directors. International experience 
is clearly a valued attribute, and there is now only 
an average of 58 percent of board members who 
have obtained most of their work experience within 
France, while 22 percent bring in the bulk of their 
work experience from other European countries 
and 20 percent have obtained most of their work 
experience from outside of Europe. Diversity 
through nationality is not quite as varied: on average 
71 percent are of French descent, 17 percent are of 
other European descent and 12 percent come from 
outside of Europe. 

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €372,800 15

Non-executive director basic fee €24,750 27

Board meeting attendance fee €4,000 24

Additional* fee for deputy chairman €40,000 13

Additional* fee for Audit Committee chairman €20,000 24

Additional* fee for Audit Committee members €10,000 16

Audit Committee meeting attendance fee €3,000 23

Additional* fee for Remuneration Committee chairman €13,300 24

Additional* fee for Remuneration Committee members €5,000 15

Remuneration Committee meeting attendance fee €2,850 22

Actual fee received

Non-executive chairman total fee €411,400 14

Average non-executive director total fee €85,800 35

* in addition to non-executive director basic fee

Typical non-executive director profile in France

Age: 60

Gender: Female in 45 percent and Male in 55 percent of instances

Nationality: French in 71 percent of instances

Most significant work experience: Gained within France in 58 percent of instances

2928



Germany

Prof. Dr. Michael Bursee          
T: +49 171 68 20 861
E: michael.bursee@kornferry.com

German companies are built on two-tier board 
structure as prescribed by German law and consist of 
9 board members at the median. German companies 
typically run four committees at the median. 83 
percent of companies in the German sample have 
committees which cover the areas of nomination, 
97 percent have committees which cover audit, 63 
percent have a Remuneration Committee and 17 
percent have a Risk Committee.

Employee representation within the Supervisory  
board is required in companies employing more than  
500 people. In such companies, employee 
representatives must fill at least one third (but no more 
than half) of positions. In companies which employing 
over 2,000 people must fill half of the positions. Is this 
the case, it is the board chair who has the casting vote 
in the case of split resolutions.

Board Effectiveness is an area which is becoming 
increasingly regulated. Higher skill requirements are 
being placed on directors of the supervisory board. 
Finding the right talent for the supervisory board is 
becoming increasingly challenging given the increasing 
time commitment involved to perform the role. The 
German Corporate Governance Code states that 
all members of the supervisory board are required 
to arrange the necessary training or professional 
development measures for their directors, supported 
by the company as appropriate. This has created a 
market for external providers offering their services to 
improve and audit the qualifications of members of the 
supervisory board. 

There are fairly strict guidelines surrounding the 
independence of directors that have also been 
strengthened by the German Corporate Governance 
Code. It states that the supervisory board normally 
comprises members appointed by shareholders as well 
as members appointed by the employees, whereby 
members who are elected by the shareholders shall 
be appointed for a period of not more than three 
years. It is also recommended that the defined term 
of the membership shall be disclosed. The German 
Corporate Governance Code recommends that the 
supervisory board shall include what it considers an 
adequate number of independent members. The code 
also includes several indicators to adequately asses the 
independence of supervisory board members, e.g. if a 

proposed member was in the company’s Management 
Board in the two years prior to appointment or if he /
she is in a close family relationship with a member of 
the Management Board. If one or more of the defined 
indicators is met and the supervisory board member 
is still considered independent, the reasons shall be 
disclosed.

Regulatory pressure is also increasing due to the law 
for the implementation of the second shareholder 
rights directive (ARUG II) that should implement new 
requirements across the EU. One element of ARUG 
II is the requirement of a published remuneration 
policy. At least every four years the general meeting 
must vote on the remuneration of the supervisory 
board including the concrete compensation as well as 
abstract information on the remuneration policy.

This year board chairs received €346,000 at the 
median (€325,000 last year) while other directors 
received a median average of €164,700 (up from 
€149,400 last year). The pay differential between the 
two decreased slightly to 2.16 from 2.21 last year.

Policy pay is generally built on three components: 
a basic fee, a committee retainer fee as well as 
meeting attendance fees. Variable remuneration 
components for directors play an ever-decreasing role 
in Supervisory board compensation. Where variable 
pay is included, it is most often based on profits 
or dividends as opposed to a defined target cash 
amount, thus differentiating non-executive director pay 
from the pay of executive directors. In the future, it is 
expected that companies who do not drop the variable 
pay component base performance on the sustainable 
growth of the enterprise. It is unusual for German 
companies to grant stock to directors.

At policy level, basic fee levels are up this year with 
board chairs earning a basic fee total of €240,000 
(up from €200,000 last year) while other directors 
earn basic fee of €99,400 (up from €98,800 last 
year). There remains a discrepancy in the amounts 
paid in committee fees to Audit and Remuneration 
Committee participants. With the committee chairs of 
each committee earning €80,000 (up from €75,000 
last year) and €50,000 (up from €40,000 last year) 
respectively at the median, and with other members 
earning €40,000 (up from €38,400 last year) and 
€25,000 (down from €26,000 last year) respectively 

at the median. It is not uncommon for chairs and 
members of the Nomination and other non- mainstream 
Committees not to earn any committee fees for work 
undertaken in these committees. Board and committee 
meeting fees are typically €1,000 per meeting.

Board diversity remains a much-debated topic in 
Germany, and public pressure over the issue has spurred 
on the introduction of a statutory quota for women 
on boards in 2016. The minimum share of 30 percent 
of board positions in companies listed on the German 
Stock Exchange are to be held respectively by men and 
women. This must be considered in any new elections 
or delegations that become necessary for filling 
individual or several positions on a supervisory board.

Companies unable to appoint women to at least 30 
percent of open board seats are required to leave those 
seats vacant until a suitable candidate fills the position. 
Figures this year show that some companies reached 
this target: this year, on average 33 percent of positions 
are filled by females (up from 28 percent last year). 

Gender numbers in both the Audit and Remuneration 
Committees increased compare to last year in case of 
Audit Committee, with an average of around  
23 percent and in case of Remuneration Committee 
around 16 percent. The gender pay gap is significant 
and has increased to 22 percent (21 percent last year) 
at the median.

With regards to the composition of boards, the 
German Corporate Governance Code recommends 
that companies consider their international activities. 
There has been a marginal improvement in terms of 
the diversity of international experience brought into 
the Supervisory board by its directors. This year an 
average of 66 percent of directors have gained most 
of their experience in Germany, 21 percent having 
gained it within Europe and 13 percent having gained it 
outside of Europe. When it comes to the nationality of 
directors, on average 72 percent come from Germany, 
21 percent come from other countries within Europe 
and 7 percent come from outside of Europe.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €240,000 28

Non-executive director basic fee €99,400 28

Board meeting attendance fee €1,000 20

Additional* fee for deputy chairman €52,500 28

Additional* fee for Audit Committee chairman €80,000 26

Additional* fee for Audit Committee members €40,000 26

Audit Committee meeting attendance fee €1,000 18

Additional* fee for Remuneration Committee chairman €50,000 17

Additional* fee for Remuneration Committee members €25,000 17

Remuneration Committee meeting attendance fee €1,000 12

Actual fee received

Non-executive chairman total fee €346,000 26

Average non-executive director total fee €164,700 29

* in addition to non-executive director basic fee

Typical non-executive director profile in Germany

Age: 59

Gender: Female in 33 percent and Male in 67 percent of instances

Nationality: German in 72 percent of instances

Most significant work experience: Gained within Germany in 66 percent of instances
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Italy

Paolo Massardi            
T: +39 02 8060 055
E: paolo.massardi@kornferry.com

The majority of Italian companies operate a unitary 
board, with only 3 percent of the sample operating 
a two-tier board. The number of board directors is 
at 9 at the median (same as last year). No employee 
representatives sit on the board, and it is not 
thought to change in the short term.

Italian companies tend to run four committees. All 
companies in the sample have an Audit Committee, 
92 percent of the companies have a Remuneration 
Committee, 83 percent have a Risk Committee and 
78 percent have a Nomination Committee. There are 
typically 12 board meetings in a year.

At the median directors meet seven times per year 
to discuss remuneration and eleven times to discuss 
risk.

Independence is taken seriously in Italy. Boards have 
to go through a formal process of certifying the 
independence of their non-executive directors every 
year. This year, companies declare that 73 percent 
(at the median) of their non-executive directors are 
independent. This increases to 100 percent within 
the Audit and Risk Committees and 100 percent 
within Remuneration Committee. It is expected that 
independent directors will become more involved 
with investor engagement, especially independent 
directors in the Remuneration Committee when 
communicating executive reward matters.

Executive board chairs are common in Italy, with  
44 percent of the sample having one.

This year board chairs have earned a median 
total remuneration of €495,000 in actual pay, a 
significant increase from €414,500 last year, which 
is caused by a number of changes in the sample 
constellation. Similar, fees for other directors have 
increased to a median average of €105,750 (from 

€101,400 last year). The gap between the fees 
earned by board chairs and other directors has 
increased, with a pay differential of 3.66 at the 
median (3.17 last year).

Policy fees increase at €467,500 (€452,500 last 
year) at the median for board chairs and increased 
at €65,000 at the median (from €61,400) for other 
directors. 

Director pay is typically based on an annual fee 
and a committee fee. Fewer companies pay on 
a meeting attendance basis. Director pay in Italy 
is becoming an issue: as the time commitment 
increases directors are not allowed to serve on 
as many boards as in previous years. Nor do fees 
increase for good reputation.

Remuneration Committee chairs earned €20,000 
(no change on last year) and Remuneration 
Committee members earned €17,500 (up from 
€15,000 last year). Risk Committees are now in 
place in 83 percent of the sample companies. This 
year risk chairs earned €30,000 in committee 
fees and members of the Risk Committee earned 
€20,000 at the median.

Directors in Italy are paid solely in cash. Equity 
arrangements are generally frowned upon. 

Boards in Italy are certainly diversifying. Regulators 
(such as the Bank of Italy in the financial services 
sector) are focusing on board composition and 
effectiveness and formal induction programs are 
becoming the norm for listed Italian companies. The 
number of female directors is increasing as a result 
of legislation: “Gender balance on the boards of 
listed companies” came into effect in July 2011 and 
requires at least one third of director positions to 
be held by women by 2015. This law has proven to 

be effective at bringing women into the boardroom. 
There are, on average, 57 percent male and  
43 percent female directors.

The role of non-executive director is undergoing a 
profound change. The increasing attention on risk 
management, the significant influence of institutional 
investor looking for efficient corporate governance 
model and sustainable performance (including ESG 
criteria in investment decision) have emphasized 
the need for a more evolved role of non-executive 
director, moving from a watchdog role to take a 
proactive position involved in the strategy definition. 

In this context, even considering the strong diminish 
of the old mechanism of co-option typical of 
the Italian relational capitalism, investors – and 
stakeholders in general - are looking for a more 
sophisticated profile of non-executive directors in 
term of both technical and relational competencies.

Against this background, experts are considering 
what is the proper way to reward non-executive 
directors in line with the evolved challenge and 
complexity of the role, avoiding compromising the 
independent judgement but even considering the 
individual performance.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €467,500 18

Non-executive director basic fee €65,000 32

Additional* fee for deputy chairman €97,500 8

Additional* fee for Audit Committee chair €32,800 8

Additional* fee for Audit Committee members €23,500 8

Additional* fee for Remuneration Committee chairman €20,000 27

Additional* fee for Remuneration Committee members €17,500 26

Remuneration Committee meeting attendance fee €1,000 9

Additional* fee for Risk Committee chairman €30,000 21

Additional* fee for Risk Committee members €20,000 20

Actual fee received

Non-executive chairman total fee €495,000 16

Average non-executive director total fee €105,750 34

* in addition to non-executive director basic fee

Typical non-executive director profile in Italy

Age: 57

Gender: Female in 43 percent and Male in 57 percent of instances

Most significant work experience: Gained within Italy in 60 percent of instances
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The Netherlands

Eric Engesaeth             
T: +31 888 929 929            
E: eric.engesaeth@kornferry.com

Dutch companies typically have a two-tier 
governance structure, as is the case for 79 percent 
of our Dutch sample. There are seven directors 
sitting on Dutch boards at the median and, until 
recently, employee representation was rare, but it is 
now becoming more prevalent.

A typical Dutch company will run four 
subcommittees of the board, with 100 percent 
of companies in the sample covering Audit and 
Remuneration, 88 percent Nomination. Risk is 
covered by 29 percent of the sample. The Audit, 
Remuneration and Nomination committees met five 
times at median over the course of the year, while 
the Risk committee met six times at median. Dutch 
boards met nine times over the year at the median.

Board effectiveness continues to be an important 
discussion topic. The disclosure of board self-
evaluations has become the norm in listed 
companies. Levels of board independence are very 
high in the Netherlands. Dutch boards are declared 
to be 100 percent independent at the median, 
with both the Audit Committee and Remuneration 
Committee reaching 100 percent independence at 
the median.

Dutch law dictates the maximum number of 
positions a director may hold. The limit to the 
number of positions, a ‘5-point’ system is used in 
which board chairmanship constitutes two points 
and membership constitutes one point. Directors 
are not allowed to exceed a total of five points. 
This law has had some upward impact on director 
remuneration, particularly on chairman fees. 

The revised Dutch Corporate Governance Code 
(effective per 2018) states the following in terms 
of remuneration for the Supervisory Board: “The 
supervisory board should submit a clear and 

understandable proposal for its own appropriate 
remuneration to the general meeting. The 
remuneration of supervisory board members should 
promote an adequate performance of their role 
and should not be dependent on the results of the 
company. The remuneration of the supervisory 
board members should reflect the time spent 
and the responsibilities of their role and may not 
be in the form of shares and/or rights to shares. 
Shares held by a supervisory board member in the 
company on whose supervisory board they serve 
should be long-term investments”.

Director fees in the Netherlands do not stack up 
very well against the rest of Europe, with directors 
earning relatively low fees by European standards. 
This year board chairs earned €132,000 in actual 
fees at the median and other directors earned 
€93,500 in actual fees at the median. The board 
chair typically earns one and a half times the 
number of other directors.

In terms of pay policy, director fees are generally 
built on two components: basic fees and committee 
retainer fees (apart from the fees for continental-/
intercontinental travel often provided to foreign 
directors). Basic fees this year remain the same 
compared to last year, with board chairs earning 
€100,000 and other directors earning €65,000 at 
the median. Median committee retainer fees are 
similar to last year, with Audit chairs now earning 
€20,000 against the €14,200 earned 

by their Remuneration counterparts, and Audit 
members now earning €12,500 against the €8,000 
earned by their Remuneration counterparts. Paying 
on a meeting attendance basis does happen but is 
relatively rare.

Although there was some discussion whether 
it should be acceptable for directors to be 
remunerated in shares besides cash, in all cases fees 
are delivered entirely in cash (i.e. no relation to the 
company share price performance).

The Netherlands enforced a bill on management 
and supervision which includes provisions on 
gender parity at board and management levels. 
Specifically, it states that companies should 

endeavor to fill at least 30 percent of board 
positions with women. Companies are required to 
explain why they fall short of this target in their 
annual reports. This year on average 30 percent 
of board positions are filled by female directors 
compared with 27% last year.

Dutch directors are on the whole the oldest in 
Europe, aged at 63 at the median.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €100,000 23

Non-executive director basic fee €65,000 24

Additional* fee for deputy chairman €15,000 15

Additional* fee for Audit Committee chairman €20,000 23

Additional* fee for Audit Committee members €12,500 23

Additional* fee for Remuneration Committee chairman €14,200 23

Additional* fee for Remuneration Committee members €8,000 23

Actual fee received

Non-executive chairman total fee €132,000 21

Average non-executive director total fee €93,500 23

* in addition to non-executive director basic fee

Typical non-executive director profile in the Netherlands

Age: 63

Gender: Female in 30 percent and Male in 70 percent of instances

Nationality: Dutch in 53 percent of instances

Most significant work experience: Gained within the Netherlands in 44 percent of instances
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Norway

Serkan Sener          
T: +47 476 49 199
E: serkan.sener@kornferry.com

Norwegian boards are comparatively small and 
typically consist of five directors who meet 11 times 
throughout the year. The majority of Norwegian 
companies tend only to operate two committees 
(46 percent of the sample), while some companies 
only have one sub-committee of the board.

Norwegian law requires all companies employing 
over 200 employees to have employee 
representation on the board. Employee 
representatives have the same powers and rights as 
other directors and often also sit on the Audit and 
Remuneration Committees.

All companies in the sample have committees which 
cover audit, and 83 percent have committees for 
remuneration. Only six companies in the sample 
runs a separate Risk Committee and nomination is a 
duty carried out by an external committee separate 
from the board.

Boards are declared to be 80 percent independent 
at the median, with also the Audit and 
Remuneration Committee being fully independent 
at the median.

Norwegian directors earn modestly when compared 
to the greater European sample. The pay differential 
between board chair and other directors is at 1.62 at 
the median (from 1.70 last year).

In terms of actual pay board chairs took home 
€83,200 at the median, while other directors earned 
just €54,100 at the median.

Director pay in Norway tends to be based on a 
basic annual fee plus a committee retainer fee, 
and these fees tend to be delivered in cash. Few 
Norwegian companies pay for meeting attendance. 
At the median, the policy is to pay board chairs 
a fee of €68,500 (€68,400 last year) and other 

directors €36,300 in basic pay (€35,900 last year). 
Committee retainer fees are noticeably higher 
for participating in the audit committee than the 
remuneration committee: Audit chairs earn €16,700 
while their remuneration counterparts earn €8,800 
at the median; and members of the audit committee 
earn €10,600 with their remuneration committee 
counterparts earning €8,200 at the median. 

Gender diversity in Norway has long been strong. 
Norway was the first country to introduce a   quota 
for female directors in 2003, setting target levels 
of 40 percent and imposing strong penalties for 
non-compliance. This year’s figures show that, on 
average, Norwegian companies are comprised of 
62 percent male directors and 38 percent female 
directors. Gender figures for the Audit Committee 
are a bit higher, where an average of 42 percent 
of seats are filled by women. Younger women are 
being appointed to the board as a result of the 
gender quota. As such, there is an evident age gap 
between genders in the boardroom, with women 
aged at 54 and men at 60 at the median.

Diversity in terms of background experience and 
nationality is also strong but not as striking as 
gender diversity. This year an average of 58 percent 
of directors have gained their principal work 
experience in Norway, 19 percent from within other 
European countries and 23 percent from outside 
European boarders.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €68,500 9

Non-executive director basic fee €36,300 9

Additional* fee for Audit Committee chairman €16,700 8

Additional* fee for Audit Committee members €10,600 6

Additional* fee for Remuneration Committee chairman €8,800 6

Additional* fee for Remuneration Committee members €8,200 5

Actual fee received

Non-executive chairman total fee €83,200 19

Average non-executive director total fee €54,100 21

* in addition to non-executive director basic fee

Typical non-executive director profile in Norway

Age: 59

Gender: Female in 38 percent and Male in 62 percent of instances

Most significant work experience: Gained within Norway in 58 percent of instances
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Spain

Sergio Pérez         
T: +34 93 209 27 44
E: sergio.perez@kornferry.com

Most Spanish companies operate a unitary board, 
as is the case with all companies in our sample. 
The vast majority of board chairs in Spanish listed 
companies in IBEX 35 are executive chairmen: only 
approximately one third of this companies profile 
in the sample have a non-executive director who 
serves as board chair. At the median there are  
10 directors serving on the board who meet a total 
of 11 times per year.

Spanish boards typically run three committees. 
In our sample 100 percent of the companies have 
Audit, Remuneration and Nomination Committees 
and 23 percent have a Risk Committee, especially 
in banking and insurance companies. Big banks 
and biggest top 10 groups increase Committees 
to near 5-6, including Legal Committees, Delegate 
Committees or Digitalization Committees.

Spanish boards have declared themselves  
59 percent independent, with Audit and 
Remuneration Committee being 75 and 67 percent 
independent respectively. This year Spanish board 
non-executive chairs earned €250,000 while other 
directors earned €149,800 at the median average 
(up from €137,900 last year). 

In terms of pay policy levels, directors in Spain have 
earned a median basic fee of €96,900 (up from 
€91,300 last year). The median fees earned for 
chairing and participating in the audit committee 
have slightly increased, and now stand at €45,250 
for audit chairs (from €45,000 last year) and 
€35,000 for audit members (down from €30,000 

last year). Remuneration committee chairs earned 
€40,000 at the median (up from €38,000 last year) 
while for remuneration committee members this 
was €26,500 (up from €25,000 last year).

Directors’ pay is usually built on a mix of basic and 
committee fees, on top of which some companies 
also pay meeting fees. Fees are almost always 
entirely paid in cash.

The Spanish Securities Commission (CNMV) has 
asked IBEX 35 companies to apply a discount 
to policy fees to reflect both company financial 
performance and the conditions of the Spanish 
economy. Directors’ fees in banks that receive 
financial state support are not allowed to exceed 
€100,000 per year, which is further restricted to 
€50,000 where the state has become the major 
shareholder as a result of significant financial aid. 
Also, in the banking sector, Audit, Remuneration, 
Nomination and Risk Committees are compulsory, 
apart from any other stated in own by-laws.

Chair of Remuneration and Nomination Committees 
and majority of members must be independent 
Board members. No Executive Board member is 
allowed to be part of R&N Committee.

Slightly improvement has been seen around gender 
diversity in Spanish companies. On average  
75 percent of board positions continue to be filled 
by male directors. The gender pay gap in Spain is  
4 percent at the median (last year was 0 percent 
pay gap).

 Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €243,750 17

Non-executive director basic fee €96,900 30

Additional* fee for deputy chairman €47,500 18

Additional* fee for Audit Committee chairman €45,250 25

Additional* fee for Audit Committee members €35,000 22

Audit Committee meeting attendance fee €1,800 14

Additional* fee for Remuneration Committee chairman €40,000 25

Additional* fee for Remuneration Committee members €26,500 22

Remuneration Committee meeting attendance fee €1,600 14

Actual fee received

Non-executive chairman total fee 250,000 11

Average non-executive director total fee 149,800 33

* in addition to non-executive director basic fee

Typical non-executive director profile in Spain

Age: 62

Gender: Female in 25 percent and Male in 75 percent of instances

Most significant work experience: Gained within Spain in 58 percent of instances

3938

mailto:sergio.perez%40kornferry.com?subject=


Sweden

Juhani Ruuskanen           
T: +358 9 4133 6600             
E: juhani.ruuskanen@kornferry.com

At the median, there are seven directors serving on 
Swedish boards, who meet a total of 15 times during 
the year (board and committee meetings included). 
There are typically 10 board meetings in a year.

It is typical for Swedish companies to only operate 
two committees. All companies in the sample 
have committees for audit, all but one also has a 
committee for remuneration and 20 percent have 
a Risk Committee. Nomination is not an area which 
is undertaken by directors in Swedish companies, 
as practice is to have an external Nominations 
Committee, as is also the case in Norway. The Audit 
Committee meets typically six times a year and the 
Remuneration Committee meets five times during 
the year.

Employee representatives have long served on 
Swedish boards. They are elected by established 
Swedish Trade Unions, who also set their term 
of office. They have the same right to vote and 
essentially have the same standing as other board 
members in their remit. However, they are not 
remunerated as other board members (rather 
they are paid as trade union representatives). 
Occasionally companies go further than informing 
employee representatives of the decisions made 
by the various committees by allowing employee 
representatives on the Audit and Remuneration 
committees, though this is rare.

Sweden is one of the countries where there has 
been hardly any movement in actual fees this 
year, with board chairs earning fees of €205,000 
at the median (from €217,200 last year) and 
other directors earning fees of €75,800 at the 
median average (from €78,800 last year). The pay 

differential between chairman/member has been 
calculated at 2.74 at the median (2.86 last year).

Director pay in Sweden is structured around a basic 
fee and a committee retainer fee. At the median, 
board chairs earn a basic fee of €196,800 and 
other directors earn a median average of €58,900 
(compared to last year’s figures of €202,250 
and €60,600 respectively). Equity-based pay is 
uncommon, though it should be noted that a few 
companies pay participants in synthetic stock, 
otherwise all fees are in cash.

Sweden continues to maintain good levels of 
gender diversity. On average 43 percent of board 
positions are filled by female directors (31 percent 
last year). The gender pay gap has only 4 percent at 
the median average. 

The level of international work experience brought 
into Swedish companies by their directors has 
decreased slightly from last year. On average  
59 percent of directors have gained their main work 
experience within Sweden, 29 percent from within 
Europe and 12 percent have gained it from outside 
Europe. Diversity in terms of director nationality is 
however up on last year. This year on average  
57 percent of directors are from Sweden  
(56 percent last year), 33 percent are from other 
European countries (32 percent last year) and only 
10 percent are non-Europeans (down from  
12 percent last year).

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €196,800 24

Non-executive director basic fee €58,900 24

Additional* fee for deputy chairman €25,900 9

Additional* fee for Audit Committee chairman €26,300 23

Additional* fee for Audit Committee members €15,300 23

Additional* fee for Remuneration Committee chairman €12,900 22

Additional* fee for Remuneration Committee members €9,900 22

Actual fee received

Non-executive chairman total fee €205,000 22

Average non-executive director total fee €75,800 24

* in addition to non-executive director basic fee

Typical non-executive director profile in Sweden

Age: 59

Gender: Female in 43 percent and Male in 57 percent of instances

Nationality: Swedish in 57 percent of instances

Most significant work experience: Gained within Sweden in 59 percent of instances
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Switzerland

Prof. Dr. Michael Bursee          
T: +49 171 68 20 861
E: michael.bursee@kornferry.com

Swiss companies usually show a one-tier board 
structure but regularly this doesn’t apply to large 
corporations, which is why most companies in this 
sample (95 percent, same as last year) operate 
a two-tier board structure. Nonetheless, Swiss 
Supervisory boards have extensive competences in 
terms of strategy and execution.

Swiss boards typically comprise of ten directors who 
attend a total of 21 meetings per year (board and 
committee meetings included). There is typically no 
employee representation at board level.

Swiss companies usually operate four committees. 
All companies in the Swiss sample have committees 
which cover audit and remuneration, 79 percent 
have a nomination committees and 37 percent have 
a separate risk committee. 

Over the course of the last year, Swiss boards met 
nine times at the median, audit and remuneration 
committees met seven and five respectively and 
nomination committees met six times.

Switzerland in general is not as strongly regulated 
as other countries in Europe. However, in 2002, 
the “Swiss Code of Best Practice for Corporate 
Governance” was introduced and has influenced 
the development of corporate governance in 
Switzerland and is considered to be an instrument of 
self-regulation.

The median actual fees this year are €1.264,400 
(€1.263,000 last year) for Board chair. Actual fees 
for other directors have increased from last year, 
with directors now earning a median average of 
€296,600 (€267,500 last year). 

Policy pay has decreased on last year’s reported 
figures. Board chairs earn €1.276,500 (€1.304,000 
last year) at the median. Basic pay for other 

directors has decreased to €207,800 (€220,400 last 
year) at the median.

In terms of fee structure, director pay in Switzerland 
typically consists of a basic fee plus a committee 
retainer. Meeting fees have become fairly uncommon 
and are only provided by two companies in the 
sample. The committee retainer fee for participating 
in the audit and remuneration committees have 
increased to €39,300 and €34,400 (from €38,500 
and €30,200 last year) respectively. However, the 
audit chair continues to out-earn the remuneration 
committee chair in terms of committee fees, 
earning €103,100 against €52,900 at the median 
respectively. Audit chairs earn €103,100 (up from 
€96,800), and remuneration chairs earn €52,900 
(down from €53,100) at the median.

The pay differential between board chairs and other 
directors, which compares the actual fees obtained 
by board chairs with the average amount earned 
by all other directors at each company, is up on last 
year. Board chairs now earn 5.02 times the amount 
earned by other directors at the median (4.47 last 
year).

It is common for directors to receive their fees 
both in cash and share grants, and this occurs in 
63 percent of the sample. The equity granted is 
typically, but not always, smaller than the cash 
component. None of the companies reward stock 
options as this would be seen to compromise 
director independence. Critics fear that variable 
payments of any form would reduce the 
independence and might influence directors to make 
decisions conflict the long-term sustainable growth 
of the company.

Directors in Switzerland continue to bring large 
amount of international work experience with 

them to the boardroom. This has been a ‘natural’ 
development rather than brought about by any 
regulatory requirements. The Swiss Code of Best 
Practice for Corporate Governance recommends 
that the Board of Directors should include members 
with long- serving international experience if a 
significant part of the company’s operations is 
abroad. Our figures show that geographical span 
of work experience to be very strong. Switzerland 
continues to recruit the lowest proportion of 
directors whose main work experience has been 
obtained locally: on average 31 percent of directors 
have gained the majority of their work experience in 
Switzerland, 40 percent have gained it from the rest 
of Europe and 29 percent from outside of Europe.

Similarly, Switzerland has the lowest percentage of 
directors of local nationality: on average 43 percent 

of directors are Swiss, 32 percent are Europeans of 
other nationalities and 25 percent are from outside 
Europe.

Switzerland does not, however, boast such strong 
diversity figures in terms of gender. There continues 
to be a shortfall of women directors. In 2019, 
a quota on gender diversity was introduced in 
Switzerland. Thus, in companies listed on the Swiss 
stock exchange and with more than 250 employees, 
women must make up at least 30 percent of board 
members within five years. However, there is no 
plan to impose sanctions on companies that do 
not fulfil the quotas. Instead these firms will simply 
have to explain their reasons and set out how they 
plan to rectify the situation. Currently, on average, 
78 percent of directors are male, and 22 percent are 
female. 

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €1,276,500 16

Non-executive director basic fee €207,800 16

Additional* fee for deputy chairman €122,700 10

Additional* fee for Audit Committee chairman €103,100 14

Additional* fee for Audit Committee members €39,300 14

Additional* fee for Remuneration Committee chairman €52,900 13

Additional* fee for Remuneration Committee members €34,400 13

Actual fee received

Non-executive chairman total fee €1,264,400 17

Average non-executive director total fee €296,600 18

* in addition to non-executive director basic fee

Typical non-executive director profile in Switzerland

Age: 61

Gender: Female in 22 percent and Male in 78 percent of instances

Nationality: Swiss in 43 percent of instances

Most significant work experience: Gained within Switzerland in 31 percent of instances
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United Kingdom

Rob Burdett           
T: +44 7979 537326
E: rob.burdett@kornferry.com

British companies typically operate a unitary board 
where both non-executive and executive director sit 
alongside each other. The UK Corporate Governance 
Code states that at least half the board of a listed 
company should be independent, including all 
members of the Audit and Remuneration Committees.

The median number of directors per company in the 
FTSE 100 (surveyed here) is seven this year. Directors 
in the UK typically attended eight board meetings in 
the year.

The UK Corporate Governance Code recommends that 
the board has three committees: Audit, Remuneration 
and Nomination. In addition, 32 percent of companies 
in the sample also have a separate Risk Committee. 
The Audit and Remuneration Committees typically met 
five times, Nomination four times and Risk Committees 
typically met six times over the year.

Pay for non-executive directors tends to be made up 
of a basic fee and a committee chair retainer fee where 
applicable. The role of Senior Independent Director 
also tends to attract an additional fee. Seldom do UK 
companies pay on a meeting attendance basis (or for 
merely being a member of a committee). The fee for 
the board chair is typically an all-encompassing one 
with no added premia for any additional responsibilities 
taken on. The median fee for board chairs is €482,000 
(compared to €462,600 last year) and for other 
directors the median basic fee is €79,400.

The median committee retainer fee for the Audit and 
Remuneration chair are similar, at €22,700, which is an 
interesting development as the Audit Committee chair 
role historically attracted a notably higher fee. Median 
committee fees for membership of the Remuneration 
Committee, where paid, lag just behind that of the 

Audit Committee, with the former earning €16,200 
while the latter earns €17,000 (although, as stated 
above, committee membership fees are rare in the UK).

In terms of aggregate fees, directors in the UK now 
earn median fees of €98,900. The median pay 
differential between the actual fees for board chairs 
versus those earned by other directors is the highest in 
Europe with board chairs earning well over 4 times the 
amount earned by other directors at the median.

The UK Corporate Governance Code includes a specific 
provision discouraging companies from including 
share options or other forms of performance-related 
elements as part of non-executive directors’ fee 
arrangements. In exceptional cases where equity is 
granted, companies should gain shareholder approval 
prior to grant and the acquired shares should be held 
for at least a year following the director’s departure 
from the board. Our figures show that the vast majority 
of directors receive all fees in cash, with only seven 
percent of the companies in the sample part paying 
fees in shares (typically not as part of any incentive 
plan as such, but instead as immediate receipt of full 
value shares).

A revised UK Corporate Governance Code was 
published in July 2018 and became applicable from 1st 
January 2019. An over-riding theme of the new Code 
is the wish to ensure that directors’ decision-making 
considers the voice of a wide range of stakeholders, 
particularly employees. For example, the new Code 
suggests that companies should adopt one of three 
approaches to engaging employees: (1) designating a 
specific non-executive director to act as the conduit 
through which employees’ concerns can be expressed 
to the board, (2) establishing a formal employee 
advisory council, or (3) the workforce being able to 

appoint a non-executive director to the board from 
their own ranks. The Code also stresses the importance 
of ensuring that a company’s culture and its strategy 
are aligned to pay. 

Director diversity in the UK boardroom continues to 
be an issue as companies strive for board diversity. 
Women on boards continue to attract most attention. 
As yet there are no legal quotas in place. However, the 
Hampton-Alexander Review (an independent, business-
led review supported by the UK Government) has set 
a series of recommendations aimed at increasing the 
number of women in leadership positions in the 350 
largest UK listed companies, namely that there should 
be 33% women on FTSE 350 boards and 33% women in 
FTSE 100 “leadership teams” by 2020 (with “leadership 
teams” defined as members of the Executive 
Committee and those senior leaders who are direct 
reports to Executive Committee). This year, 35 percent 
of the average board is female within the sample.

While women on boards remain in focus, the Parker 
Committee urges business leaders to improve the 
ethnic and cultural diversity of UK boards to better 
reflect their employee base and the communities they 
serve. The report sets out objectives and timescales 
to encourage greater diversity, such as increasing the 
ethnic diversity of UK boards by proposing each FTSE 
100 board have at least one director from an ethnic 
minority background by 2021 and for each FTSE 250 
board to do the same by 2024.

This year’s figures also show that an average of  
60 percent of non-executive directors have gained the 
bulk of their work experience within the UK,  
26 percent from outside Europe and 14 percent from 
within Europe. When looking at directors’ nationality 
an average of 51 percent is British, 23 percent are from 
other European countries and 26 percent are non-
Europeans.

Element Median fee Companies

Policy fee and structure prevalence 

Non-executive chairman basic fee €482,000 85

Non-executive director basic fee €79,400 85

Additional* fee for deputy chairman €22,700 83

Additional* fee for Audit Committee chairman €22,700 84

Additional* fee for Audit Committee members €17,000 48

Additional* fee for Remuneration Committee chairman €22,700 83

Additional* fee for Remuneration Committee members €16,200 38

Additional* fee for Risk Committee chairman €46,500 15

Additional* fee for Risk Committee members €22,700 12

Actual fee received

Non-executive chairman total fee €473,800 80

Average non-executive director total fee €98,900 85

* in addition to non-executive director basic fee

Typical non-executive director profile in the United Kingdom

Age: 62

Gender: Female in 35 percent and Male in 65 percent of instances

Nationality: British in 51 percent of instances

Most significant work experience: Gained within UK in 60 percent of instances
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Sample
This study examined disclosures covering non-executive directors at  
393 companies in 13 countries across Europe. A full list of these companies is 
provided at the end of the report. These companies represent the constituents 
of the major investment index for each country and all data has been collected 
from publicly filed sources, most commonly the annual report.

Data collected
Our data collection focused on the remuneration levels paid to non-executive 
directors elected by general meeting for services on the supervisory board 
and its committees. Throughout the report, we differentiate between board 
chairs and all other non-executive directors. We did not collect information 
about any management board members for companies who have a two-tier 
board structure and data on employee representatives are excluded. The data 
collected represents the policy amount that the company intends to pay each 
director for specific services rendered, as well as an aggregate total amount 
paid to each individual for the prior years’ service.

In our charts and tables, we have only included countries where there has 
been a sufficient sample size to provide an accurate picture.

We did not include data on directors who left mid-year or who joined mid-
year. For this study, we used data on directors who have been employed for at 
least a year.

Policy fees
Policy fees represent the disclosed fee paid to each specific role on the board. 
We have examined the following elements to policy fees.

Basic fee – this is the fee paid for service on the supervisory board and can 
include a fixed retainer fee or a variable (often profit share-based) component. 
The amount paid to the chair of the board is collected independently of the 
amount paid to regular members of the board.

Committee retainer – this is the fee paid for service on a committee of the 
supervisory board. We have differentiated between the fee paid for chairing a 
committee versus and that paid for being a member of the committee.

Meeting fees – where applicable we have collected the policy for fees paid for 
meeting attendance. We have collected these on a per meeting basis for both 
board and committee meetings separately as well as chair versus members 
meeting fees.

Methodology
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Actual pay
Actual pay has been collected as the value awarded to each individual for service on the supervisory board, 
as disclosed by the company in the annual report. This value will include payments for service on the board 
as well as any applicable committee retainers, meeting fees or variable pay awarded. Typically, this figure is 
disclosed as an aggregate value and we are therefore not able to break it out into the same categorization 
as the policy figures.

Sector classification
Sectors have been categorized according to Korn Ferry’s global sector classification model. We have replaced 
the financial services sector with individual sectors for banks, insurers and other financial companies. Automotive, 
Transport and Technology normally form part of the industrials super-sector but we have chosen to categories 
them separately due to varied pay practice within these sub-sectors.

Sector Included

Automotive Automobiles & parts

Banking Banks

Communications
Media 
Mobile telecommunications

Fixed-line telecommunications

Consumer Goods
Beverages
Personal Goods

Tobacco 
Leisure Goods

Consumer Services
Food & drug retailers
General retailers

Travel & Leisure 
Household goods & home construction

Health and Life Sciences Pharmaceuticals & biotechnology Medical care equipment & services

Industrials
Construction & materials
Food producers
General industrials

Industrial engineering
Industrial transportation
Support services

Insurance Life insurance Non-life insurance

Natural Materials
Mining
Chemicals

Forestry & paper 
Industrial metals & mining

Oil & Gas Oil & gas producers Oil equipment, services & distribution

Other financials
Financial services
Real estate investment trusts

Real estate investment & services

Technology
Aerospace & defense 
Electronic & electrical equipment 

Hardware & equipment
Software & computer services

Transport Industrial Transportation

Utilities
Alternative energy 
Electricity

Gas, water & multi utilities

Statistics
This report focuses on median values to minimize the 
effect of outliers in the data. Throughout the report, we 
also refer to median average figures. When calculating 
the actual pay data, our approach was to calculate the 
average pay amongst the individuals at a company 
and then report on the median of those averages for 
country level statistics. A minimum of five data points 
was required for us to provide a median figure for a 
country or for Europe.

Market Capitalization
Historical market capitalization data for the most 
recent period end (2018) is listed in Euros (€) and 
has been extracted from Bloomberg L.P.

Foreign exchange
All values have been represented in Euros (€).  
For values which were disclosed in a currency 
other than Euros we have converted these  
values using the period average exchange rate 
for period 1 July 2018 to 30 June 2019.

Diversity
All diversity figures including age, gender, 
nationality and work experience have been 
sourced from annual reports, company’s 
websites and Bloomberg. The data has been 
interpreted by Korn Ferry.
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Austria

Company Market cap (€000,000)

ANDRITZ 4,096

CA IMMOBILIEN ANLAGEN 3,132

ERSTE GROUP 13,221

FLUGHAFEN WIEN 3,238

IMMOFINANZ 2,746

LENZING AG 2,432

MAYR-MELNHOF N/A

OMV 15,537

ÖSTERREICHISCHE POST 2,215

RAIFFEISEN BANK 6,919

RHI MAGNESITA 2,346

SCHOELLER-BLECKMANN OILFIELD 987

TELEKOM AUSTRIA 4,496

UNIQA VERSICHERUNGEN 2,591

VERBUND 8,871

VIENNA INSURANCE 3,141

VOESTALPINE 4,068

WIENERBERGER 2,583

ZUMTOBEL 309

Sample
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Belgium

Company Market cap (€000,000)

ACKERMANS & VAN HAAREN 4,533

AGEAS 10,005

ANHEUSER-BUSCH INBEV 147,074

ARGENX 4,371

BARCO 2,371

BEFIMMO 1,524

BEKAERT 1,569

BPOST 1,926

COFINIMMO 3,293

COLRUYT 6,581

D’IETEREN 2,552

ELIA SYSTEM OPERATOR 4,993

EURONAV 1,716

GALAPAGOS 8,790

GROUPE BRUXELLES LAMBERT 13,820

KBC GROEP 24,578

ONTEX 1,249

PROXIMUS 8,726

RECTICEL 440

SOFINA 6,350

SOLVAY 10,183

TELENET GROUP HOLDING 4,922

UCB 12,612

UMICORE 8,130

Denmark

Company Market cap (€000,000)

AP MOELLER – MAERSK 21,338

CARLSBERG 20,006

CHR HANSEN HOLDING 10,119

COLOPLAST 21,031

COPENHAGEN AIRPORTS 6,059

DANSKE BANK 11,203

DEMANT 6,073

DSV 21,076

GENMAB 11,795

GN STORE NORD 5,384

H LUNDBECK 6,083

NOVO NORDISK 85,356

NOVOZYMES 9,370

ORSTED 36,370

TRYG 8,092

VESTAS WIND SYSTEMS 14,450
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France

Company Market cap (€000,000)

ACCOR 10,456

AIR LIQUIDE 54,519

AIRBUS GROUP 94,288

AXA 54,113

BNP PARIBAS 54,483

BOUYGUES 12,999

CAPGEMINI 18,251

CARREFOUR 13,255

CREDIT AGRICOLE 31,729

DANONE 55,231

ENGIE (EX-GDF SUEZ) 33,754

ESSILOR 56,759

KERING 57,860

KLEPIERRE 9,064

LEGRAND 17,449

L'OREAL 137,366

LVMH 184,404

MICHELIN 18,204

ORANGE 36,447

PERNOD RICARD 43,883

PSA PEUGEOT CITROEN 21,190

PUBLICIS 10,759

RENAULT 16,707

SAFRAN 57,763

SAINT-GOBAIN 18,755

SANOFI 99,530

SCHNEIDER ELECTRIC 46,410

SOCIETE GENERALE 21,414

SODEXO 14,805

TECHNIPFMC 9,889

TOTAL 126,798

UNIBAIL-RODAMCO 17,583

VALEO 7,122

VEOLIA ENVIRONNEMENT 12,402

VINCI 58,580

VIVENDI 30,317

Finland

Company Market cap (€000,000)

AMER SPORTS N/A

CARGOTEC 1,662

ELISA 7,685

FORTUM 18,888

KEMIRA 2,042

KESKO 5,317

KONE 23,460

KONECRANES 2,394

METSO 5,683

NESTE OIL 21,988

NOKIA 25,856

NOKIAN RENKAAT 3,705

ORION 4,581

OUTOKUMPU 1,254

OUTOTEC 1,058

SAMPO 20,895

SANOMA 1,654

STORA ENSO 9,182

UPM-KYMMENE 14,069

WARTSILA 6,758

YIT 1,058
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Germany

Company Market cap (€000,000)

ADIDAS 53,925

ALLIANZ 88,438

BASF 58,661

BAYER 61,941

BEIERSDORF 27,555

BMW 41,486

COMMERZBANK 7,033

CONTINENTAL 24,415

DAIMLER 50,194

DEUTSCHE BANK 15,013

DEUTSCHE BÖRSE 26,250

DEUTSCHE POST 37,742

DEUTSCHE TELEKOM 71,598

E.ON 19,530

FRESENIUS 24,984

FRESENIUS MEDICAL CARE 19,118

HEIDELBERGCEMENT 13,055

HENKEL 38,648

INFINEON TECHNOLOGIES 22,600

LINDE 93,870

DEUTSCHE LUFTHANSA 6,849

MERCK 12,664

MUNICH RE 32,708

PROSIEBENSAT.1 MEDIA 3,136

RWE 16,095

SAP 132,145

SIEMENS 81,930

THYSSENKRUPP 7,973

VOLKSWAGEN 78,753

VONOVIA 23,372

Italy

Company Market cap (€000,000)

A2A 4,973

ASSICURAZIONI GENERALI 27,022

ATLANTIA 17,033

AZIMUT HOLDING 2,431

BANCA MEDIOLANUM SPA 5,129

BANCA MONTE PASCHI DI SIENA 1,837

BANCA POPOLARE DELL'EMILIA ROMAGNA 815

BANCO BPM 2,789

BUZZI UNICEM 3,791

CNH INDUSTRIAL 13,475

DAVIDE CAMPARI - MILANO 9,533

ENEL 65,831

ENI 51,101

EXOR 14,980

FERRARI 26,926

FIAT CHRYSLER AUTOMOBILES 19,200

FINECOBANK 5,663

INTESA SAN PAOLO 36,970

LEONARDO - FINMECCANICA 6,506

LUXOTTICA GROUP 56,759

MEDIASET 3,211

MONCLER 8,748

POSTE ITALIANE 12,944

PRYSMIAN 5,382

RECORDATI 8,072

SAIPEM 4,488

SALVATORE FERRAGAMO 2,974

SNAM 15,044

STMICROELECTRONICS 16,120

TELECOM ITALIA 10,683

TENARIS 12,183

TERNA 11,220

UBI BANCA 2,795

UNICREDIT 24,152

UNIPOL GRUPPO FINANZIARIO 3,371

UNIPOLSAI 6,739

YOOX NET-A-PORTER GROUP N/A
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The Netherlands

Company Market cap (€000,000)

AALBERTS INDUSTRIES 4,142

ABN AMRO 8,493

AEGON 7,917

AHOLD DELHAIZE 26,569

AKZONOBEL 18,255

ALTICE 5,631

ARCELORMITTAL 14,940

ASML HOLDING 94,440

ASR NEDERLAND 4,682

BOSKALIS WESTMINSTER 2,692

DSM 19,450

GEMALTO 22,529

HEINEKEN 55,846

ING GROEP 36,753

KPN 11,609

NN GROUP 11,073

PHILIPS 39,257

RANDSTAD 8,387

RELX 41,140

ROYAL DUTCH SHELL 209,181

SBM OFFSHORE 3,249

SIGNIFY 3,318

VOPAK 5,589

WOLTERS KLUWER 17,631

Norway

Company Market cap (€000,000)

AKER BP 9,341

AKER SOLUTIONS 787

DNB 24,845

DNO 1,499

EQUINOR 60,011

FRED OLSEN ENERGY N/A

GJENSIDIGE FORSIKRING 9,098

GOLDEN OCEAN GROUP N/A

MARINE HARVEST 10,984

NORSK HYDRO 6,848

NORWEGIAN AIR SHUTTLE 572

OTELLO CORPORATION 1,279

ORKLA 8,036

PETROLEUM GEO-SERVICES 461

PROSAFE N/A

REC SILICON N/A

ROYAL CARIBBEAN CRUISES N/A

SCHIBSTED 6,288

SEADRILL N/A

STOREBRAND 2,654

SUBSEA 7 3,038

TELENOR 26,524

TGS NOPEC GEOPHYSICAL CO 2,894

YARA INTERNATIONAL 10,724
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Spain

Company Market cap (€000,000)

ABENGOA N/A

ABERTIS INFRAESTRUCTURAS N/A

ACCIONA 5,230

ACERINOX 2,213

ACS ACTIVIDADES CONS Y SERV 11,287

AENA 24,323

AMADEUS IT HOLDING 28,495

BANCO BILBAO VIZCAYA ARGENTA 31,322

BANCO DE SABADELL 4,805

BANCO SANTANDER 60,764

BANKIA 5,029

BANKINTER 5,123

BOLSAS Y MERCADOS ESPANOLES 1,849

CAIXABANK 13,627

DISTRIBUIDORA INTERNACIONAL 297

EBRO FOODS 2,871

ENAGAS 4,822

FERROVIAL 19,067

FOMENTO DE CONSTRUC Y CONTRA N/A

GRIFOLS 16,074

IBERIA AIRLINES N/A

IBERDOLA 58,598

INDITEX 82,557

INDRA SISTEMAS 1,383

MAPFRE 7,610

MEDIASET ESPANA COMUNICACION 1,953

NATURGY ENERGY GROUP 23,174

OBRASCON HUARTE LAIN 331

RED ELECTRICA CORPORACION 9,940

REPSOL 22,263

SACYR 1,382

SIEMENS GAMESA 9,390

TECNICAS REUNIDAS 1,313

TELEFONICA 34,420

VISCOFAN 2,001

Sweden

Company Market cap (€000,000)

ALFA LAVAL 7,783

ASSA ABLOY 21,585

ATLAS COPCO 34,583

BOLIDEN 6,302

ELECTROLUX 6,702

ERICSSON LM 24,311

GETINGE 3,282

HENNES & MAURITZ 25,401

INVESTOR 33,476

LUNDIN PETROLEUM 8,270

MODERN TIMES GROUP 535

NORDEA BANK 26,084

SANDVIK 18,599

SECURITAS 4,861

SKANDINAVISKA ENSKILDA BAN 18,372

SKANSKA 7,081

SKF 7,245

SSAB 2,695

SVENSKA CELLULOSA 5,769

SVENSKA HANDELSBANKEN 17,047

SWEDBANK 14,523

SWEDISH MATCH 6,437

TELE2 8,912

TELIASONERA 17,149

VOLVO 28,943
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Switzerland

Company Market cap (€000,000)

ABB 39,780

ADECCO 8,360

CREDIT SUISSE 29,461

GEBERIT 16,033

GIVAUDAN 23,311

HOFFMANN-LA ROCHE 218,679

JULIUS BÄR GRUPPE 8,921

LAFARGEHOLCIM 27,405

NESTLÉ 289,530

NOVARTIS 197,581

RICHEMONT 37,511

SGS 16,904

SWATCH GROUP 12,743

SWISS LIFE HOLDING 14,804

SWISS RE 30,273

SWISSCOM 23,054

SYNGENTA N/A

UBS 39,666

ZURICH INSURANCE GROUP 51,181

United Kingdom

Company Market cap (€000,000)

ADMIRAL GROUP 6,941

AGGREKO 2,407

ANGLO AMERICAN 29,844

ANTOFAGASTA 10,541

ASSOCIATED BRITISH FOODS 20,574

ASTRAZENECA 101,483

AVEVA GROUP 6,690

AVIVA 17,091

BAE SYSTEMS 21,076

BARCLAYS 28,891

BHP BILLITON 111,570

BP 118,168

BRITISH AMERICAN TOBACCO 75,962

BRITISH LAND CO 5,851

BT GROUP 19,314

BUNZL 8,048

BURBERRY GROUP 10,045

CAPITA 2,680

CAPITAL & COUNTIES PROPERTIE 2,121

CENTRICA 4,761

COBHAM 4,308

COMPASS GROUP 35,581

CRH 24,361

CRODA INTERNATIONAL 6,924

DIAGEO 86,894

DIGNITY 286

DS SMITH 5,522

EASYJET 4,595

EXPERIAN 25,479

FERGUSON 15,580

FRESNILLO N/A

G4S 3,431

GKN N/A

GLAXOSMITHKLINE 92,165

GLENCORE 38,462

HAMMERSON 2,305

HSBC HOLDINGS 139,337
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Company Market cap (€000,000)

IMI 3,104

IMPERIAL TOBACCO GROUP N/A

INFORMA 11,880

INCHCAPE 2,928

INMARSAT 3,042

INTERCONTINENTAL HOTELS GROUP 10,299

INTERTEK GROUP 9,907

ITV 5,603

KINGFISHER 4,773

LAND SECURITIES GROUP 6,927

LEGAL & GENERAL GROUP 16,458

LLOYDS BANKING GROUP 41,808

MAN GROUP 2,887

MARKS & SPENCER GROUP 4,468

MEGGITT 5,502

MONDI 8,857

NATIONAL GRID 32,956

NEXT 9,183

OLD MUTUAL N/A

PEARSON 7,637

PERSIMMON 7,323

PETROFAC 1,721

PROVIDENT FINANCIAL 1,218

PRUDENTIAL 42,699

RANDGOLD RESOURCES N/A

RECKITT BENCKISER GROUP 50,053

RENTOKIL INITIAL 9,215

RIO TINTO 81,462

ROLLS-ROYCE HOLDINGS 17,458

ROYAL BANK OF SCOTLAND GROUP 27,717

RSA INSURANCE GROUP 6,190

SAGE GROUP/THE 8,282

SAINSBURY/J 5,346

SHIRE N/A

SCHRODERS 9,514

SMITH & NEPHEW 18,738

SMITHS GROUP 7,396

Company Market cap (€000,000)

SPORTS DIRECT INTERNATIONAL 1,648

ST JAMES'S PLACE 5,972

STANDARD CHARTERED 24,794

STANDARD LIFE 7,216

TATE & LYLE 3,900

TAYLOR WIMPEY 6,022

TESCO 25,781

TRAVIS PERKINS 3,960

TUI 5,576

UNILEVER 148,683

UNITED UTILITIES GROUP 6,089

VODAFONE GROUP 47,208

WEIR GROUP/THE 4,545

WILLIAM HILL 1,793

WM MORRISON SUPERMARKETS 5,461

WWP 14,146
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Exchange rates applied to non-Euro data
The following table shows the exchange rates applied to data from non-Euro countries 
(example: 1 NOK = €0.1034).

Currency Euro (2018/19) Euro (2017/18) Difference

CHF (Switzerland) 0.8811 0.8636 102%

DKK (Denmark) 0.1340 0.1343 100%

GBP (United Kingdom) 1.1342 1.1283 101%

NOK (Norway) 0.1034 0.1048 99%

SEK (Sweden) 0.0958 0.1009 95%
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– the structure, the roles and responsibilities, as well as how they compensate, develop and  
motivate their people. As importantly, we help organizations select and hire the talent they need to 
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