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1) Based on the constituents of the FTSE 100 index in September 2021 with year ends in September 2021 or later.

This report sets out a summary of the key executive remuneration trends for the 2022 AGM 
season based on the first 50 companies in the FTSE 1001 to publish their 2021 remuneration 
report. 

While it is still relatively early in the 2022 AGM season, initial indications are that FTSE 100 pay 
outcomes have, in most sectors, recovered to pre-pandemic levels. Single figure outcomes for 
CEOs have largely recovered, increasing by 34% compared to 2020. This has been driven 
primarily by a significant increase in annual bonus outcomes, with the median outcome 
exceeding both 2020 and pre-Covid levels in 2017, 2018, and 2019. This is a consequence of 
the post-Covid boom some sectors have experienced, as well as strong performance against 
perhaps more conservative targets set at the start of the year, in the context of both Covid-19 
and market uncertainty coming into 2021.

The impact of the pandemic on performance continues to be felt in the outcomes of long term 
incentive plans (generally based on 2019-2021 performance). Average vesting levels are up 
slightly from 2020, but remain significantly below pre-Covid levels (albeit with a much wider 
range of outcomes). 

Looking ahead to 2022, more CEOs are receiving a salary increase this year (median of 3%), 
following a high proportion of pay freezes for 2021, with increases generally at, or below, the 
level for the wider workforce (median also 3%).

Stakeholder focus on environmental, social and governance (ESG) measures continues to drive 
increased adoption of such measures in incentive plans, with 86% of companies in our sample 
including such measures in at least one of their incentive plans for 2022. In particular, there is a 
notable increase in the proportion of companies adopting environmental measures in their 
annual bonus (42%, up from 30% in 2021) and long term incentive plans (40%, up from 26% in 
2021). Overall, in 2022, ESG measures remain more prevalent in annual bonus plans (72% of 
companies) than long term incentive plans (50% of companies). 

We expect shareholders and proxy agencies to continue to scrutinise executive pay outcomes 
and proposals on the basis of perceived fairness and alignment of stakeholder experience 
against the backdrop of rising living costs and an uncertain geopolitical climate. 
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of companies adopting 
ESG measures in at least 
one of their 2022 incentive 
plans (2021: 64%)

of CEOs received no 
bonus for 2021 (2020: 24% 
of CEOs)

CEO CFO

Remuneration outcomes 2020 2021 2020 2021

Single figure amount (£'000)¹ 3,067 4,118 1,725 2,622

Annual bonus payout
(% of maximum) 44% 82% 39% 84%

LTIP vesting
(% of maximum) 42% 46% 43% 46%

Remuneration policy implementation 2021 2022 2021 2022

Salary increase
(excluding freezes) 2.6% 3.0% 3.0% 3.0%

Pension
(% of salary) 15% 14% 12% 12%

Annual bonus normal maximum
(% of salary) 200% 200% 200% 200%

LTIP grant value
(% of salary) 275% 275% 225% 245%

LTIP normal maximum
(% of salary) 300% 300% 250% 250%

Shareholding requirement
(% of salary) 313% 350% 250% 250%

1) Figures are presented including buyout awards and excluding Directors where the incumbent has not been in role for two full financial years.

Proportion of CEOs with 
salary freezes has 
decreased (17% for 2022 
vs 47% for 2021)

The table sets out a snapshot of the FTSE 100 remuneration outcomes for 2021 and implementation for 2022, with prior year figures provided for comparison. All 
figures are medians of the sample and are based on the first fifty FTSE 100 companies to publish their Annual Report for financial years ending in September 2021 
or later. 
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FTSE 100 2021 mid-AGM season snapshot

increase in median CEO 
single figure for 2021 
(CFO: 52% increase)

Increase in median CEO 
bonus outcome (82% vs 
44% of maximum in 2020)

2%

34%

86%
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Recovery of total 
remuneration to pre-Covid 
remuneration levels

Figure 1: CEO total single figure of remuneration for 2019, 2020, and 2021

Lower quartile -> Median Median -> Upper quartile

The median CEO total remuneration (based on the “single total figure of 
remuneration”) for 2021 has increased from last year’s dip to be broadly in 
line with the 2019 level, before the onset of the pandemic.

Although the median average level is similar, the range of CEO single figure 
outcomes in 2021 is narrower than 2019, driven by strong annual bonus 
outcomes almost entirely across the market, as outlined on the next page.
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The median bonus payout (as a % of maximum opportunity) has increased 
significantly on prior year for Executive Directors and is above historical 
pre-Covid levels. 

Bonus outcomes for 2020 were generally lower as a result of:

• challenging underlying performance against performance targets which 
in most cases were set prior to the pandemic; and

• the cancellation of bonus schemes, exercise of downwards discretion 
by Remuneration Committees and waivers by Executive Directors.

In contrast, 2021 outcomes are higher, driven by:

• a post-Covid boom in some sectors since the easing of Covid-19 
restrictions leading to increased demand and higher prices; and

• in some cases, strong performance against targets which were set 
conservatively at the start of 2021 to reflect greater market uncertainty. 
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Significant increase in annual bonus outcomes from 2020…

Figure 2a: CEO Incentive payouts as a % of maximum from 2017 to 2021

Figure 2b: Distribution of CEO annual bonus payouts as a % of maximum in 2017-2019, 
2020, and 2021

The shift to significant levels of low (or zero) payouts in 2020 in light of the 
impacts of Covid-19 has reversed in 2021, with just one CEO in our sample 
of 50 companies receiving no bonus (as a result of a waiver).

96% of CEOs received a bonus at or above the typical “target” level (50% 
of maximum), compared to 42% in 2020 and 80% in the period 2017-2019. 

The vast majority of companies did not access Government support 
schemes during the year and have maintained or already reinstated their 
dividend programmes. Guidance from shareholders and proxy agencies 
suggests that they generally remain opposed to bonus payments for 
Executive Directors where Government support schemes have been used 
and/or dividend programmes remain suspended, and therefore the small 
number of companies in this situation may receive significant additional 
shareholder scrutiny.

Lower quartile -> Median Median -> Upper quartile
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The impact of Covid-19 was evident in performance outcomes for 2020 
with a shift to lower vesting outcomes - 20% of outcomes were below 50% 
of maximum in the period 2017-2019 but this increased to 54% in 2020. 

Although the 2021 median vesting outcome is similar to 2020:

○ the proportion of vesting outcomes below 50% of maximum (52%) 
remains broadly consistent with 2020; but

○ where outcomes are above 50% of maximum, the average outcome 
is higher in 2021 than 2020 - a fall in outcomes between 50% and 
74% of maximum has been balanced out with increases in the 
proportion of outcomes above this level. 
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…but only a modest increase in long term incentive outcomes

Figure 3a: CEO LTIP outcomes as a % of maximum from 2017 to 2021

Figure 3b: Distribution of CEO LTIP payouts as a % of maximum in 2017-2019, 2020, 
and 2021

In contrast to bonuses, the performance outcomes for long term incentive 
awards have not returned to pre-Covid levels, with only a small increase on 
2020. 

This reflects the long term nature of the schemes, with outcomes for some 
companies being low (or zero) because:

• Some performance metrics (such as those measured on a cumulative 
basis) include weaker performance outturns in 2020 and 2021 
compared to targets set at the time of grant in 2019;

• Other performance metrics (such as those based on end point 
performance compared to the start) also reflect weaker performance 
than expected three years ago (even if performance exceeded 
expectations over the last year).

However, the range of performance outcomes remain broad, as outlined on 
the right. 

Lower quartile -> Median Median -> Upper quartile
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Median CEO:50th percentile 
pay ratio returns to 2019 
levels

Figure 4: CEO: 50th percentile pay ratios in 2019, 2020, and 2021

The median CEO:50th percentile pay ratio has increased from 54:1 in 2020 
to 74:1 in 2021, marking a return to 2019 levels of 72:1. This has largely 
driven by a significant increase in the single figure for many CEOs this year. 

In some cases, the increase in the pay ratio has been partially offset by an 
increase in employee pay (e.g. due to higher workforce bonus outcomes). 
However, as the CEO’s package is typically more leveraged than the 
employee population, high bonus outcomes generally lead to higher ratios. 

The highest and lowest 2021 CEO:50th percentile pay ratios to date are 
289:1 and 21:1 respectively.

Lower quartile -> Median Median -> Upper quartile
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There has been a significant fall in the proportion of Executive Directors receiving a pay freeze, 
with only 17% of CEOs receiving no increase for 2022 (2021: 47%). 

Salary increases (excluding freezes) are slightly higher for CEOs this year, but lower than current 
inflation levels, with a median of 3% (2021: 2.6%). The range of CFO salary increases for 2021 
was broad, driven by a number of above workforce level, market related adjustments - the 
median for 2022 is also 3% (and the range is much narrower). Median wider workforce increases 
(where disclosed) are aligned to both CEO and CFOs at 3%. 

Of those companies disclosing wider workforce increases, 59% are awarding the CEO an 
increase in line with the wider workforce, whereas 36% are awarding an increase below that of 
the wider workforce.

Majority of Executives will receive a 
salary increase but these are in line 
with, or below that, of the workforce
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Lower quartile -> Median Median -> Upper quartileCEO CFO
Figure 5a: Proportion of CEOs and CFOs with salary 
freezes in 2021 and 2022

Figure 5b: CEO and CFO salary increases for 2022. Note: 
For 2022 CFO salary increases, the median and upper 
quartile are both 3%. 
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86% of companies are using ESG 
measures in at least one of their 
incentive plans for 2022

Figure 6: Percentage of companies using ESG measures in 2021 and 2022 in one of their 
incentives.

With ESG issues featuring high on the agenda of Boards, shareholders, and broader 
stakeholders, the adoption of ESG measures in incentive plans is increasing for 2022. 
86%1 of FTSE 100 companies in our sample have included E, S or G measures in 
their annual bonus and/or long term incentive plan for this year (an increase on the 
64% that included such measures last year).

In particular, there is an increase in the adoption of E and S measures - further details 
are set out on the next page.

1)  Where not prospectively disclosed for annual bonus plans, we assume that companies that adopted ESG 
measures in 2021 will continue to do so in 2022.
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Annual Bonus

Although social measures remain the most common ESG metric within 
annual bonus plans, the primary driver of the increased prevalence in of 
ESG measures for 2022 bonus plans is a greater adoption of environmental 
measures, with emission reduction measures being particularly common. 

Social measures in bonus plans continue to be dominated by diversity and 
inclusion (41%), health and safety (41%) and employee engagement (36%).

Governance measures predominantly relate to risk-related metrics, which are 
primarily adopted by companies in the Financial Services sector.
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Increasing use of environmental and social measures in 
incentive plans

Note that ESG measures have been broadly defined as any measure relating to the environment, 
sustainability, community, employee engagement, diversity, health & safety and risk.

Figure 7a: Annual bonus - % of companies using ESG measures in 2021 and 2022

Figure 7b: LTIP - % of companies using ESG measures in 2021 and 2022

LTIP

The increase in ESG adoption in long term incentive plans has also been 
driven by growing use of environmental measures, many of which are 
inherently long term in nature (particularly where related to a net zero 
commitment in 2030 or beyond). The most common types of environmental 
measures are those related to decarbonisation or energy reduction.

There is also a slight increase in the use of social measures for 2022. 
Diversity and inclusion is the most common type of social measure - the 
majority of companies including this measure in the LTIP do not include it in 
their annual bonus. 
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Increases in variable pay 
where Policy changes are 
being put forward
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Lower quartile -> Median Median -> Upper quartile
Figure 8: CEO and CFO annual bonus maximum and LTIP opportunities for 2022

11 companies in our sample (22%) are putting forward new Directors’ 
Remuneration Policies for shareholder approval, and one company (2%) is 
seeking an amendment to their existing Policy. 

Of these, five companies (42%) are increasing the normal maximum 
combined incentive opportunity for their CEO, and two companies (17%) are 
doing so for their CFO. Of the five companies:

• Four companies (33% of the 11 putting forward new policies) are 
increasing the normal CEO maximum LTIP opportunity, and one company 
is doing so for their CFO; and

• One company (8% of the 11 putting forward new policies) is increasing 
the normal maximum bonus opportunity for their CEO and CFO.
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Figure 9: Incumbent pension contribution levels in 2020 and 2021
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Pension contributions for around 90% of CEOs will be 
aligned with the wider workforce level by end of the year

97% of companies now have new joiner pension rates 
aligned to their wider workforce

Most Executive Directors currently receive pension contributions 
in line with the wider workforce level. The majority of the 
remainder will have their pensions contribution levels aligned 
with the wider workforce by the Investment Association's 
deadline of the end of 2022:

The remaining companies either do not currently intend to lower 
the rate to that of the wider workforce or have set out a 
timeframe beyond 31 December 2022.

We estimate that the median pension contribution level for 
Executive Directors in 2023 will be around 10% of salary, which 
is also in line with the median contribution level for new hire 
Executive Directors. 

64% of companies already have pensions for incumbent 
CEOs aligned to the wider workforce

71%
of companies who are not currently aligned have 
disclosed a plan to align the incumbent CEO with the 
wider workforce by the end of 2022

89% of incumbent CEOs will have pension contributions 
aligned to the wider workforce by the end of 2022
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