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Abstract 

In 2007, the world witnessed the preface of what was to become the worst global finan-

cial crisis in decades. Both during, and in the aftermaths of the crisis, the factors causing 

it have been a matter of widespread discussions. The banking sector has faced much of 

the blame because of excessive risk-taking, especially within the US subprime mortgage 

market. Though there are many inputs to consider, bank remuneration policies have 

been subject to much discussion, and is in many cases believed to be structured in a way 

that encourages an unsound perspective on risk taking.  

This thesis aims at observing the remuneration policies, and the development of these, 

within nine banks during the time period of 2004-2010. In order to investigate whether 

there can be found national patterns in the setting of remuneration policies, we have 

chosen to observe three banks from Sweden, Denmark and The United Kingdom re-

spectively. Different input factors are used in order to analyze the remuneration poli-

cies; the possible influence of applicable corporate governance codes, statements on re-

muneration policies in annual reports, actual awarded remuneration and firm perfor-

mance measured in terms of net profits.  

We have concluded that most banks of the study have faced a development in remunera-

tion policies during the observed time period. The consistent tendency seems to be to 

put less focus on short-term incentive schemes and stock option programs. There exist 

some national patterns concerning the policies on remuneration; however they seem li-

mited to the amount of variable remuneration awarded. The effect of the development of 

the national corporate governance codes on the setting of remuneration policies seems 

to be limited. We cannot find any evidence showing that the banks within any nation 

have performed better than the ones of another nation, measured in terms of stability of 



 

 

net profits. However, one individual bank, Swedish Nordea, outperforms the rest.  As 

the bank is distinguishing itself from the rest of the banks concerning the remuneration 

policy, focusing on risk-adjusted-, financial as well as non-financial measures when 

granting performance related remuneration, we believe the remuneration policy to be an 

input factor leading to this performance.  
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1 Introduction 

1.1 Background 

In 2007-2009, the financial crisis hit the global economy hard. The crisis, originating 

mainly from US subprime mortgages, swiftly spread across the Atlantic to Europe, indi-

cating just how interlocking today’s economy of global investment are. In Europe, 

many examples of the consequences originating from the crisis can be given. In Iceland, 

the local currency was devalued with about 25% during the course of one day as a result 

of the problems faced by local banks (Sedlabanki.is, 2008).  

The European Union was neither able to elude the consequences of the crisis. Major Eu-

ropean economies such as the United Kingdom (UK) and Germany were both forced to 

save local banks with government money (BankofEngland.co.uk, 2008). In Sweden, the 

crisis caused a drop of more than 50% on the OMXS30 index (nasdaqomxnordic.com, 

2009). The Swedish banks, especially Skandinaviska Enskilda Banken (SEB) and 

Swedbank, with a large exposure in the Baltic countries, suffered severely and, even 

though they were not forced to receive government bail-out money, many were forced 

to issue new stocks in order to maintain their capital requirements. Overall though, the 

Swedish banks should be considered to have managed the crisis relatively well com-

pared to other European banks (nasdaqomxnordic.com, 2009). 

In Denmark, the crisis had a great impact. For example, the gross domestic product 

(GDP) dropped by 4.3% and the housing prices in the Copenhagen area fell with ap-

proximately 30% after the third quarter of 2006 (Boverket, 2009). At first glance this 

might sound like something that could have devastating consequences for the banking 

sector, holding the houses as mortgages securities. However, the major banks of Den-

mark still managed the crisis relatively well, without having to receive government sup-

port. Some smaller actors, such as Roskilde Bank, were however forced to receive help 

from the government. As mentioned above, banks of other European countries, such as 

the UK, did not manage the crisis quite as well. The UK government purchased 63% of 

Royal bank of Scotland (RBS) and 43, 5% of HBOS and Lloyds in October of 2008 

(BankofEngland.co.uk, 2008). 

Both during and after the worst stages of the crisis, many discussions and evaluations 

concerning how to prevent future crisis of this kind has been pursued. Several different 
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factors naturally played a part in the situation; therefore the ampleness of the debate is 

to be considered as rather wide. One area of concern that has been a matter of debate 

even before the crisis, and that also face part of the blame for causing it, is the remune-

ration packages provided to executives as well as lower level employees within banks 

and other financial institutions. This might naturally be an area of concern within other 

sectors as well, the financial sector however seems to have faced most critique because 

of this matter (EC1, 2009) 

Within the European Union, the matters of remuneration policies were discussed and 

the main focuses were put on the financial sector. On the 30
th

 of April 2009 the Euro-

pean Commission released a recommendation concerning the remuneration policies in 

the financial services sector, recommendation 2009/384/EC, the recommendation can be 

seen as an extension of the existing corporate governance codes, even though it is only 

applicable to the financial services sector. In the introductions to the recommendations, 

the commission clearly expresses dissatisfaction towards the current remuneration poli-

cies, stating that these encourages excessive risk taking and thus have been a factor, 

even if not the major one, in causing the financial crisis (EC1, 2009). Therefore, in or-

der to create remuneration policies that are in line with a sound perspective on risk tak-

ing, the recommendation strive to provide a better governance system and a system of 

remuneration policies that has a focus on the long term objectives of the financial insti-

tute in mind rather than the short term profits, which often has been the case previously.  

On the 6
th

 of June 2010, the European Commission released a report on the member 

state application of recommendation 2009/384/EC. The findings were not fully satisfac-

tory; only 16 member states had fully or partially implemented recommendation 

2009/384/EC. Of the adopting member states, only seven applied the recommendation 

to cover the whole financial services sector, Sweden being one of them. Overall, Swe-

den’s application seems to have been one of the more satisfactory ones, however not 

covering everything in the recommendations. 11 member states did not at all adopt na-

tional measures in accordance with the commission’s recommendations. One of these 

nations was Denmark. In six of the member states, the recommendation on sound remu-

neration policies was applicable as early as to the 2009 years bonuses. One of these 

countries was the UK where, as mentioned above, the major banks cannot be considered 

to have managed the crisis very well. Due to the differences in implementation within 
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member states, the commission clearly stated that the further actions to pursue in this 

matter will be of legislative type (EC, 2010). 

On the same day, 6
th

 of June 2010, the European Commission also released the Green 

Paper titled “Corporate governance in financial institutions and remuneration policies”. 

This report is putting forward further suggestions on how to improve the governance 

within financial institutions. Which turns our attention to the remuneration policies; the 

Green Paper does not only deal with the financial sector but take consideration into re-

muneration policies for all directors of publicly listed companies. The green paper does 

not provide any recommendations regarding remuneration policies, but consists of six 

questions which interested parties is invited to express their view on. Some questions 

deal with possible future legislative actions. The sixth question is only concerning the 

financial sector and is a question regarding the variable component of remuneration.  

Clearly, the remuneration policies within financial institutions in the European Union 

are in a process of change and have lately been subject for a huge discussion. Recom-

mendations have already been put in place and legislative actions are to be expected 

within the near future. The reasons behind the newly imposed changes are the financial 

crisis and the belief that excessive risk taking by banks, triggered partly by perverse re-

muneration policies that contributed heavily in causing the crisis. However, the Scandi-

navian EU-countries (Sweden and Denmark) and the banks within them seem to have 

managed the crisis relatively well in comparison to other countries such as the United 

Kingdom. Might this also imply that the remuneration policies within Scandinavian 

banks are already comparatively well structured?   

1.2 Outline of the degree project 

Chapter 2 Here the methodology is shown and the chosen method is presented. 

How the data was collected and processed the quantitative data as well 

as presenting on how we chose our sample.  

Chapter 3 Chapter three provides a short literature review. 

Chapter 4 Chapter four focuses on the foundation of corporate governance, the ori-

gins and development of the agency theory as well as current content and 
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the development of the individual corporate governance codes for the re-

searched countries 

Chapter 5  Here the empirical findings is presented, the remuneration policies of the 

individual banks have been scrutinized and also the correlation between 

the companies remuneration and the overall performance of the compa-

nies. 

Chapter 6  Chapter six consists of our analysis. We have looked at both how the 

banks have acted and performed during the past seven years as well as 

how the corporate governance codes have been develop in the past seven 

years. Also provided is a short analysis concerning the macro-economic 

state of the respective countries, ending in a cross country comparison.    

Chapter 7  In chapter seven we provide our conclusions, we have here attempted to 

answer our research questions and fulfill the purpose of our thesis.   

1.3 Banks 

1.3.1 Comparison of the banks 

The below table provides an overview of the size differences between the banks of the 

study, measured in the group’s accumulated asset values retrieved from Forbes 2010 

and in turn derived from respective banks balance sheet of 2010. We have chosen to use 

these values since the stock value of some of the banks are rather skewed due to the fi-

nancial crisis. This comparison is done to explain the large differences in size between 

the biggest and the smallest bank. As we can see below the UK based bank RBS is al-

most 100 times bigger than Danish based Sydbank (Forbes, 2010). 
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Table 1-1the size of the banks measured in total assets 

 

Table 1 provides the size differences of the groups accumulated assets derived from the 2010 

balance sheets, using IFRS accounting standards. All numbers were retrieved in USD, a re-

calculation to EUR is not necessary for this comparison
1
. 

1.3.2 In Sweden 

1.3.2.1 Nordea 

Nordea can trace it origins back to 1864 when Uplandsbanken and Sundsvallsbanken 

was founded. Uplandsbanken was a rather small bank, as all regional banks in Sweden 

at this time. However, Uplandsbanken became well-known for its good reputation and 

in 1917 the slightly larger bank of Sundsvalls Handelsbank merged with them. They al-

so merged with both Gefleborgs Folkbank and Hudiksvalls Kreditbank in 1920 (Nor-

dea, 2010).  The other branch of Nordea’s legacy can be traced to Sundsvallsbanken 

which merged with Uplandsbanken in 1986 forming Nordbanken. In 1990 the Swedish 

real-estate market crashed due to a strong growth during the late 1980ies and a transfer 

from fixed to flexible exchange rate (Jaffee, D, 1994) this made Nordbanken almost 

bankrupt and the state owned PK-Banken purchased the bank as well as several other 

bank such as Gota Bank and Sveriges Investeringsbank (Nordea, 2010). The new bank 

kept the name of Nordbanken until it merged with the Finnish bank Merrita in 1998.  

Nordea was founded in 2001 after a merger between the Finnish- Swedish bank Merri-

taNordbanken and the Norwegian banks Christiania Bank and Kreditkasse. The firm 

originally took the name Nordic Ideas which was shortened to form Nordea (Nordea, 

                                                 
1
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2010). Nordea is the largest bank in Scandinavia with almost 11 million clients; of them 

700.000 are corporate clients. Nordea has the largest internet based bank with 6.2 mil-

lion people using it to do 260 million transactions per year. Today Nordea has offices in 

19 different countries but are most predominant in the Scandinavian countries as well as 

the Baltic’s, Poland and Russia (Bankregistret 2010), with total assets worth 729 billion 

USD (Forbes, 2010).  

1.3.2.2 SEB 

SEB can trace it origin back to 1856 when Stockholms Enskilda Bank was founded 

(SEB Group 1, 2010). The bank had a large impact on Swedish industry since they fo-

cused on supplying the industry sector with both financing and mortgages. They are 

known for being the first bank in the world which employed women. After the financial 

recession of the 1920ies the company was one of the most predominant forces when it 

became time to rebuild the financial and industrial sectors in Sweden. After the Second 

World War the company wanted to increase the accessibility of their service so they 

started using buses which would travel around Stockholm (SEB Group 3, 2010). The 

other part of SEB, Skandinaviska Banken was formed in 1864 the bank believed unlike 

Stockholms Enskilda Bank that growth was gained through purchases. This strategy 

was set in motion in the early 20
th

 century; they purchased seven banks between 1907 

and 1919.  The financial crisis of 1919 effected Skandinaviska Banken really severely 

since Ivar Krueger personal bank was one of the banks that they had purchase a decade 

earlier the crash also meant that the bank was given stocks instead of money as means 

of payment (SEB Group 3, 2010). The bank had a rough time until the Second World 

War where some of the companies they had gained in the financial crisis of 1919 started 

to perform really well. The bank started a joint venture in London with some Norwegian 

and Danish banks called Scandinavian Bank this venture was abolished in 1972 when 

the company was assimilated with Stockholms Enskilda Bank forming Skandinaviska 

Enskilda Banken. The newly formed bank started to look for new markets but they had 

to wait until 1998 when they purchased three Baltic banks and two years later purchas-

ing Bank für Gemeinwirtschaft thereby entering the German market. SEB had plans on 

doing a merge with Swedbank in 2001. The plans were stopped by the European Union 

due to the dominating position the new bank would receive. Today SEB has more than 

5 million clients as well as more than 400.000 corporate clients (SEB, Group 2), with 

total assets worth 323 billion USD (Forbes, 2010). 
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1.3.2.3 Swedbank 

Swedbank was formed in 1997 when Sparbanken and Föreningsbanken merged togeth-

er. Sparbanken was a merger between the 10 biggest private savings banks in Sweden 

(Swedbank 1, 2010). The savings bank from Gothenburg was the first bank in Sweden 

where you could keep your money, they started in 1820. Föreningsbanken was formed 

when the Swedish Jordbrukskassorna merged in order to supply the Swedish farmers 

with the capital that they needed. Neither of the banks suffered severely during the 

Swedish real-estate crisis of early 1990ies since the companies at this time had clients 

with a strong basis making the banks managing the crisis really well (Swedbank 2, 

2010). The two banks merged together in 1997 forming Föreningssparbanken, despite 

their name both banks where business oriented banks. The bank where soon to see the 

opportunities of expanding to the Baltic’s and started offices all around the Baltic in the 

late 1990ies. They purchased Hansabank which where one of the more predominate 

banks in the Baltic (Swedbank 3, 2010). In 2006 the company changed its name to 

Swedbank and in July 2007 the company purchases TAS-Kommerzbank and thereby 

enters the Ukrainian market. Today Swedbank has 9, 5  million clients and close to 

700.000 corporate clients and close to 700 offices spread over 13 countries (Swedbank 

3, 2010) , with total assets worth 251 billion USD (Forbes, 2010). 

1.3.3 Denmark 

1.3.3.1 Danske Bank 

Danske Bank started in 1871 under the name Den Danske Landmandsbank, Hypothek- 

& Vexelbank i Kjøbenhavn, the company was the first bank with safety deposit boxes in 

Scandinavia. The bank expanded rapidly and by 1921 it was the biggest bank in Scandi-

navia. The bank suffered liquidity problem in 1919 due to the financial crisis and sever-

al parts of the company where reconstructed, the bank received government support in 

order to manage these reconstructions (Danske Bank, 2010). After the Second World 

War Danske Bank took a different approach towards business, they wanted a more loyal 

client basis, which cumulated in 1968 when they started Pondus Club which was de-

signed to attract children into saving their money in an efficient manner. The bank 

changed its name into Den Danske Bank in 1976 and started a swift expansion by open-

ing offices in several important European and American cities (Danske Bank, 2010). In 

1990 Den Danske Bank merged with Kjøbenhavn Handelsbank and Provinsbanken, this 

merger increased the company’s international presence and they opened subsidiaries in 
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all Scandinavia capitals. The company solidified their Scandinavian presence by pur-

chasing Östgöta Enskilda Bank in Sweden and Fokus Bank in Norway. In 2000 the 

bank changed its name to Danske Bank and the year after it purchased RealDanmark the 

subsidiaries in Asia where sold shifting the focus even more towards northern Europe 

(Mikkelsen, 2007). The company has purchased banks and real-estate agencies costing 

the company approximately 100 billion DKK in the last ten years. Today they have a 

little more than 5 million customers and 600.000 corporate clients (Danske Bank, 2010), 

with total assets worth 597 billion USD (Forbes, 2010). 

1.3.3.2 Jyske Bank 

Jyske Bank was founded in 1967 when Silkeborg Bank, Handels- & Landbrugsbanken I 

Silikeborg, Kjellerup Bank and Kjellerup Handels- & Landbruksbank decided to merge 

in order to become a more forceful actor on the Danish market. The expansion after the 

merger was swift the bank made their first acquisition just eight months after it was 

founded when Banken for Brædstrup og Omegn was incorporated into the organization 

(Jyske Bank 2, 2010). In 1969 Jyske Bank joined a co-operation between five other 

banks in order to better be able to compete with Danske Bank and Sydbank. Samsø 

Bank and Odder Landbobank joined in 1970 and 1971 this solidified Jyske Banks posi-

tion as one of the most dominating banks in Jutland.  The expansion was put on hold for 

a couple of years when Jyske Bank broke the interest sealing in Denmark but in 1980 

the problems were solved and the bank merged with Finansbanken and simultaneously 

launched a innovative new checking account. In 1984 the bank started a subsidiary in 

Zurich and Vendelbobanken joined which gave Jyske Bank a stronger foothold in the 

northern parts of Jutland. After 1984 the bank has focused on improving on existing 

products and today they have close to 500.000 customers and 50.000 corporate clients 

as well as being present in six countries (Jyske Bank, 1 2010) , with total assets worth 

43 billion USD (Forbes, 2010). 

1.3.3.3 Sydbank 

Sydbank was founded in 1970 when Graasten Bank, Den Nordslesvigske Folkebank, 

Folkebanken for Als og Sundeved and Tønder Landmandsbank merge in order to just 

like Jyske Bank be able to keep up with Danske Bank. The bank had a rather slow start 

but in the early 1980 the bank had grown into a solid company. They purchased Aarhus 

Bank in 1984 and started to expand into Germany establishing SBK Ledger in Flens-
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burg the year after they opened in Hamburg (Sydbank, 2010). The bank wanted to es-

tablish a stronger position in Copenhagen which was done by acquiring parts of 6 Juli 

Banken and Fællesbankens as well as purchasing DMK Holding. In 1990 the bank 

merged with Sparekassen Sønderjylland and in 1994 the bank purchased Aktivbanken 

and Varde Bank to solidify their position on Jutland. After the year 2000 Sydbank pur-

chased Odense-banken Egnsbank Fyn and established themselves on Central and South 

Zealand they also purchased bank Trelleborg and has established subsidiaries in Swit-

zerland (Sydbank, 2010). Sydbank do not publish information regarding how many cus-

tomers and corporate clients they have, with total assets worth 30 billion USD (Forbes, 

2010). 

1.3.4 The United Kingdom 

1.3.4.1 Barclays 

Barclays can trace its origin back to 1690 and received it name Barclays 1736, in 1896 

several famous banks such as Gurney´s Bank of Norwich and Backhouse´s Bank of 

Darlington joined Barclays. Barclays continued this acquisition and merger strategy un-

til the mid 1920ies. 1965 Barclays established their first offshore office in San Diego 

under the name Barclays Bank of California (Ackrill and Hannah, 2001). Barclays has 

always been at the forefront of technology, they adapted the first credit card in the UK 

and where the first bank that used ATM. Barclays planned a merger with Lloyds Bank 

but it was stopped due to the monopolistic position it would have yielded the new bank 

(Barclays 2, 2010). Barclays continued its acquisition strategy with purchases of smaller 

UK and US based banks until 1986 when Barclays started a restructuring, which led to 

the abolishment of the South African division and the sales of Barclays Bank of Cali-

fornia. In the early 2000 Barclays planned their next big move in order to be called one 

of the “big banks” in the UK, which made Barclays purchase Absa Group Limited the 

largest bank In South Africa. Barclays also wanted to merge with ABN AMRO but 

these plans were cancelled since RBS purchased ABN AMRO (Barclays 1, 2010). Bar-

clays managed the financial crisis rather well; they borrowed £1, 6 billion from the 

Bank of England in august of 2007, they also use rights offers to existing shareholder in 

order to raise £4.5 billion which made the purchase of Goldfish (Barclays 3, 2010) a big 

credit card company possible for the in context small sum of $70mn later the same year 

they purchased Expobank and started operations in Pakistan for a total of $850mn (Bar-

clays 4 2010). In September Barclays acquired the core business of Lehman Brothers 
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for £700mn which included 9000 employees and Lehman Brothers headquarter valued 

to a billion dollar. Barclays was granted £7 billion in government securities but after 

some changes they managed to get £2 billion from cancelling the dividends payments 

and £4.5 billion was gathered from the stockowners. Barclays PLC has some form of 

presence in more the 50 countries and in 2009 a turnover off almost £30 billion, with to-

tal assets worth 2223 billion USD (Forbes, 2010). 

1.3.4.2 HSBC 

In 1991 The Hongkong and Shanghai banking Corporation purchased the UK-based 

Midland forming HSBC holdings. The bank was founded in 1865 in Hong Kong and 

Shanghai but realized that the market in China was too small so they expanded to Japan 

in 1874; the bank swiftly became the predominant bank in Asia. The bank soon realized 

the importance of acting in more than just two markets; they opened offices in Thailand 

as the first bank ever (HSBC, 2010). By 1935 they had offices in more than 10 major 

Asian cities. The expansion was haltered by the Second World War which made the 

bank temporary relocate their headquarters from Hong Kong to London. After the 

Second World War HSBC started to rebuild the bank and fifteen years after the war it 

started an aggressive acquisition strategy starting with the purchases of British Bank of 

the Middle East and Mercantile bank, which solidified their position as the predominant 

bank in Asia. In 1980 the company wanted to get a stronger foothold in Europe which 

was going to be realized through a major acquisition, their target was RBS, a hostile 

takeover which was denied by the British Government. In 1991 HSBC Holdings plc 

was formed which incorporated HSBC and Midland Bank as well as the subsidiaries of 

HSBC (HSBC, 2010). In 2002 the company made their way into the US by acquiring 

Household Finance Corporation, this purchase has been called “the deal of the decade” 

(The banker, 2003). The company was renamed into HSBC Finance and where the 

second biggest actor of the American subprime mortgages. Six years later HSBC de-

cided to liquidate what was left of HSBC Finance the “deal of the decade” had become 

one of the worst corporate takeover ever costing HSBC close to £8 billion. Although 

HSBC lost huge sums in the subprime market the company actually made a profit of 

£6.5 billion and reserved £12.5 billion in rights issued for future purchases. The compa-

ny now has nearly 100 million customers spread throughout 42 countries (HSBC, 

2010). HSBC do not release information concerning their customers and corporate 

clients, with total assets worth 2355 billion USD (Forbes, 2010). 
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1.3.4.3 RBS 

RBS was founded back in 1727 although some parts can be dated back as early as 1650. 

The group was formed 1969 due to a long troublesome time for the National Commer-

cial Bank of Scotland and Royal Bank of Scotland (RBS, 1 2010). The English and 

Welsh part of the company was separated from the Scottish and formed Williams and 

Glyn’s bank whilst the Scottish part formed Royal Bank of Scotland Group (RBS 2, 

2010). RBS started their global expansion in 1960 when the established themselves in 

New York this was a start of an aggressive expansion which meant launching them-

selves in the financial hotspots across the world including Chicago, Hong Kong and Los 

Angeles. RBS work hard with growing through acquisitions, which became clear when 

they bought Charter One Bank in 2004 to merge it with Citizens Financial Group form-

ing the 8
th

 biggest bank in the US. RBS also purchased domestic banks the most famous 

acquisition is the purchase of NatWest which made RBS the second biggest bank in the 

UK. The company continued their acquisition strategy in modern time. In 2005 they 

purchased 10 percent of Bank of China, shares which were sold when RBS purchased 

ABM AMRO back in 2007 for an astonishing £49 billion. In 2008 the financial crisis 

hit the financial system and the UK Treasury had to infuse £37 billion into the most 

severally hit banks where RBS received £5 billion and after some time the Treasury had 

to infuse even more money into RBS claiming an 84 percent stake in the company. The 

group has eight subsidiaries where Royal Bank of Scotland is the predominant one; oth-

er known subsidiaries are National Westminster Bank, Ulster Bank and Citizens Finan-

cial Group (RBS 2, 2010). RBS do not disclose their client structure, with total assets 

worth 2728 billion USD (Forbes, 2010). 

1.4 Problem discussion 

Part of the blame for the occurrence of the financial crisis is pointed towards the remu-

neration policies within financial institutions, which are stated to result in excessive risk 

taking. The major banks within the three nations dealt with in this thesis tackled the cri-

sis quite differently, most likely mainly because of other reasons than differences in re-

muneration policies. However, as the financial sector remuneration policies has been 

stated to be one contributing factor, even if not the major one, to create the crisis, differ-

ences in remuneration policies might also have been a contributing factor to the differ-

ent situations occurring in the three nations here studied.  
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Previously, much research has been conducted concerning executive compensation. 

This research boomed during the 1990’s (Murphy, 1998), indicating a change in the set-

tings of remuneration policies during this period of time. However, most research seems 

to focus on whether or not executives are in fact paid too much. Examples of such re-

search are Kaplan (2008) who states that US Chief executive officers (CEO) are in fact 

not overpaid and that their high salaries can be explained by market forces. He also 

states a positive correlation between the pay and performance of US CEO’s. Kaplan 

measured the total remuneration of a group of selected CEO’s and compared the devel-

opment of their pay with the stock performance of their respective organizations. He 

concluded that the remuneration of the CEO’s was to a large extent linked to the long-

term performance of the company stock. 

Other research concludes that compensation arrangements are shaped both by market 

forces, which leads to an outcome of value maximization, and by managerial influence, 

managers having influence over their own compensation arrangement, a phenomenon 

that tends to lead to an outcome favorable towards the managers rather than being value 

maximizing (Bebchuk and Fried, 2003). Bebchuck and Fried (2003) highlights that 

managers often have a substantial influence over factors such as their own remunera-

tion, this may often lead to them acting in their own self-interest rather than in the inter-

est of the shareholders. The problem tended to be more with spread within organizations 

without any large external shareholders or a large concentration of institutional inves-

tors. Based on our findings, there is however not so much research done on the relation-

ship between risk and remuneration as well as cross-nation comparisons between remu-

neration policies. Most of the research done on remuneration also seems to concern the 

US while, in comparison, little research seems to have been conducted with a Scandina-

vian perspective.  

1.5 Research question 

In order to address the issues discussed in the above section, and in order to fulfill the 

research purpose, this study focuses upon the following questions. 

1. Are the banks of the study complying with the codes of corporate governance 

applicable to them? 
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2. What effects have the national corporate governance codes had on the setting of 

remuneration policies within the banks of the study?  

3. What similarities, respectively differences, exist between remuneration policies 

within major banks in Sweden, Denmark and the United Kingdom?  

4. How has the remuneration policies within major banks in respective country de-

veloped since the financial crisis of 2008?  

5. Have the banks remuneration policies had an impact on the individual perfor-

mance, measures in terms of net profits, during the recent financial crisis? 

1.6 Purpose 

The purpose of this study is to compare the remuneration policies within the largest 

banks (based on the value of total assets
2
) in Sweden, Denmark and the UK, the impact 

the national corporate governance codes have had on these policies and to draw conclu-

sions on whether some policies have been favorable over others in the mean of provid-

ing financial stability to the organization in hand during the time period of the study. 

The following banks are included in the study; Nordea, Swedbank, SEB, Royal Bank of 

Scotland, HSBC, Barclays Bank, Danske Bank, Jyske Bank and Sydbank. 

1.7 Delimitations 

This thesis deals with major banks in the countries of Sweden, Denmark and the United 

Kingdom. Denmark and UK was picked because of some different attributes compared 

to Sweden, UK being a common law country and Denmark using a dual board system. 

The study involves three banks from respective country. The limit being set because of 

the limited amount of larger banks within Sweden and Denmark, the time frame of the 

investigation is limited to the period between the years 2004 and 2010. This since we 

examine the codes prior to, and after, the financial crisis. Also, the Swedish code of 

corporate governance was not published until the year of 2004. The study concerns re-

munerations and will therefore be limited to factors affecting or being affected by the 

setting of remuneration policies.  

                                                 
2
 See Table 1-1 The size of the banks measured in total assets 
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2 Method 

2.1 Research strategy 

When speaking of method in a research context, one is referring to the techniques and 

procedures used to analyze data (Saunders, Lewis and Thornhill, 2009). When present-

ing research methods, different research choices of which two of the most commonly 

known distinctions are the qualitative and the qualitative research strategies, are often 

referred to. The different methods may though be combined, an approach that is also 

commonly used. However, according to Bryman (2006) the researcher should explicitly 

indicate what specific and different research questions the different methods are de-

signed to answer when using combined methods. Below we will further discuss the dif-

ferences between the qualitative and the quantitative research methods.  

2.2 Qualitative and quantitative data 

 Qualitative method – All data that is not numerical is classified under the term 

qualitative data. This could for example take shape in the form of interviews or 

by the studying of policy documents. To be of usefulness, the qualitative data 

naturally needs to be understood and analyzed (Saunders, Lewis and Thornhill, 

2009). The questions answered by the usage of qualitative data is of the type 

such as “why” or “who” rather than answering questions concerning quantities 

(Bell, 2000). 

 

 Quantitative method – Quantitative data consist of data that are quantifiable. Ex-

amples of this could be the mean value of daily closing prices of a stock index 

during a period of time or the correlation between profits and stock returns for a 

certain company. The analysis of quantitative data is normally pursued through 

statistical computations and the creation of diagrams (Saunders, Lewis and Thorn-

hill, 2009). For example, a hypothesis could be either supported or dismissed by 

making a statistical test of a quantitative set of data. 
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According to Saunders, Lewis and Thornhill (2009), the figure below figure 1-1 pro-

vides clear distinctions between qualitative and quantitative data. 

Figure 1-1 Quantitative versus qualitative research 

Quantitative Qualitative 

 Based on numbers  Based on meanings 

 Collection results in numerical and 

standardized data 

 Collection results in requiring clas-

sification 

 Diagrams and statistics is used to 

analyze data 

 Analysis conducted through the 

use of classification 

The above figure (Figure 2) provides distinguishing attributes between a qualitative and 

a quantitative research method. 

2.3 Choice of research method  

This study is mainly based on a qualitative research method. Since the study only in-

cludes a total of nine banks, the sample size is too small to pursue any quantitative re-

search of greater relevance. The focus is put on annual reports that will be investigated 

in order to gain an understanding of the policies used when setting remuneration. Part 

from this, policy documents such as corporate governance codes and recommendations 

on the setting of remunerations will be used. Such documents cannot be quantified and 

therefore not be investigated in a quantitative way but can merely be subject for a qua-

litative research method.  

2.3.1 Method of choosing banks 

The banks chosen for this study has been picked based on the size of their group assets, 

instead of focusing on market value since they are rather skewed since the crisis of 

2008. The asset values have been retrieved from Forbes global 2000 index (Forbes, 

2010). The study aims at investigate major banks, therefore the largest banks in every 

respective nation has been chosen. Due to the limited amount of large banks in Sweden 

and Denmark, the study has been limited to only three banks in respective nation.  

2.3.2 Data collection 

There exists mainly two different types of data collection; the collection of primary data 

and the collection of secondary data. 
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When refering to secondary data, we are refering to already existing, previously 

documented data (Saunders, Lewis and Thornhill, 2009). Therefore, when a researcher 

is using secondary data  he is not producing new information by himself, but merely us-

ing already existing data previously produced by a third party. Scientific research pa-

pers, policy documents and annual reports are some examples of secondary data.  

As opposed to secondary data, primary data is newly collected data produced personally 

by the researchers in hand (Saunders, Lewis and Thornhill, 2009). The advantage of 

primary data is naturally the uniquness of the data in hand.  The producer of the data 

will be the only one with possession of that specific set of data. However,  producing 

primary data also comes with the responsibility of ensuring that the data is in fact 

correct. Interviews and questionanaires are examples of primary data.  

This study will mainly be based on secondary data. The major part of the data will be 

gathered from the annual reports of the companies subject for investigation. We will 

also be using data from respective countries corporate governance codes and other 

national recommendations concerning remuneration.  

The data ratrieved from financial statements are taken from the financial statementsof 

the Swedish banks Nordea, SEB and Swedbank, The Danish banks Danske Bank, Jyske 

Bank and Sydbank and the Brittish banks Barclays, HSBC and RBS. We analyze the 

annual reports for the entire groups during the time period of 2004-2010 

2.3.3 Data processing 

The data will be processed in, what we would like to refer to as, a four stage process. 

The first four stages will involve individual processing of the following areas; 

statements on remuneration in annual reports, firm performance during the time period 

of the study and national corporate governance codes. Based on the information given 

in the annual reports of the three banks in respective country, the individual information 

for each banks will be merged to provide a national picture of every country. The 

corporate governance codes of every nation will first be presented individually and then 

analyzed together with the findings concerning the national banks. Finally the conutry 

analysis will be merged into a cross-national analysis of the findings in the three 

nations. This comparison will  then be subject for further analysis. The figure below 

figur 2-2 provides a clear picture of how the data processing will be pursued.  
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All financial data retrieved from respective banks financial reports have been converted 

to EUR
3
. This has been done in order to ease the comparison of the data. When 

converting we have used the exchange rate of the last day of the concerned calender 

year.  

Figure 2-2  Structure of the analysis 

 

 

This figure (Figure 2) provides a description of how the data processing of this thesis 

will be pursued.   

                                                 
3
 Appendix 4 Currency conversions 
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3 Literature review 

We have previously mentioned the European Union’s position on the remuneration 

policies of today, the belief that the policies often encourage excessive risk-taking and a 

short-term focus, and therefore has been a contributing factor to the financial meltdown 

of 2008. However, the EU does not present any empirical findings supporting their 

standpoints on the matter. There has however been previous research pursued on the 

topic. Jensen and Murphy (2004) mention how previous remuneration policies have 

lead to a short-term focus, and how this often has been inconsistent with the company 

long-term success. Executives are usually paid according to their performance, which 

are often measured in terms of the performance of the company stock. Even though this 

is an arrangement originally believed to mitigate agency problems, making the interests 

of the managers and executives in line with those of the shareholders (the principal), it 

has often proved to be counter-productive. The agent (the managers) will have incen-

tives to strive for the stock price to be as high as possible, which according to Jensen 

and Murphy (2004) can result in an agency cost of overvalued equity. This occurs when 

the equity is valued higher than the intrinsic value of the company, and when the man-

agers due to equity-based compensation strive to keep this overvaluation. In order to 

create a picture of the company performing in accordance with what is required to moti-

vate the stock price, the agents tend to pursue actions that will keep the equity overval-

ued in the short term, but which may be devastating to the company in the long-term. 

This may be actions such as using the firm’s overvalued equity as currency to acquire 

other companies in order to meet growth expectations, use the access to cheap capital 

for excessive internal spending in risky investments or shift current costs to the future 

and future incomes to the present by accounting or operating manipulation (Jensen and 

Murphy, 2004).  

Davies (1997) highlights that also the remuneration packages given to lower level em-

ployees within financial institutions can result in risk taking that is not in line with a 

sound balance between risk and return. Many financial sector employees receive a sig-

nificant portion of their total income as profit-related bonuses. These employees are also 

often involved in risk-taking activities, an example are securities traders who deals with 

a big portion of risk in their everyday job. What may constitute a problem is the fact 

that the individual employee might not share the perception on risk held by the em-
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ployer. Therefore, the employee might engage in excessive risk-taking to boost individ-

ual performance and hence receive a bigger bonus than otherwise. Another difficulty is 

the limited liability carried by the employee; he is pursuing the risk while it is the em-

ployer who is exposed to it. Therefore, financial institutions are in fact often rewarding 

risks, even though they might not be in line with the company risk policies (Davies, 

1997). This might of course, if things go wrong, result in big losses.    
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4 Frame of reference 

4.1 Corporate governance 

There are many definitions to the concept of corporate governance. Shleifer and Vishny 

(1997) defines it as “the ways, in which suppliers of finance to corporations, assures 

themselves of getting a return on their investment”.  Gillian and Starks (1998) instead 

provides the definition “the system of laws, rules and other factors that controls the op-

erations within a company”. Nelson (2005) chooses to define corporate governance as 

“the set of constraints on managers and shareholders as they bargain for the distribu-

tion of firm value”.  

The origins of the corporate governance concept can be dated back as far as to the year 

1776. This year Adam Smith published his work titled: the wealth of nations. In his 

work, Smith argues that there is no exact consistency between the owners and the con-

trol of corporations; instead there exists a conflict of interests between the managers and 

the owners of a corporation. This argumentation formed the first version of agency 

theory, which in turn can be stated to be the starting point for the concept of corporate 

governance. A possible solution to the agency problem was thought to be increased 

management ownership in firms. This would result in putting the managers in the same 

chair as the owners and thus preventing their conflict of interest. However, Berle and 

Means (1932) argued that management ownership in large firms is insufficient to create 

managerial incentives leading to value maximization. They also believed that the UK 

and US had more problems with these issues due to the fact that they have good protec-

tion for smaller shareholders. La Porta et al. (1999) found that since most countries 

have a majority of family owned companies only those with common law system have a 

majority of shareholder-owned companies thereby claiming that Berle and Means ar-

guments only worked in common law countries.  

The modern version of corporate governance has mainly been developed based on the 

work of Jensen and Mecklings in 1976. They explained that a manager who has mixed 

financial meaning the owner do not just want to see good results but also decrease in 

debt. The manager will then do a set of activities which would not yield as much value 

to the firm compared to if the manager where the sole owner. Jensen and Mecklings 

(1976) also investigate why the manager fails to maximize both firm and stock value. In 

the same study Jensen and Mecklings (1976) look at the difference between the compa-
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nies relying heavily on equity compared to those who founds the business through bor-

rowing, they look at the agency problem of modern firm in this case the equity funded 

and found that their problem with agency cost are larger and that the managers care less 

about the overall stockholder in listed firms compare to family owned business which 

have much smaller agency problem but the manager/owners care much more about their 

stakeholders. Their definition of agency theory is “a contract under which one or more 

person (the principal(s)) engage another person to (the agent) to perform some service 

of their behalf which involves delegating some decision making authority to the agent”. 

They believed that the principals could limit the agent but then the agent might not be 

so efficient.  

This work became the breakthrough for corporate governance in the US, which together 

with the UK has been very influential in the development of this concept. Since Jensen 

and Mecklings published their report, the interest for corporate governance has faced a 

rapid expansion. Big corporate scandals, such as the situations arising within Parmalat, 

WorldCom and Enron, have been a contributing factor to this increased interest. These 

scandals have resulted in devastating economical consequences, thus made it very clear 

that there exist obvious limitations to the existing corporate governance framework. 

This has resulted in investors expressing a demand for a more cohesive and efficient 

framework of corporate governance.  

4.2 Agency theory 

The fundamental concept of the agency theory is the relationship between the owners 

(the principals) on the one hand and managers (the agents) on the other hand. 

Alchian and Demsetz (1972) state: “ The essence of the classical firm is identified as 

contractual structure with: 1) joint input production, 2) several input owners; 3) one par-

ty is common to all the contracts of the joint inputs; 4) who has the right to renegotiate 

any input’s contracts independently of contracts with other input owners; 5) who holds 

the residual claim; and 6) who has the right to sell his central contractual residual status. 

The central agent is called the firms owner and the employer” Fama (1980) believes that 

it would be better to separate the managers which has control of point 3 and 4 from the 

owners which has the control over point 5 and 6 in order to understand the modern 

company. This practice of separating the risk-taker and the manager is essential in agen-
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cy theory which identifies the relationship between the agent and the principal, where 

the principal delegates work to the agent. The relationship has it disadvantages which 

are all related to the fact that people are self-interested. Fama (1980) abolished the old 

way of looking at a manager as entrepreneurial and single handed works for profit max-

imization in favors of theories that focus more on the motivations of a manager who 

controls but does not own a part of the company.  Fama and Jensen (1983) states that 

the origin of corporate governance is due to the fact of separation between decision and 

risk rearing-functions thereby laying the foundation for the agency problem, whilst Jen-

sen and Murphy (2004) looks at the problem of agency theory as having no solution, 

they state that bad governance easily will lead to the destruction of value and since there 

cannot be an optimal form of remuneration policies for all companies. They state that 

the only way of solving the problem is to mitigate the friction between agents and prin-

cipals.  

4.3 Corporate governance codes 

This section provides a presentation of the remuneration parts of the corporate gover-

nance codes of Sweden, Denmark and the UK. Due to differences in structure, content 

and size of the different codes, the structure and the content of the different presenta-

tions are also slightly deviating from each other. 

4.3.1 In Sweden 

4.3.1.1 Corporate governance in Sweden 

The latest version of the Swedish code of corporate governance was published by the 

Swedish corporate governance board in 2010 and was applicable from the month of 

February during the same year. The code is applicable to Swedish companies with pub-

licly traded stocks on the regulated markets of NASDAQ OMX Stockholm and NGM 

Nordic, and as for the codes of Denmark and the United Kingdom the Swedish code is 

based on the concept of comply or explain. However, the code is not incorporated in 

Swedish law (SCGB, 2010). Therefore, it is up to the individual marketplace to demand 

enforcement by incorporating the code in the listing rules. It is also up to the market-

place to govern the compliance of the code and enforce possible sanctions in the event 

of non-compliance (SCGB, 2010). Even though the code is not a part of Swedish law, 

there exists other legislations regarding corporate governance in Sweden, and the code 

is to be seen as a complement to these regulations. The main statutory legislations are 
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found in the companies act and the annual accounts act and regulate, for example, which 

organizational organs should exist within the company (SCGB, 2010). Another organi-

zation with influence on Swedish corporate governance is the Swedish securities coun-

cil, an organization that makes statements on what constitutes good practice within the 

Swedish securities market (SCGB, 2010).  

4.3.1.2 The Swedish code on corporate governance 

The Swedish code on corporate governance consists of a set of numbered rules within 

10 different sub-areas of governance. The part of the Swedish corporate governance 

code concerning remuneration is divided into two different parts. One concerns remune-

ration of executive management while the other one concerns board members and audi-

tors (SCGB, 2010). 

The part concerning remuneration of board members and auditors is also dealing with 

the appointment of the members of these organizational bodies. The part on remunera-

tion is very brief, only constituting of the statement that the company shall have a nom-

ination committee and that this committee is to leave proposals for the board and audi-

tors remuneration. These proposals will then be presented and decided upon by the 

owners on the shareholder’s meeting (SCGB, 2010). 

The part concerning executive management remuneration consists of nine different 

rules. These rules are prefaced by a somewhat more abstract formulation of the rule ob-

jectives. This formulation begins with stating that the company should have formal and 

open processes for deciding executive and board remuneration. It also states that the 

remuneration policy should be set with the aim of ensuring access to competence re-

quired for the company operations, at an appropriate cost (SCGB, 2010). As goes for 

the nine code rules on remuneration they will be summarized below. Since the nature of 

the code allows it, we will divide the rules into a few sub-areas. Therefore, some rules 

touching the same sub-area will be presented together under the same section. 

Remuneration committee – The board is to establish a remuneration committee with the 

task of, preparing the board decisions on remuneration, follow and evaluate the variable 

components of the remuneration programs and follow and evaluate the implementation 

of the guidelines set on remuneration by the general meeting (SCGB, 2010).  
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The chairman of the board is also allowed to chair the remuneration committee. The 

remaining committee members shall however be independent. The committee members 

must have relevant knowledge and experience about executive remuneration. If the 

board deems it more appropriate, the entire board may undertake the remuneration 

committee’s tasks. However, board members who are also part of the executive man-

agement may not participate in this work (SCGB, 2010). 

If the services of an external consultant is used by the board, they must make sure that 

there is no conflict of interest between the tasks he then performs and possible other as-

signments he does for the company or the executive management (SCGB, 2010). 

Variable components of remuneration – Variable remuneration should be linked to per-

formance criteria’s and be consistent with the company’s long term objectives. When 

variable component of remuneration is paid in cash there should be pre-determined 

maximum limit on the amount. The board is to consider restrictions to the policy of va-

riable remuneration, enabling the company to withhold a part of the variable remunera-

tion to ensure that the performance criteria for which it was granted was in fact sustain-

able in the long run. The possibility of reclaiming variable components of remuneration 

in the cases of misstatement or misconduct should also be considered (SCGB, 2010). 

Other incentive programs - Share and share price related incentive programs should car-

ry the aim of integrating the interests of the individual receiver with the interests of the 

shareholders. The vesting period should be at a minimum of three years. Non-executive 

board members should not take part in programs designed for the executive manage-

ment. Neither should they receive their remuneration in options (SCGB, 2010). 

The shareholders meeting should decide on the share and share price related incentive 

programs to the executive management. The shareholders should, well in time before 

the meeting, receive information on why the incentive program is suggested, what con-

ditions it is based on and what costs it might result in as well as other relevant informa-

tion (SCGB, 2010). 

Remuneration during period of notice – During a period of notice, the total amount of 

fixed salary and severance pay should not amount to more than the fixed salary would 

otherwise amount to during the period of two years (SCGB, 2010).  
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The Swedish code on corporate governance does not include a separate section dealing 

exclusively with the disclosure of the remuneration policy. However, the last section of 

the code provides rules regarding how the general implementation of the code should be 

disclosed. In these rules it is, for example, stated that companies should provide infor-

mation on their corporate governance on their webpage and in a corporate governance 

report. Together with the corporate governance information on the company webpage 

should also be the part of the audit report dealing with this matter. The information pro-

vided on the company webpage should include a description of the company’s variable 

remuneration system to the board and executive management as well as the outstanding 

stock and stock price related incentive schemes. It is also stated that the reason behind 

non-compliance should be presented for every rule not complied with, and a presenta-

tion of what has been made instead should be done. Specifically concerning remunera-

tion are the rules stating that the company should, on their webpage, provide the annual 

evaluation concerning the variable components of remuneration and the implementation 

of the guidelines on remuneration provided by the general meeting, at least two weeks 

before a new meeting is held (SBCG, 2010). 

4.3.1.3 Significant deviations from previous code 

The most recently predecessor of the 2010 code was applicable starting in June 2008. 

Since the current code was applicable starting in February 2010, its time period of valid-

ity might seem quite short. However, due to changes in Swedish law and new recom-

mendations from the European Commission, the Swedish corporate governance board 

deemed a revision of the 2008 code to be necessary (SBCG, 2010).  

As goes for the rules concerning the appointment and remuneration of board members 

and auditors, the statements on remuneration in the 2008 code remains unchanged in the 

current code (SBCG, 2008). 

In the part concerning the remuneration of executive management we can however find 

deviations between the older and the current code. First noticed is the changes in the in-

troductive text, where in the 2010 code it is stated that the remuneration policy should 

be set with the aim of ensuring access to competence required for the company opera-

tions, at an appropriate cost. This has been left out in the 2008 code where the intro-

ductive text only states that the board should have formal and clearly stated processes 

for deciding on remuneration (SBCG, 2008). 
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In the continuing part of this section, there are essential deviations between the code of 

2010 and the code of 2008. The 2008 code consists of only two different rules. This 

should be set in comparison to the nine rules in the current version. The first rule of the 

2008 code concerns the nomination committee and everything stated in it is also to be 

found in the current code. However, the older version is less detailed, only stating that 

the board should appoint a nomination committee and that the chairman of the board is 

allowed to chair this committee. Also stated is the possibility for the full board to per-

form the remuneration committee’s tasks (SBCG, 2010). 

The second, and final, rule states that the shareholders should decide on all stock and 

stock price related incentive schemes pointed towards the executive management. If the 

board is to receive incentive schemes of this type it should be solely designed for the 

board and approved by the shareholders.  Finally, a statement on the information that 

should be made available for shareholders in advance of a decision on incentive 

schemes is made (SBCG, 2010).  

Part from the deviations here mentioned, all provisions made on remuneration in the 

code of 2010 are new, thereby not mentioned in the code of 2008 (SBCG, 2010). 

As goes for the corporate governance code published in 2004, only one statement is 

made concerning remuneration; the nomination committee is to propose the fees and 

remuneration of the individual board members (SBCG, 2004).   

4.3.2 In Denmark 

The latest publication of the Danish code on corporate governance, carrying the name 

the Danish recommendation on corporate governance, was published by the Committee 

on Corporate Governance in April 2010, mainly targeting publicly listed Danish com-

panies. The code is based on a soft-law approach, meaning that it is to reflect best prac-

tice on corporate governance. However, the implementation is on a voluntary basis. The 

listing rules for the Danish stock exchange however states that all listed companies 

should follow the code on the basis of apply or explain (COCG, 2010). The code con-

sists of recommendations concerning nine different sub-categories. A brief presentation 

of all categories will be excessive for this thesis, therefore focus will be placed only on 

the part concerning remuneration.  
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4.3.2.1 Effects of the Danish board system 

The outline of the Danish code is affected by the national usage of a two-tier board sys-

tem. Danish limited companies can choose either to implement a system with a board of 

directors and an executive board, or a system with a supervisory board and an executive 

board. The common feature is that the executive board, within both models, faces the 

responsibility of the day-to-day activities within the company. For a company using a 

supervisory board, the executive board will also be responsible for the broader man-

agement activities such as the long term strategic management, while the supervisory 

board will only be responsible for supervising this work. For a company using a board 

of directors, the executive board will only be responsible for the day-to-day activities 

while the board of directors is in charge of the broader management activities (COCG, 

2010).  

 Because of the usage of two different management models, the code is not referring to 

term “the board of directors” but instead uses the terms “the supreme governing body” 

and “the central governing body” (COCG, 2010). These terms are further explained be-

low. 

The supreme governing body – This term refers to both the board of directors of a com-

pany that has a board of directors and an executive board and to the supervisory board 

of a company implementing a system with a supervisory board and an executive board 

(COCG, 2010). 

The central governing body – For a company using a board of directors and an execu-

tive board, even this term is referring to the board of directors. For a company using a 

supervisory board and an executive board this term is however referring to the executive 

board (COCG, 2010). 

4.3.2.2 The Danish recommendations on corporate governance 

The Danish recommendations on corporate governance include nine recommendations 

on the remuneration policies of members of the governing body and six recommenda-

tions on the disclosure of the remuneration. The first nine recommendations are summa-

rized below. 

1. The supreme governing body should adopt remuneration policies for the execu-

tive board and the supreme governing body. 
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2. The remuneration policy, and changes to it, should be approved by the general 

meeting. 

3. The policy should include a thorough description on the components of the re-

muneration. 

4. The policy should include a statement on the reason for choosing the individual 

components of the remuneration policy as well as a description on the criteria on 

which the balance between the individual components is based.  

5. When there exists a variable component of remuneration there should be; 

- Limits set on the variable component of the total remuneration package. 

- A clear and balanced link between governing body members pay and ex-

pected risks and value creation to shareholders.  

- Clarity about performance criteria’s and the measurement of them. 

- The vesting period of variable components should be longer than one year. 

6. The remuneration to the supreme governing body should not include shares or 

warrants.  

7. Share based remuneration to members of the executive board should be granted 

over a period of time and should not be exercisable before three years after the 

grant. 

8. Companies should be able to reclaim variable components of remuneration in 

some exceptional cases. 

9. Termination payments should not equal more than two years annual pay 

(COCG, 2010).  

The following recommendations concern the disclosure of the remuneration. 

1. The remuneration policy should be easily understood and disclosed in annual re-

ports and on company web pages. 

2. The chairman’s statement on the company general meeting should include a 

presentation of the policy and the compliance. 

3. The total remuneration granted to members of the supreme governing body 

should be disclosed in the consolidated financial statement and a linkage to the 

remuneration policy should be provided. 
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4. Details of defined-benefit schemes offered to members of the supreme govern-

ing body or the executive board and the value of such schemes should be in-

cluded in the information on total remuneration. 

5. Important aspects of retention and severance programs should be disclosed in 

the annual report. 

6. Remuneration proposals for the supreme governing body should be approved by 

shareholders at the general meeting 

(COCG, 2010).  

4.3.2.3 Significant deviations from previous code 

The previous Danish recommendations on corporate governance are dated back to the 

year 2005. However, in 2008 parts of the code, including the part on remuneration, were 

revised (COCG, 2008). We will therefore start by looking at this revised version. When 

mentioning “points” in the below section, we are referring to the first nine numerical 

points in the upper section. 

The remuneration part of the revised recommendations of 2008 is structured in a 

slightly different way than the current version and many recommendations have been 

slightly rephrased. The actual content however remains similar to what is also included 

in the current recommendations. Overall though, the recommendations of 2008 are not 

as comprehensive as the current recommendations. To begin with, the older recommen-

dations does not include any specific statements on variable components of remunera-

tion but merely states that all sorts of incentive pay should consider the interest of the 

shareholders and the company and be reflecting the tasks and responsibilities underta-

ken (COCG, 2010). Neither do the older recommendations include the statement on 

termination payment dealt with in point nine in the current recommendations. Point 

eight of the current recommendations, concerning the possibility to reclaim variable 

components of remuneration, is also new in perspective to the older recommendations 

where this is not mentioned. Neither do the older recommendations mention that the 

remuneration policy should be approved at the general meeting. The older recommenda-

tions states that all parts of the remuneration policy should be fully explained, however 

is not as specific as the current recommendations where point three and four provides 

quite detailed recommendations on description and explanation of the policy (COCG, 

2008 -2010).  
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As goes for the last six recommendations concerning the disclosure of the remuneration 

policy, they are all but one represented also in the older recommendations, although 

some of them slightly rephrased. Missing out is however the last statement, saying that 

remuneration proposals for the supreme governing body should be approved by share-

holders at the general meeting (COCG, 2010).  

When comparing to the 2005 version of the recommendations, before the revision, there 

are yet some deviations from the current recommendations.  First noticed is the formu-

lation on how the remuneration policy should be explained. The revised version of 2008 

is more extensive than the previous version, covering all forms of variable pay and the 

terms of vesting/granting of performance related bonuses an price related incentive 

schemes. The previous version only mentions that the basis for calculating bonuses and 

other price-related incentive schemes, pensions should be explained. Added in the 2008 

version is also the recommendation that any defined benefit schemes should be dis-

closed. Part from this, the most significant deviations are the recommendations concern-

ing the disclosure of the remuneration policy. The older version, in summary, recom-

mends that the remuneration policy should be disclosed in the annual report, it should 

be presented in the chairman’s statement, information about severance schemes should 

be disclosed and the remuneration policy should be transparent and easily understood.  

This is not as extensive as the revised recommendations of 2008 which is more consis-

tent with the 2010 recommendations (COCG, 2005).   

4.3.3 In the United Kingdom 

4.3.3.1 The Financial reporting council 

The corporate governance codes within the United Kingdom are overviewed and partly 

developed by the Financial Reporting Council; usually referred to as the (FRC). The 

FRC is an independent regulator which is financed both by the British government as 

well as by private actors (FRC, 2008). However, in recent years the government has an-

nounced a withdrawal of their funding towards the FRC (FRC, 2008).  In the budget 

concerning the years 2010/2011, the government funding only constituted 10 percent of 

the FRC core operating costs and 5.6 percent of the total budgeted costs (FRC, 2009). 

This can be put in comparison with the situation before the government announced their 

withdrawing of funds on February 6
th

 2008. Then one third of the FRC core operating 

costs was granted by the government (FRC, 2008). When it comes to the legitimacy of 
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the corporate governance codes, it is naturally of importance to be aware of the factors 

influencing the regulative body, in this case the FRC. Increased funding from private 

actors could possibly increase these actors influence over the regulative body and thus 

lead to increased lobbying. This was also highlighted in the feedback to a new funding 

proposal sent out by the FRC in 2008 (FRC, 2008). We do not intend to further present 

the individual actors providing funds to the FRC since this is not relevant for the thesis.  

4.3.3.2 The UK corporate governance code  

There are many definitions of corporate governance. In the UK corporate governance 

codes the FRC however chooses the definition set out in the first UK code of corporate 

governance, produced in 1992 by the Cadbury committee. Here, corporate governance 

is defined as “the system by which companies are directed and controlled” (FRC, 

2010). Thus, the UK corporate governance code, hereby referred to as the code, is con-

structed based upon this definition. 

Since the first publishing in 1992, the UK code has been based upon the approach of 

“comply or explain” (FRC, 2010). This approach is to be considered as rather flexible 

as it gives the companies’ for which it applies the possibility not to comply with the 

codes stated recommendations. However, if they choose to do so they are obligated to 

explain the reason behind their non-compliance (FRC, 2010). 

The latest edition of the code was published by the FRC in June 2010 and shall be ap-

plied to all accounting periods beginning on or after 29
th

 of June 2010 (FRC, 2010).  

The code shall be followed by all companies publicly listed in the United Kingdom, as 

stated in the Financial Services Authorities’ listing rules (FSA, 2010).  The code is di-

vided into five main sub-categories; leadership, effectiveness, accountability, remunera-

tion and relations with shareholders (FRC, 2010). Due to the topic of this thesis we will 

mainly concentrate on the part concerning remuneration, the other parts will however be 

briefly described below. 

Leadership – The leadership part of the code is mainly concerning the company boards. 

The main concerns are, among others, the division of responsibilities between leading 

the board and the leading of the everyday business. No individual should have an exces-

sive amount of power and therefore these roles should be clearly divided (FRC, 2010).  
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Effectiveness – According to the code, the combined qualities of the board members 

should enable them to discharge their responsibilities in an effective manner. All direc-

tors must also be able to allocate enough time for their board responsibilities that are 

necessary for pursuing them in an effective way.  Apart from the necessary knowledge 

and qualities that should be possessed by the board, this section also deals with the elec-

tion of new board members, the supply of information to the board, evaluations of self-

performance etcetera (FRC, 2010). 

Accountability – The code states that the board should be responsible for establishing 

risk policies that are in line with the company objectives. The board should also main-

tain an appropriate risk management and internal control (FRC, 2010).  

Relations with shareholders – The codes states that there should be a dialogue with 

shareholders and that the board are mutually responsible to make sure that such a dialo-

gue take place. The communication with shareholders should take place during the an-

nual general meetings (FRC, 2010). 

Remuneration  

The main principle of the code statements on remunerations declares the following: Di-

rectors should be paid competitive compensations. These should however not be higher 

than is necessary to gain, retain and motivate directors of high quality to run the compa-

ny successfully. It also states that a sufficient part of the executive compensation should 

be linked to the individual and/or firm performance. The policies of remuneration set-

ting should be transparent and formal (FRC, 2010).  

The following is stated in the supporting principle on remuneration: The part of an ex-

ecutive’s compensation that is related to performance should be designed in a way that 

is compatible with the long-term success of the company. The remuneration committee 

should determine where the company should be positioned, in terms of remuneration le-

vels, in comparisons to other companies. The comparisons should however be done 

with caution to make certain that a raise in remuneration levels also brings forward a 

raise in performance (FRC, 2010).  

The main and supporting principles are followed by five code provisions on remunera-

tion. The first provision is concerning the performance related remuneration of execu-
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tive directors and how that shall be designed, something that naturally is of interest for 

this study. We will therefore provide a summary of this provision. We will divide the 

provision in different sub-categories depending on the type of remuneration which is 

concerned (FRC, 2010). 

Bonuses – An upper limit for bonus payments should be set and disclosed. The remune-

ration committee is the organ to decide whether a director should receive an annual bo-

nus or not. If a director is to receive a bonus is should be linked to his performance and 

the long-term success of the company (FRC, 2010).  

Long-term incentives – Long-term incentives schemes alternative to traditional share 

options should be taken into consideration when setting this type of remuneration. If 

share options are offered they should not be offered at a discount price. Preferable, the 

long-term incentives shall be paid out in phases during a period of time rather than 

awarded in one big lump sum. Any long-term incentive scheme should be approved by 

the shareholders and should either replace existing schemes or form a part of an existing 

well organized scheme. The overall possible rewards should not be excessive. The re-

muneration committee is to decide whether or not long-term incentives shall be offered 

(FRC, 2010). 

When it comes to the exercise-time of long-term incentives such as stock options and 

other deferred payment, the code states that the normal time period should be three 

years after the incentive being granted. Directors should however be encourage holding 

shares and options beyond the exercise-time (FRC, 2010). 

Link to performance – All types of incentive schemes should be subject for some type 

of performance criteria that is in line with the company objective. This could, where ap-

propriate, include non-financial performance. The incentives should however always be 

compatible with the company policy on risk (FRC, 2010) 

Pensionable remuneration – The normal case should be that only the base-salary is pen-

sionable (FRC, 2010).  

Reclaim remuneration – The code recommends companies to consider using provisions 

that enables them to reclaim variable components of remuneration in extreme situations 

of misstatement or misconduct (FRC, 2010).  
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The following four provisions are not as comprehensive as the first one and will be 

summarized in individual blocks below. 

Provision D 1.2 – If a company releases an executive director to serve as a non-

executive director elsewhere; the company should include a statement on his new posi-

tion earnings in the remuneration report (FRC, 2010).   

Provision D 1.3 – Remuneration for non-executive directors should reflect the commit-

ment and responsibility demanded by their work tasks. Normally, the non-executives 

should not be granted stock options or other performance-related forms of remuneration. 

If an exception to this is done, it shall be approved by the shareholders (FRC, 2010). 

Provision D 1.4 – The remuneration committee shall consider what compensation a di-

rector can be entitled in the event of early termination of his or her contract. Their aim 

should be to avoid rewarding poor performance (FRC, 2010).  

Provision D 1.5 – Contract periods for directors should be set to one year or less (FRC, 

2010). 

The code also contains provisions on the procedure for ensuring that the provisions on 

remuneration is implemented and followed up. We will not go through the individual 

provisions in this case, but below is a summary of Provision D 1.2 – Provision D1.4 

concerning the procedure. 

A remuneration committee of at least two independent non-executive directors should 

be established by the board. The committee should have the responsibility of setting the 

remuneration for executive directors and the chairman. The committee should also rec-

ommend levels of remuneration for senior management. The remuneration for non-

executive directors should be determined by the board itself or by shareholders. All long 

term incentive schemes as well as changes to existing schemes should be approved by 

the shareholders (FRC, 2010). 

4.3.3.3 Significant deviations from previous code 

The above section has dealt with the UK corporate governance code that was published 

in 2010. Since this research is concerning a time period stretching from the year 2004, it 

is also of our interest to examine the older codes of corporate governance and the devel-

opment that has taken place during the time frame of the study. Instead of providing a 
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full scale overview over the previous codes, we will highlight the important deviations 

concerning the remuneration section in relation to the 2010 code.  

The most previous code of UK corporate governance is the combined code of corporate 

governance, published by the FRC in June 2008. When referring to the combined code 

in this section, we are only referring to the 2008 publication. The combined code is di-

vided into five sub-categories; directors, remuneration, accountability and audit, rela-

tions with shareholders and institutional shareholders (FRC, 2008). As can be noticed, 

there are some differences regarding the sub-categories compared with the 2010 code. 

These differences depend on, for example, the provisions for the institutional investors 

being existent in a separate code today, thus not being mentioned in the combined code. 

This will however not be further discussed in this thesis.  When it comes to the remune-

ration section of the combined code, the first deviation appears already in the supporting 

principle. The combined code here lacks the phrase “The performance-related elements 

of executive directors’ remuneration should be stretching and designed to promote the 

long-term success of the company” which has been added to the 2010 code (FRC, 

2010).  Also when looking at the first provision of the combined code we find signifi-

cant deviations.  The combined code states that a significant portion of an executive di-

rector’s remuneration should be in form of a performance related element, this in order 

to align the interest of executive directors and shareholders (FRC, 2008). In the 2010 

code, this formulation has been left out (FRC, 2010). As for the design of performance-

related remunerations, it is stated in both the combined code and the 2010 code that any 

payout or grant under an incentive scheme should be subject to performance-related cri-

teria’s reflecting the company objective. However, in the combined code this statement 

is followed by the statement; there should be consideration given to comparative per-

formance-related criteria’s in some key variables such as total shareholder return (FRC, 

2008). In the 2010 code, this formulation is left out and instead replaced with the state-

ment that also non-financial metrics can be used in measuring performance. The 2010 

code also states that remuneration schemes should be compatible with the company risk 

policies and systems (FRC, 2010).  When it comes to bonuses, the 2010 code states that 

performance-criteria’s stretching and designed to endorse the long-term success of the 

company should be relevant when determining whether or not bonuses shall be granted. 

This is a reformulation from the combined code, where it is stated that consideration 
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should be given to performance criteria’s stretching and designed to endorse sharehold-

er value. Apart from this, all statements concerning the design of performance-related 

remuneration found in the combined code has also been incorporated in the 2010 code. 

However, one additional statement has been added to the 2010 code provision, consid-

eration should be given to provisions enabling the company to reclaim variable ele-

ments of remuneration in the case of misconduct (FRC, 2010). As comes for the follow-

ing provisions on remuneration, no significant deviations exist between the combined 

code of 2008 and the 2010 corporate governance code (FRC, 2010) and (FRC, 2008). 

There are no differences between the combined code and the 2010 code when it comes 

to the provisions on the procedure for ensuring that the provisions on remuneration is 

implemented and followed up (FRC, 2008).  
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5 Empirical findings 

5.1 Remuneration policies  

5.1.1 Sweden 

5.1.1.1 Nordea 

Setting 

During the years of 2004-2010, the board remuneration was set by the annual meeting. 

The proposal was set by an independent remuneration committee. The remuneration of 

the leading executives was set by the board (Nordea, Annual reports 2004-2010). 

Fixed remuneration 

In the annual report of 2010, Nordea states that the individual remuneration is set based 

on the responsibility, complexity and performance of the tasks performed. The fixed 

remuneration of the board has been unchanged since the year of 2008; the existing devi-

ations are due to differences in exchange rates when converting the pay of directors re-

ceiving their salary in a currency other than SEK to the accounting currency (SEK) 

(Nordea, Annual reports 2004-2010). 

Variable remuneration  

During the years of 2004-2010, Nordea provided variable remuneration programs in the 

forms of bonuses, variable remunerations, profit sharing programs and long-term incen-

tive programs. Bonuses and variable parts of remuneration were paid out to employees 

and executives of certain importance and were based on pre-determined financial and 

non-financial performance goals. Profit sharing programs were offered to all employees 

and were based on the risk adjusted result and return on equity using IFRS standards. 

Long term incentive programs were only given to executives and other people of essen-

tial importance for the group’s future development, the programs were based on the risk 

adjusted result and total return. The non-executive directors of the Nordea board did not 

receive any variable parts of remuneration during research period. The variable remune-

ration paid out to group executive managers was not to exceed 47% of the fixed salary 

during the year of 2004; this was increased to 50% during the years of 2005-2006 and 

then lowered to 35% during the years of 2007-2010. The lowering to 35% was due to a 

remaking of the existing long–term incentive program, changing from cash based pro-
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gram to a stock based one. The earlier program offered 350 executives and managers 

cash based remuneration to a maximum of 12% of their fixed annual salary, amounting 

to a total possible cost of 85 million EUR in 2005.  The new long-term incentive pro-

gram enabled the participants the right to purchase Nordea shares at a discount price, 

which could result in a cost of maximum 21 million EUR in 2007. The stock based in-

centive program was however to be approved annually by the general meeting, if not 

approved the top limit of the variable remuneration was to be changed back to 50% of 

the fixed salary. Throughout the research period Nordea has not had remuneration 

schemes based on the value of the company share (Nordea, Annual reports 2004-2010).  

Pensions 

During the study, Nordea was paying pensions in accordance to national laws, union 

agreements and company internal agreements. The board members did not receive any 

pension payments or severance pay during the research period. The group CEO received 

50% of his pension-entitled salary as pension for lifetime. His pension age is set to 60 

years. The rest of the group executive director received different pension programs, de-

pending on factors such as national laws and individual agreements. They were entitled 

to retirement at the age of 60 (Nordea, Annual reports 2004-2010).  

5.1.1.2 SEB 

Setting 

Throughout the research period, the board remuneration has been set by the annual gen-

eral meeting. We are not able to find information on what organ proposes the board re-

muneration, the remuneration of the group executive management has however been 

proposed by a remuneration committee during the whole time frame of the study. The 

remuneration committee has also been making proposals for the banks overall long-term 

equity-based remuneration programs (SEB, Annual reports 2004-2010). 

Fixed remuneration 

SEB does not provide much information concerning the company policy on fixed remu-

neration; it is however stated in the annual report of 2010 that the total remuneration 

should be market competitive and that there should be a sound balance between fixed 

and variable remuneration (SEB, Annual reports 2004-2010). 
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Variable remuneration 

During the year of 2010 SEB provided variable remuneration parts in form of short-

term variable cash-based compensation, long-term variable equity-based compensation 

and performance share program. In the annual reports previous to 2010 not much in-

formation regarding general variable remuneration policies is given. The non –executive 

board of directors did not receive a variable part of remuneration during the research pe-

riod. The group executive directors received two types of variable remuneration pro-

grams, one short-term and one long-term incentive program, during the years of 2004-

2007. The short-term incentive program was removed in 2008 and from there on the 

group executives have only received variable remuneration in the form of long-term in-

centive programs. When applying short term incentive programs, these were limited to 

an amount equal to 50% of the fixed annual salary. During the year of 2004 certain ex-

ecutives and employees were offered a long-term incentive program in form of options. 

In 2005 this program was changed to a share-based program. The share programs are 

based on performance criterions such as total shareholders return. (SEB, Annual reports 

2004-2010). 

Pensions 

Throughout the period of the study, there has existed a maximum limit on the pension 

payments, the pension of the CEO amounted to 65% of the pension emitting salary in 

2010. Severance pay is limited to 12-24 months from given notice (SEB, Annual reports 

2004-2010).  

5.1.1.3 Swedbank 

Setting 

The board remuneration has been set by the annual general meeting throughout the pe-

riod of the study. The executive remuneration and the overall remuneration policies 

have been set by the board. Swedbank have had a remuneration committee during the 

whole period of the study (Swedbank, Annual reports 2004-2010). 

Fixed remuneration 

The bank states that the remuneration is set on an individual basis and should reflect the 

complexity of the individual tasks. There should be a sound mix of fixed and variable 
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remuneration. Part from this not much is stated when it comes to policies concerning 

fixed remuneration (Swedbank, Annual reports 2004-2010).  

Variable remuneration 

Interesting to note is the fact that a few leading executives of Swedbank, such as the 

group CEO, has not received any form of variable remuneration during the time period 

of the study. During the years of 2004-2008 executives and top management could re-

ceive a maximum of 25% of their annual fixed salary in performance based variable re-

muneration. For the years of 2009-2010 we are not able to find such statements, neither 

is it presented in a separate document concerning the banks remuneration policies of 

2010. Swedbank had a stock option program which expired in 2005. Since then the 

bank has not had any stock price related remuneration programs. In 2010 the reclaim all 

variable remuneration concerning the year of 2009 due to big losses and the need for 

government support programs. Overall, we find that not much clear information regard-

ing the structure and performance criteria’s of the variable remuneration programs of 

Swedbank is given in the annual reports dealt with in the study (Swedbank, Annual re-

ports 2004-2010).  

Pensions 

The lowest age of retirement within Swedbank has been 60 years during the years of the 

study. Variable remuneration is not pension-emitting. The board does not receive pen-

sion payments (Swedbank, Annual reports 2004-2010).  

5.1.2 Denmark 

5.1.2.1 Danske Bank 

Setting 

The board remuneration has throughout the period of the study been set by the general 

meeting. The executive remuneration has been set by the board and has been consisting 

of a fixed part, various types of incentive programs and pensions. Since the year of 2005 

it is clearly stated that there exists a remuneration-committee within the bank (Danske 

Banks, Annual reports 2004-2010). 
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Fixed remuneration 

The board received0 a fixed salary and did not take part in incentive- or performance-

based programs during the time period of the study. In the remuneration policy of 2011 

it is stated that the fixed salary is determined on the basis of the role of the individual 

employee, including responsibility and job complexity, performance and local market 

conditions. Older remuneration policies are not published on the Danske Bank official 

webpage (Danske Bank, Annual reports 2004-2010). 

Variable remuneration 

Danske Bank did not leave information regarding general policies concerning variable 

pay in the annual reports during the research period; instead they are referring to docu-

ments on remuneration policies published on the company webpage. Unfortunately 

though, when attempting to retrieve the documents only the remuneration policy of 

2011 was available. This document however states that the variable compensation 

should be structured in a way to promotes sound risk management and does not induce 

excessive risk taking. There exists a maximum limit of variable remuneration that may 

be paid out relatively to the employees fixed salary. The amount varies depending on 

position. The group executives may receive a maximum of 3% of the group profit annu-

ally in performance-based pay. The performance is measured in factors such as profit 

before tax compared with budgeted profit. The remuneration policy does not mention 

any stock price related measurements to be used when measuring performance. Until 

the year of 2008 Danske Bank was offering share option and conditional share pro-

grams, due to the participation in the Danish states guarantee scheme the bank was 

however forced to withdraw these programs. When the share option program was appli-

cable, the options were exercisable between three to seven years after granting. The ex-

ercise price was computed by using the average stock price during the following 20 

days after the most recent annual report was released and adding 10% (Danske Bank, 

Annual reports 2004-2010). 

Pensions   

Not much information is provided regarding the policy on pension payments to execu-

tives. Lower level employees receive pensions according to collective agreements. The 
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board of directors does not receive pensions (Danske Banks, Annual reports 2004-

2010).  

5.1.2.2 Jyske Bank 

Setting 

The board remuneration is set by the company Repræsentantskab, an organizational or-

gan elected by the stockholders to interact with the board on their behalf. The remunera-

tion of leading executives has been set by the board. Since the year of 2009 there the or-

ganization has had a remuneration committee with the task to propose the general re-

muneration policies of the company as well as proposing the remuneration of executives 

(Jyske Bank, Annual reports 2004-2010).  

Fixed remuneration 

The Jyske Bank board only receives a fixed amount of remuneration. As goes for the 

executive management, they have also been rewarded only with a fixed salary since the 

year of 2007. The bank does not provide any statements on the remuneration policy ap-

plicable for fixed remuneration during the research period. The level of remuneration 

given to individuals is not disclosed in any of Jyske Bank’s annual reports during the 

period of the study. The bank states that they believe this to be a matter that should be 

subject to privacy (Jyske Bank, Annual reports 2004-2010).   

Variable remuneration 

During the research period, the board has not received any variable component of remu-

neration. The executive management participated in an incitement program applicable 

to all employees between the years of 2004-2008. This program enabled employees to 

receive stocks to a value of 30 000 DKK annually if certain performance measures were 

met. The program was however subject to a certain level of self financing, unfortunately 

the conditions were not fully stated in the annual reports of the years for which it was 

applicable. During the years of 2009-2010, Jyske Bank does not mention any variable 

form of remuneration in their annual reports (Jyske Bank, Annual reports 2004-2010).  

Pensions 

The board members do not receive any pension or severance payments. For most em-

ployees the group is making monthly pension payments to an independent pension fund 
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and will not have any obligations to make further payments to the employees after re-

tirement. To some employees the group is paying defined-benefit pensions (Jyske Bank, 

Annual reports 2004-2010).  

5.1.2.3 Sydbank 

Setting 

We cannot find any clear statements on how the board remuneration is set at Sydbank. 

The remuneration of leading executives has been set by the board throughout the period 

of the study. The bank did not have a remuneration committee until the year of 2010 

(Sydbank, Annual reports 2004-2010). 

Fixed remuneration 

The board has received only a fixed component of remuneration during the research pe-

riod. Even the leading executives have received but a fixed component according to the 

bank annual reports. The annual reports do not provide much information concerning 

the police when setting fixed remunerations. However, the bank is providing some in-

formation regarding this matter on the corporate governance section of the company 

webpage. Unfortunately though, we were only able to find the corporate governance re-

port of 2010 published, no older corporate governance reports could be retrieved. The 

only information provided in the corporate governance reports is however that the over-

all remuneration should be on a reasonable level in comparison to the rest of the indus-

try, and it should reflect the complexity of the individual tasks (Sydbank, Annual re-

ports 2004-2010).  

Variable remuneration 

Sydbank did not operate with any incitement programs during the time period of the 

study (Sydbank, Annual reports 2004-2010).  

Pensions 

Sydbank is regularly making pension payments to the employee’s pension funds and 

these are expensed continuously. Part from this not much information concerning pen-

sions are given (Sydbank, Annual reports 2004-2010). 



 

 
44 

5.1.3 The United Kingdom  

5.1.3.1 Barclays 

Setting 

From the year of 2005 and onwards, it is mentioned in the annual reports of Barclays 

that there exists a remuneration committee. However, during the years of 2005-2009 the 

only statements concerning the remuneration committee is that it is responsible for set-

ting the exercise price of the options in the bank’s stock option program.  In the annual 

report of 2010 it is stated that the remuneration committee reviews the remuneration 

principles and approaches and approves remuneration based on risk-adjusted perform-

ance. The board however carries the final responsibility when setting the remunerations. 

The board remuneration has been set by the annual general meeting (Barclays, Annual 

reports 2004-2010). 

Fixed remuneration 

Until the year of 2010 not much is disclosed concerning the groups policies when set-

ting the base salary of employees. In the annual report of 2010 it is however stated that 

all base salaries are reviewed on an annual basis, all salaries are benchmarked against 

appropriate markets and set with reference to relevant market practice (Barclays, An-

nual reports 2004-2010).  

Variable remuneration 

Just as for the fixed salary, there are not much stated concerning the remuneration poli-

cies concerning the variable remuneration until the annual report of 2010. Throughout 

the period of the study the bank has however rewarded employees with variable compo-

nents of remuneration in the form of bonuses and share-based payments. The share 

based payments has been in form of ordinary shares as well as share options. We are not 

able to find the conditions for granting the award in the annual reports of 2004-2009 

(Barclays, Annual reports 2004-2010).  

Pensions 

The pension obligations of Barclays vary depending on the individual employee and his 

geographical position. The group however states that they provide retirement benefit ar-

rangements to employees across the group, with appropriate consideration of market 



 

 
45 

practice and geographical differences. The board does not receive any pension pay-

ments. The executives receive pension payments amounting to 25-50% of their base 

salary (Barclays, Annual reports 2004-2010). 

5.1.3.2 HSBC 

Setting 

The board remuneration has been set by the annual general meeting throughout the re-

search period. HSBC has had a remuneration committee during the whole time period 

of the study. The committee has been responsible for laying out the general guidelines 

for the group remuneration policy as well as proposing the remuneration for executives 

and key employees (HSBC, Annual reports 2004-2010).  

Fixed remuneration 

The fixed remuneration of HSBC should reflect the competitive market rate of the posi-

tion held by the receiver. It is also stated that the overall remuneration package should 

ensure that the total remuneration package is competitive in relation to comparable or-

ganisations in each of the countries or regions in which HSBC operates. These state-

ments seem to have been quite consistent during the period of the study. The salary of 

executive directors has been reviewed annually by the remuneration committee (HSBC, 

Annual reports 2004-2010).   

Variable remuneration 

The board of director’s does not receive any variable remuneration. The variable remu-

neration of executives has throughout the years of the study been in the form of an an-

nual bonus as well as a long-term incentive program. For the years of 2004-2006, the 

annual bonus component was formed as an annual cash bonus, comprising a maximum 

of 250% of the executive director’s base salary. In 2007 the maximum level was height-

ened to 400% of the base salary. The heightening was made under the condition that the 

bonus criteria’s was made more specific and that 40% of any award was referred into 

HSBC’s restricted shares.  HSBC’s long-term incentive program towards executives 

was reviewed and changed during the years of 2004-2005, from then the long-term in-

centive plan been constituting of a performance share program. The program enables 

executives to receive HSBC shares to a maximum face value of seven times their annual 
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base pay. It is however stated that this should only be awarded in extraordinary situa-

tions, the normal award should constitute approximately two to three times the receivers 

annual base pay. The performance measures of the long-term incentive program are 

based on total shareholders return and the absolute growth in earnings per share of the 

HSBC group. The performance is measured over a three years period (HSBC, Annual 

reports 2004-2010).  

Pensions 

 HSBC is following separate pension schemes depending on geographical differences 

concerning legislation and practice. In the UK the retirement are normally done at the 

age of 60. The executive directors are subject to individual pension plans. Only the base 

salary is pension-entitling. The board does not receive pension payments (HSBC, An-

nual reports 2004-2010).  

5.1.3.3 RBS 

Setting 

The board remuneration has been set by the annual general meeting throughout the pe-

riod of the study. The group has had a remuneration committee during the research pe-

riod. The remuneration committee has been responsible for setting the group’s overall 

remuneration policy and making recommendations to the board concerning the remu-

nerations of the group executive directors. No director has been involved in setting their 

own remuneration (RBS, Annual reports 2004-2010).  

Fixed remuneration 

When determining directors fixed remuneration, the remuneration committee has been 

analysing the competitiveness of current base salaries with relevant benchmarks. A re-

view is done annually. The overall target has been to keep the remuneration at a level 

that will attract, motivate and retain high calibre executives. The group strives to have a 

sound balance between fixed and variable components of remuneration (RBS, Annual 

reports 2004-2010). 

Variable remuneration 

The board has not received any variable component of remuneration during the research 

period. The variable components of remuneration offered to executives have consisted 
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of a short-term, medium-term and long-term incentive program. During the year of 

2004, the short term incentive program could amount to a maximum of 150% of the 

base salary. In the year of 2005 this was heightened to a maximum of 200% of the base 

salary, in 2006 this was again raised to 250%. During the year of 2008 no executive di-

rector received any short-term incentive payments and for the year of 2009 the maxi-

mum amount of the scheme was once again lowered back to 200% of the base salary. 

The medium-term incentive scheme was in place during the years of 2004-2009, under 

which it remained unchanged. The scheme was awarding executives with shares and 

was limited to an amount of 150% of the base salary. The performance measurements 

for the scheme were the earnings per share and the total shareholder return, the per-

formance were measured over a period of three years. During the years of 2004-2009 

the long term incentive program was formed as a share options and share program. The 

executives could be granted share options to a maximum value of 250% of their base 

salary. The options were granted on the terms that the growth in earnings per share ex-

ceeded the retail price index over a three year period. In 2010, a new long-term incen-

tive program replaced the previous medium- and long-term programs. The new program 

was in the form of a deferred share program and keeping a sound risk level was one of 

the performance measures. In the 2010 annual report the performance measures were 

stated in a more precise manner and included the following; Relative Total Shareholder 

Return (TSR) (25%);Core Bank Economic Profit (25%); Balance Sheet and Risk (25%); 

and Strategic Scorecard (25%) (RBS, Annual reports 2004-2010). 

Pensions 

The group makes continues contributions to its pension scheme. The group recognises 

the pension obligations as a possible risk factor and states that they might be eligible to 

make further contributions to the pension fund and to governmental compensation 

schemes. Executives may participate in the RBS group pension fund, a non-contributory 

defined benefit fund which provides pensions and other benefits (RBS, Annual reports 

2004-2010). 
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5.2 Remuneration and annual results 

5.2.1 Size of board and top management 

All banks have similar size of their board and top management except the two smaller 

Danish banks which have on average 30 per cent smaller board size than the other banks 

in the investigation
4
. 

5.2.2 Sweden 

5.2.2.1 Nordea 

Nordea’s performance during the past seven years has been remarkably consistent con-

sidering the fluctuations occurred in the financial market in the past seven years. Its 

worst result was provided in 2004 their annual result amounted to 1914 million EUR. 

The result was improved by 18.5 % to 2269 million EUR in 2005. In 2006 the result 

was even better, amounting to 3153 million EUR, an improvement of 39%. In 2007 the 

result dropped by 0.7 % to 3130 million EUR. 2008 was far worse, the result dropped 

with 14.6 % to 2672 million EUR, a downward spin which continued in 2009 with a 

13.2 % decrease in result to 2318  million EUR. During 2010 the downward trend ended 

with an increase in result by 14.9 % to 2663 million EUR. We found a correlation be-

tween result and variable remuneration of 0, 9549963 thereby showing that the variable 

remuneration has a strong relationship with the annual result (Nordea, Annual reports 

2004-2010). 

Table 2-1Annual results and variable remuneration for Nordea 

 

Table 2 shows the relationships between the Nordea’s performance and the variable remuneration during 

2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
5
. 
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The remuneration during the investigated period, starting with the fixed remuneration 

for 2004, that year the fixed remuneration was 13  million EUR, variable was 4  million 

EUR and the cost of future pension was 3,7 million EUR in 2004. In 2005 the remune-

ration increased generally, the fixed increased by 7.6 % to 14 million EUR, the variable 

increased by 33.3 % to 4 million EUR and the pension cost increased by 6.75 % to 3.95 

million EUR. The increase in remuneration continued in 2006, the fixed remuneration 

increased by 21.4 % to 17 million EUR, variable increased by 100% to 8 million EUR 

and the cost for pensions increased 10.1 %. During 2007 the fixed remuneration contin-

ued to increase to 22 million EUR an increase of 29.4 %, the variable remained static at 

8 million EUR and the pension costs increased by 21.8 % to 5.3 million EUR.  In 2008 

the overall remuneration decreased. The fixed remuneration decreased by 18.2 % to 18 

million EUR, variable decreased by 12.5 % to 7 million EUR, the pension costs de-

creased to 4.5 million EUR a decrease of 15.1 %. The decrease continued in 2009, the 

fixed remuneration dropped by 16.7 % to 15  million EUR, variable decreased by 42.8 

% to 4  million EUR and the pension costs decreased by 8.9 % to 4.1  million. In 2010 

the remuneration overall remuneration was once again increased, the fixed increased by 

6.7 % to 16  million EUR, variable remuneration increased by 25 % to 5  million EUR 

and the cost for future pensions increased by 4.8 % to 4.3  million EUR. The relation-

ship between the level of fixed remuneration and variable was on average.0, 331251953 

meaning that for each EUR in fixed remuneration the executives earn 0.33 EUR in vari-

able remuneration (Nordea, Annual reports 2004-2010).  

Table 3-2Total remuneration for Nordea 

 

Table 3 shows the remuneration for Nordea in million EUR during 2004-2010
6
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5.2.2.2 SEB 

SEB had a rather turbulent seven years. Starting in 2004 their annual result was 818 

million EUR. In 2005 the result increased by 9.6 % to 897 million EUR. The result con-

tinued to improve in 2006, increasing by 55.6 % to 1396 million EUR. This trend con-

tinued in 2007 when the result increased to 1445 million EUR, an increase of 3.5 %.  

2008 became a arduous year when the result dropped by 36 % to 925  million EUR, the 

downward trend continued in 2009 when the result dropped to 114  million EUR a de-

crease by 87.7 %. In 2010 the downward trend of the previous two years ended with an 

increase of result by 563.2 %, the result of 2010 became 756 million EUR. We found a 

correlation between result and variable remuneration of 0,330071573 thereby showing 

that the variable remuneration is not closely linked with the annual result (SEB, Annual 

reports, 2004-2010). 

Table 4-3Annual results and variable remuneration for SEB 

 

Table 4 shows the relationships between the SEB’s performance and the variable remuneration during 

2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
7
.  

The remuneration for the investigated period starting with 2004 when the fixed remune-

ration was 2.86 million EUR, the variable remuneration was 3.3 million EUR and the 

cost for future pensions 2.97 million EUR. The following year the variable remunera-

tion increased by 0.9% to 3.33 million EUR whilst the fixed decreased by 11.8% to 2.52 

million EUR and the cost for pensions dropped by 49.5% to 1.5 million EUR. The fixed 

remuneration for 2006 increased by 7.5 % to 2.71  million EUR but the variable 

dropped by 46 % to 1.79  million EUR, as well as  the pension cost which dropped by 

22% to 1.17  million EUR. The following year (2007) all remuneration dropped, the 

fixed by 5 % to 2.71 million EUR, the variable dropped with 18.4 % to 1.46 million 
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EUR and the pension costs dropped to 0.94 million EUR a decrease of 19.6 %. During 

2008 the fixed remuneration decreased to 2.2 million EUR, a 14.7% drop, the variable 

remuneration was cut by 48% to 0.76 million EUR, whilst the pension cost increased by 

153% to 2.38 million EUR.  2009 the company continued to decrease the variable re-

muneration lowering it by another 76 % to a mere 0.18 million EUR. The pension cost 

also decreased by 11% to2.12 million EUR whilst the variable remuneration was in-

creased by 63% to 3,59  million EUR. The increase in fixed remuneration continued in 

2010 with an increase of 77.7 % to 6, 38 million EUR, the variable increased to 0.25 

million EUR, a 40 % increase, and the pension cost returned to 2.38 million EUR, an 

increase of 12.2 %. The relationship between the level of fixed remuneration and varia-

ble was on average 0,590668044 meaning that for each EUR in fixed remuneration the 

executives earn 0.59 EUR in variable remuneration (SEB, Annual reports 2004-2010). 

Table 5-4Total remuneration for SEB 

 

 Table 5 shows the remuneration for SEB in   million during 2004-2010
8
. 

5.2.2.3 Swedbank 

Swedbank had, as we can see in table 6-1, a rather solid past seven years except for 

2009. In 2004 the annual result amounted to 860 million EUR. This was improved by 

18.3 % in 2005, then amounting to 1016 million EUR. The following year the result 

was even better, amounting to 1249 million EUR an improvement of 23%. The positive 

trend continued in 2007 with an increase in results of 3.1 % to 1288 million EUR. 2008 

the result dropped to 1006 million EUR, a drop of 21.8 %.  2009 was a troublesome 

year, the result ended up being a loss of 1025 million EUR, a drop of 202%. The result 

of 2010 was 832 million EUR, an increase of 181%. We found a correlation between re-
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sult and variable remuneration of 0,661264 they have a rather strong linkage between 

result and variable remuneration, the correlation is at 0, 66 due to the horrendous result 

in 2009 (Swedbank, Annual reports 2004-2010).  

Table 6-5Annual results and variable remuneration for Swedbank 

 

Table 6 shows the relationships between the SEB’s performance and the variable remuneration during 

2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
9
.  

The remuneration for Swedbank starting with 2004, the fixed remuneration was 5.32 

million EUR, the variable was 1.22 million EUR and the cost for future pension was 

7.54 million EUR. The following year (2005) the fixed remuneration dropped with 55.8 

% to 2.34 million EUR, the variable also dropped with 27.9% to 0.85 million EUR. The 

pension cost increased by 4.5% to 7.88 million EUR. The following year (2006) the 

fixed remuneration increased by 13.2% to 2.65 million EUR, variable increased by 

17.6% to 1 million EUR and the pension cost decreased by 8.75% to 7.19 million EUR.  

The fixed remuneration continued to increase in 2007 to 2.75 million EUR, an increase 

of 3.7%, the variable remuneration dropped with 15% to 0.85 million EUR and the 

pension costs dropped by 13% to 6.25 million EUR.  In 2008 all remuneration was lo-

wered, the fixed was decreased to 2.39 million EUR, a drop of 13%.  Variable remune-

ration was lowered by 12.9% to 0.74 million EUR and pension cost dropped to 3.4 mil-

lion EUR, a decrease of 45.6%.  In 2009 no variable remuneration was awarded but the 

fixed was increased by 10% to 2.63 million EUR the pension cost also increased, it was 

raised by 3.3% to 3.51 million EUR. 2010 Swedbank kept the variable remuneration at 

0, the fixed was increased to 5.22 million EUR, an increase of 98.5%, whilst the 

pension cost decreased by 36.8 % to 2.22 million EUR. The relationship between the 

level of fixed remuneration and variable was on average 0, 22617 meaning that for each 
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EUR in fixed remuneration the executives earn 0.226 EUR in variable remuneration 

(Swedbank, Annual reports 2004-2010). 

Table 7-6Total remuneration for Swedbank 

 

 Table 7 shows the remuneration for Swedbank in million EUR during 2004-2010
10

 

5.2.3 Denmark 

5.2.3.1 Danske Bank 

Danske Bank had like SEB a rather turbulent past seven years. Their result for 2004 was 

1252 million EUR. The result was improved in 2005 to 1719 million EUR, an increase 

of 37%. 2006 was even better; the result was improved by 19.9% to 2061 million EUR. 

The result faced a slight drop in 2007 to 1994 million EUR a decrease of 3.25%. How-

ever, the result dropped severely in 2008 to 139 million EUR, a decrease of 93%. 2009 

was slightly better, the result increased by 65% to 230 million EUR, a positive trend 

that continued in 2010 when the result increased by 114% to 492 million EUR. We 

found a correlation between result and variable remuneration of 0, 87519843 thereby we 

can see that the variable remuneration is closely linked with the annual result (Danske 

Bank, Annual reports 2004-2010).  
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Table 8-7Annual results and variable remuneration for Danske Bank 

 

Table 8 shows the relationships between the Danske Bank’s performance and the variable remuneration 

during 2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
11

. 

The remuneration of Danske Bank, starting with 2004, the fixed remuneration was 2.21 

million EUR, variable was 6.72 million EUR and the cost for future pension 0.53 mil-

lion EUR. In 2005 all components of remuneration increased. The fixed increased by 

2.7% to 2.27 million EUR, the variable increased to 13.97 million EUR, an increase of 

108%, and the pension cost increased to 0.55 million EUR, an increase of 3.7%. 2006 

followed the same pattern. The fixed remuneration increased by 56% to 3.53 million 

EUR, the variable increased to 23.85 million EUR, a rise of 71%, and the pension cost 

increased by 25.9% to 1.07 million EUR. In 2008 the total amount of awarded remune-

ration dropped. The fixed dropped by 6.7% to 4.18 million EUR, the variable by 74.2% 

to 6.31 million EUR and the pension cost was lowered by 6.5% to 1 million EUR. In 

2009 the fixed remuneration increased by 19.1% to 4.98 million EUR, the pension cost 

also increased this year by 20% to 1.2 million EUR, the variable dropped by 23.2% to 

4.84 million EUR. In 2010 the fixed continued to increase, this year by 19.7% to 5.96 

million EUR, the pension cost increased by 19.2% to 1.43 million EUR. The variable 

remuneration was abolished in 2010 (Danske Bank, Annual reports 2004-2010). 
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Table 9-8Total remuneration for Danske Bank 

 

Table 9 shows the remuneration for Danske Bank in million EUR during 2004-2010
12

. 

5.2.3.2 Jyske Bank 

Jyske Banks result for 2004 was 189 million EUR; the result was improved in 2005 to 

231 million EUR, an increase of 21.7%. This positive trend continued in 2006 with an 

increase of 22.5% to 283 million EUR. In 2007 the result dropped by 17.6% to 233 mil-

lion EUR. The drop in results continued in 2008 when the result dropped even more, 

amounting to 133 million EUR, and a decrease by 42.9%. This negative trend continued 

in 2009 when the result dropped by 52.8% to 63 million EUR. 2010 was better, the re-

sult increased to 102 million EUR, an increase of 61.9% (Jyske Bank, Annual reports 

2004-2010).  

Jyske Bank had no variable remuneration during the past seven years. The pension cost 

was between 0.05 million EUR and 0.07 million EUR for the entire period. The fixed 

was, in 2004, 1.72 million EUR. It was increased in 2005 to 2.31 million EUR, an in-

crease of 34.3%, and in 2006 the remuneration dropped to 2.12 million EUR, a decrease 

of 8.3%.  In 2007 the remuneration increased by 7% to 2.31 million EUR. 2008 saw an 

even further increase to 2.51 million EUR, increasing the remuneration by 5.7%. This 

trend continued in 2009 increasing the remuneration even more to 2.87 million EUR, an 

increase of 14.3%. 2010 followed the same pattern increasing the remuneration to 2.95 

million EUR an increase of 3.8% (Jyske Bank, Annual reports 2004-2010). 
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Table 10-9Total remuneration for Jyske Bank 

 

Table 10 shows the remuneration for Jyske Bank in million EUR during 2004-2010
13

. 

5.2.3.3 Sydbank 

Sydbank result for 2004 was 103 million EUR, the result was improved in 2005 to 125 

million EUR, an increase of 21.4%. This positive trend continued in 2006 with an in-

crease by 62.4% to 203 million EUR. In 2007 the result increased by 12.8% to 229 mil-

lion EUR, the results dropped in 2008 by 64.6% to 81 million EUR, A negative trend 

which was broken in 2009 when the result increased by 29.6% to 105 million EUR. 

During 2010 the result faced another drop, decreasing to 55 million EUR, a decrease of 

47.6%. We found a correlation between result and variable remuneration of -0, 02972 

(Sydbank, Annual reports 2004-2010). 

Table 11-10Annual results and variable remuneration for Sydbank 

 

Table 11 shows the relationships between the Sydbank performance and the variable remuneration dur-

ing 2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
14

.  
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The remuneration for Sydbank starting with 2004, the fixed remuneration was 1.53 mil-

lion EUR, the variable was 0 and the cost for future pension was 0.61 million EUR. The 

following year the fixed remuneration increased by 7.7% % to 1.67 million EUR, the 

variable was kept at 0 and the pension cost increased by 9.8% to 0.67 million EUR. The 

following year the fixed remuneration increase by 11.3% to 1.86 million EUR, the vari-

able remuneration was used at value of 0.13 million EUR, the pension cost was in-

creased by 10.4% to 0.74 million EUR.  The fixed remuneration and pension costs was 

kept static in 2007 whilst the variable increased by 207% to 0.4 million EUR. The fixed 

remuneration was increased in 2008 to 2.41 million EUR an increase of 29.5%, the va-

riable remuneration was increased by 102.5% to 0.81 million EUR and the pension cost 

increased to 0.96 million EUR, an increase of 29.7%. The fixed remuneration increased 

again in 2009 to 3.67 million EUR an increase of 52.2%, the variable remuneration was 

lowered to 0 and the future pension cost increased to 1.47 million EUR an increase of 

53.1%. The fixed remuneration continued to increase in 2010, amounting to 3.84 mil-

lion EUR, an increase of 4.6%. The variable remuneration was set to 0.2 million EUR 

and the pension cost increased by 4.1% to 1.53 million EUR. The relationship between 

the level of fixed remuneration and variable was on average 0,096511. This means that, 

for each EUR received in fixed remuneration, the executives earn 0, 0965 EUR in vari-

able remuneration (Sydbank, Annual reports 2004-2010). 

Table 12-11Total remuneration for Sydbank 

 

Table 12 shows the remuneration for Sydbank in million EUR during 2004-2010
15
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5.2.4 The United Kingdom 

5.2.4.1 Barclays 

Barclays Bank result for 2004 was 4628 million EUR; the result was improved in 2005 

to 5650 million EUR, an increase of 22%. This positive trend continued in 2006 with an 

increase by 38.2% to 7812 million EUR. In 2007 the result decreased by 10.5% to 6990 

million EUR. In 2008 the result dropped by an additional 20.6% to 5553 million EUR. 

This negative trend was broken in 2009 when the result increased by 108.6% to 11585 

million EUR. 2010 saw another drop, the result decreased to 5301 million EUR, a de-

crease of 54.2%. We found a correlation between result and variable remuneration of -0, 

18432892 (Barclays, Annual reports 2004-2010). 

Table 13-12Annual results and variable remuneration for Barclays 

 

Table 13 shows the relationships between the Barclays performance and the variable remuneration dur-

ing 2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
16

. 

The remuneration for Barclays Bank starting with 2004, the fixed remuneration was 

45.1 million EUR, the variable was 20.3 million EUR and the cost for future pension 

was 30.2 million EUR. The following year the fixed remuneration increased by 6.7% to 

48.2 million EUR, the variable was increased by 82% to 36.9 million EUR and the 

pension cost increased by 59.4% to 48.1 million EUR. The following year the fixed re-

muneration increase by 6.1% to 51.1 million EUR, the variable remuneration was in-

creased even more to 40.51 million EUR, an increase of 9.7%, while the pension cost 

was decreased by 33.5% to 32 million EUR. In 2007 the fixed remuneration was lo-

wered by 36.2 to 32.6 million EUR, the variable was increased to 43.4 million EUR, an 

increase of 7.1%. The pension cost was severely lowered to 7.1 million EUR, a decrease 
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of 77.8. The fixed remuneration was decreased in 2008 to 11.3 million EUR, a decrease 

of 65.2%. The variable remuneration was decreased by 71.4% to 12.4 million EUR and 

the pension cost increased to 19 million EUR, an increase of 168%. The fixed remune-

ration decreased again in 2009 to 9.91 million EUR, a decrease of 12.6%. The variable 

remuneration was raised to17.8 million EUR, an increase of 43.6%, and the future 

pension cost decreased to 6.98 million EUR a decrease of 63.2%. The fixed remunera-

tion increased in 2010 to 47.4 million EUR, an increase of 378.3%. The variable remu-

neration was increased by 156.6% to45.7 million EUR and the pension cost increased 

by 614% to 49.8 million EUR. The relationship between the level of fixed remuneration 

and variable was on average 1, 15015857 meaning that for each EUR in fixed remune-

ration the executives earn 1, 15 EUR in variable remuneration (Barclays, Annual reports 

2004-2010). 

Table 14-13Total remuneration for Barclays 

 

Table 14 shows the remuneration for Barclays in million EUR during 2004-2010
17

. 

5.2.4.2 HSBC 

HSBC result for 2004 was 10468 million EUR. The result was improved in 2005 to 

13261 million EUR, an increase of 26.6%. This positive trend ended in 2006 with a de-

crease of 3.72% to 12769 million EUR. In 2007 the result was increased by 28.8% to 

16447 million EUR. The results dropped in 2008 by 59.3% to 6688 million EUR. The 

result continued to decline in 2009, dropping by 26.5% to 4914 million EUR. 2010 the 

negative trend was broken, the result increased by 190% to14247 million EUR. We 

found a correlation between result and variable remuneration of -0, 034786521 (HSBC, 

Annual reports 2004-2010). 
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Table 15-14Annual results and variable remuneration for HSBC 

 

Table 15 shows the relationships between the HSBC’s performance and the variable remuneration during 

2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
18

. 

The remuneration for this period starting with 2004 the fixed remuneration was 10.1 

million EUR, the variable remuneration was 10.2 million EUR and the cost for future 

pensions 3.53 million EUR. The following (2005) year the fixed remuneration increased 

by 27.2% to 12.8 million EUR, the variable increased by 4.4% to 10.7 million EUR and 

the cost for pensions rose by 122% to 7.8 million EUR. The fixed remuneration for 

2006 was decreased by 19.3 % to 10.35 million EUR, the variable also dropped this 

year by 18.7 % to 8.66 million EUR and the pension cost dropped by 9.3% to 7.1 mil-

lion EUR. The following year (2007) all remuneration dropped, the fixed by 30.6 % to 

7.18 million EUR, the variable dropped with 29.7 % to 6.1 million EUR and the pension  

costs dropped to 5 million EUR, a decrease of 29 %. In 2008 the fixed remuneration in-

creased to 10.1 million EUR, an increase of 41.1%. The variable remuneration was ab-

olished for 2008 whilst the pension cost increased by 3% to 5.2 million EUR. In 2009 

the fixed remuneration was decreased by 22.4% to 7.87 million EUR, the variable re-

muneration was reinstated and was set at 22.4 million EUR and the pension cost was 

decreased by 13.9% to 4.47 million EUR. The fixed remuneration increased in 2010 by 

42.5% to 11.2 million EUR, the variable remuneration increased by 13.6% to 25.4 mil-

lion EUR and the pension cost was raised to 6.1 million EUR an increase of 36.5 % the 

relationship between the levels of fixed remuneration and variable was on average 1, 

23348402 meaning that for each EUR in fixed remuneration the executives earn 1, 23 

EUR in variable remuneration (HSBC, Annual reports 2004-2010). 
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Table 16-15Total remuneration for HSBC 

 

Table 16 shows the remuneration for HSBC in million EUR during 2004-2010
19

. 

5.2.4.3 RBS 

RBS had a rather turbulent past seven years as we can see in table 15. In 2004 their an-

nual result was 7502 million EUR. The result was lowered in 2005 by 38% to 4643 mil-

lion EUR. The following year the result was improved to 4933 million EUR, an in-

crease of 6.2%. The positive trend continued in 2007 with an increase in results of 6.2 

% to 5239 million EUR. During 2008 RBS faced a drop in result, ending up with a loss 

of 24829 million EUR, a decrease of 573%. In 2009 the result was improved but still 

ended at a loss of 1612 million EUR, an improvement of 93.3%. In 2010 the result was 

still negative, this year constituting of a loss of 1246 million EUR, which was an in-

crease in results of 22.7% compared to 2009. We found a correlation between result and 

variable remuneration of 0,119631058 (RBS, Annual reports 2004-2010). 
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Table 17-16Annual results and variable remuneration for RBS 

 

Table 17 shows the relationships between the RBS’s performance and the variable remuneration during 

2004-2010, the variable remuneration has been magnified by 100 to get a clearer view
20

. 

The remuneration for this period starting with 2004 the fixed remuneration was 33.55 

million EUR, the variable remuneration was 7.38 million EUR and the cost for future 

pensions 7.51 million EUR. The following year the fixed remuneration increased by 

13.85% to 38.2 million EUR, the variable was decreased by 69% to 2.29 million EUR 

and the cost for pensions rose by 82.3% to 13.7 million EUR. The fixed remuneration 

for 2006 was increased by 59.8 % to 61.1 million EUR the variable was increased to 

4.15 million EUR, an increase of 81.2%. The pension cost was raised by 22.5% to 16.77 

million EUR. The following year the fixed remuneration dropped by 15.7% to 51.5 mil-

lion EUR, the variable was increased by 69.6 % to 7.04 million EUR and the pension 

costs dropped to 13.71 million EUR, a decrease of 18.2 %. In 2008 the fixed remunera-

tion was severely decreased to 17.65 million EUR, a drop of 65.7%, the variable remu-

neration also dropped severely to 2.18 million EUR, a decrease of 69%. The pension 

cost however increased by 0.8% to 13.83 million EUR. In 2009 the fixed remuneration 

was increased by 86.8% to 32.98 million EUR, the variable remuneration was increased 

by 1013% to 24.27 million EUR and the cost for future pension was lowered to 0. The 

fixed remuneration increased in 2010 by 25.6% to 41.42 million EUR, the variable re-

muneration was decreased by 57.1% to 10.4 million EUR and the pension cost was 

reinstated and set at 11.36 million EUR. The relationship between the level of fixed re-

muneration and variable was on average 0, 22784642 meaning that for each EUR in 
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fixed remuneration the executives earn 0, 23 EUR in variable remuneration (RBS, An-

nual reports 2004-2010). 

Table 18-17Total remuneration for RBS 

 

Table 18 shows the remuneration for RBS in million EUR during 2004-2010
21
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6 Analysis 

6.1 Bank-level analysis 

6.1.1 In Sweden 

6.1.1.1 Nordea 

Overall, Nordea seems to have managed quite well during the period of the study. The 

group faced a drop in results during the years of 2007-2009, benchmarked with other 

banks of the study this drop must however be considered as rather remote. Prior to and 

after the years of 2007-2010, Nordea faced a quite stable increase in annual results.  

The remuneration policy of Nordea has been quite consistent during the period of the 

study. The variable components of remuneration has throughout the years been based on 

the risk adjusted result and ROE, at no point during the study has Nordea had incentive 

schemes based on the value of the company share. Put in comparison with the annual 

result, the variable components of remuneration has been fluctuating along with it. The 

positive correlation between the fluctuations in variable remuneration levels and annual 

results during the time period is as strong as 0, 96.  This might naturally be an effect of 

the factors used for measuring the performance granting the variable components of re-

muneration. The maximum limit of variable components of remuneration in relation to 

base salary has been approximately 50% throughout the research period; the actual out-

come has however been substantially lower, ranging between 15.22% and 27.25%. 

Nordea states compliance with the Swedish code on corporate governance throughout 

the research period. However, the changes in the code do not seem to have resulted in 

any substantial changes to Nordea’s actual remuneration policies, implying that Nordea 

throughout the period of the study has implemented a remuneration policy that is con-

sistent with the Swedish perception of good governance. 

6.1.1.2 SEB 

The results of SEB have been rather volatile during the period of the study. The 2007 

result of 1445 million EUR dropped to 114 million EUR in 2009 to then face an in-

crease of 563.1% to 756 million EUR during 2010. This outcome must be considered to 

be rather unstable.  
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The variable remuneration of the SEB group has not been as inconsistent as the annual 

result during the research period, however still facing a positive correlation of 0, 33 

with the annual result. The relatively weak correlation between the level of variable sal-

ary and the annual result can partly be explained by the performance measurements 

used for granting variable remuneration. SEB has been using performance criteria’s that 

are linked to share performance rather than the annual result. The level of variable re-

muneration in relation to the base salary has decreased substantially during the study pe-

riod. During the year of 2004 the variable remuneration amounted to 115% of the base 

salary, a number that has faced a steady decrease during the years and which only 

amounted to 4% of the base salary in 2010. This might be partly explained by the ab-

olishment of the SEB short-term incentive program in 2008. However, this is also ex-

plained by a raise in the total level of base salary in 2009. Overall, the tendency of the 

SEB remuneration policy from 2008 and onwards seems to have been to lower the 

amount of variable remuneration while simultaneously raising the total base salary.  

SEB has been stating compliance with the Swedish code on corporate governance 

throughout the study period. We cannot state that the development of the Swedish code 

has had any effects on the remuneration policies within SEB. However, during 2008 the 

SEB policy faced some changes. These changes could be considered to make the remu-

neration policy more consistent with the Swedish code applicable from 2010. This by, 

for example, switching focus from basing the remuneration policies on the short-term to 

the long-term performance. Though we cannot conclude that the yet not implemented 

2010 version of the Swedish corporate governance code has effected these changes, the 

overall discussion on corporate governance and remuneration policies within the Euro-

pean Union and other instances might naturally have effected this decision.  

6.1.1.3 Swedbank 

Of the Swedish banks dealt with in this study, Swedbank is the only one making a nega-

tive result during the time period of the research. During the year of 2009, the result fell 

with 202% and ended in a loss of 1025 million EUR. However, the following year the 

result was up 181% to 832 million EUR. Part from the year enormous drop in 2009, 

Swedbank has presented a relatively stable result.  
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The fluctuations in the level of variable remuneration have been rather consistent with 

the fluctuations in annual result. There is a positive correlation of 0, 66 between these 

two variables over the period of the study. In relation to base salary, the variable remu-

neration of Swedbank has been on a rather low level throughout the research period, 

ranging between 0-37% and with an average value of 22.1% of base salary. The reason 

behind the relatively low levels of variable remuneration in relation to base salary may 

be explained by the remuneration policy of 2004-2008, only allowing executives based 

in Sweden to receive variable remuneration amounting to 25% of their base salary. Dur-

ing the years of 2009-2010 Swedbank has not paid any variable components of remune-

ration, neither has there been any substantial increase in fixed salaries. We therefore 

must conclude that Swedbank has been adjusting the levels of remuneration in accor-

dance with the negative annual result of 2009. We can however not find any indications 

of the group remuneration policies being a major factor in causing the 2009 drop in an-

nul result. The policies do not seem to have encouraged excessive risk taking as the 

maximum limit of variable remuneration has been relatively low, with an exception 

within the Baltic States. As we do not have been able to retrieve much information re-

garding the performance criteria’s of the variable remuneration components we are 

however not able to fully analyze this matter. Swedbank has stated compliance with the 

Swedish code on corporate governance throughout the period of the study. However, we 

are not able to find any information indicating that the remuneration policies of Swed-

bank has faced any relevant changes due to the changes in the Swedish code over the 

years. We have however not been able to retrieve all the data we find necessary to be 

able to du a full scale analysis of this matter. However, based on the data available, 

Swedbank seem to have had remuneration policies that have been consistent with the 

Swedish perception of good governance during the period of the study. 

6.1.2 In Denmark 

6.1.2.1 Danske Bank 

Just as most other banks of the study, Danske Bank had a tough year during 2008. The 

result then fell by 93%, a drop that Danske Bank yet has not been able to regain. During 

the year of 2010 Danske Bank presented a result of 492 million EUR, which can be put 

in comparison with the year of 2006, the top year of the study, when the group result 

amounted to 2061 million EUR.  
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The total level of variable remuneration paid to executives and top management has 

fluctuated quite consistently with the fluctuations in the annual result. Over the period 

of the study, there is a positive correlation of 0,875 between these two variables. How-

ever, Danske Bank has provided a relatively large amount of the total remuneration as 

variable components of remuneration. On average, the variable remuneration paid out 

has amounted to 341% of base salary, with a top 615% and a low of 97%. Benchmarked 

with the other banks of the study, this number is extremely large. The reason for these 

large deviations should mainly be the differences in determining the maximum amount 

of variable remuneration. Danske Bank has set the maximum level to be 3% of the 

group annual profit, while most other banks of the study have set the level as a maxi-

mum percentage of base salary. 

 After the drop in 2008, the level of variable remuneration has decreased substantially 

and in 2010 no variable components of remuneration was paid out, even though the re-

sult increased with 114% compared to the previous year. The fact that Danske Bank was 

forced to participate in the Danish states guarantee scheme might be a factor affecting 

this outcome. This since the Danish government forced the group to withdraw their 

share option and conditional share programs in order to participate. 

Danske Bank states compliance with the Danish code on corporate governance through-

out the period of the study. During this period, Danske Bank has made some changes to 

their remuneration policies, we are however not able to state that these changes has been 

an effect of the changes in the corporate governance code. The most significant change 

seems to be the abolishment of the share option and conditional share programs. How-

ever, in our understanding these seem to have been formed in a way that is consistent 

with the codes throughout the study period and therefore should not have been ab-

olished because of changes in the code.  

6.1.2.2 Jyske Bank 

When it comes to the annual result, Jyske bank faced a steady increase during the years 

of 2004-2006. During the years of 2007-2009 the result however decreased while a re-

covery seem to have started in 2010 when the result increased in relation to the annual 

result of 2009. Overall, even though Jyske Bank faced a three year period of decreasing 

profits, we consider the banks result to have been quite stable. Instead of facing a sud-
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den decrease of 50-100% percent in the result during one year, as have happened within 

other banks dealt with in the study, Jyske Bank faced a stepwise decrease during the fi-

nancial crisis of 2007-2009.  

Jyske Bank has not awarded any variable components of remuneration during the years 

of the study. While Jyske Bank did have an incentive program in force during the period 

of the study, it was partly self-financed by the employees and the awarded granted were 

too small for us to consider it. The fact that the bank does not provide any variable 

components of remuneration might be a factor affecting the banks relatively stable sit-

uation during the financial crisis. When not awarding any performance based remunera-

tion, the agency problem of excessive risk-taking should be eliminated, therefore reduc-

ing the down-side risk of the company. There are however many inputs to consider 

when measuring the risk, therefore no final conclusions can be drawn only based on the 

remuneration policies.  

Jyske Bank has made one deviation from the remuneration provisions in the Danish 

code on corporate governance during the time period of the study. The bank has not pre-

sented the individual remuneration of any employee or board member. This is explained 

by the bank stating they believe this to be a matter of personal privacy. However, since 

the bank merely provides fixed components of remuneration we do not believe this dev-

iation to be of any major importance. We cannot find any information indicating that the 

remuneration policies of Jyske Bank has been affected by the changes in the Danish 

code on corporate governance during the period of the study. 

6.1.2.3 Sydbank 

During the years of this study, the annual results of Sydbank have been rather volatile. 

After facing a steady decrease from 2004-2007 the result dropped during 2008, an out-

come which is quite consistent with the trends of the other banks involved in the study. 

What distinguishes Sydbank from most other banks is however that the increase in re-

sults during 2009 is followed by yet another drop in 2010. The trend amongst the other 

banks seems to have been a continuing recovery during the year of 2010. 

When it comes to the variable component of remuneration, Sydbank has operated a rela-

tively strict policy throughout the research period. The bank has been stating that they 

do not operate any formal incentive programs. Nonetheless there has been an employee 
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share program in place. The employee share program has however not resulted in any 

substantial payments of variable remuneration components. During the years of 2004, 

2005 and 2009 no variable components of variable remuneration were awarded. When 

variable components of remuneration has been awarded the total amount has not ex-

ceeded 34% of the total annual base salary, on average the annual variable remuneration 

paid out during the research period has amounted to 9.6%  of the annual base salary. 

This is a very low number compared to the other banks of the study. The fluctuations in 

the level of variable remuneration being awarded have been quite inconsistent compared 

to the variations in the annual result. The correlation between the two variables is nega-

tive with -0, 03. Noticeable is also that the year of the study when Sydbank presented 

the worst result is also the year when the highest amount of variable remuneration was 

awarded. However, judging from the pattern of annual result and annually awarded va-

riable remuneration, we believe that this inconsistency must be caused by the variable 

component of remuneration being deferred.  

Sydbank has not stated compliance with the Danish code on corporate governance dur-

ing the study. During the years of 2004-2007 Sydbank states in the annual report that 

the bank is complying with the code to a large extent, which in our understanding im-

plies that they are not fully complying with all code provisions. However, we have not 

been able to find any information regarding what code provisions the bank is not com-

plying with, neither have we been able to find any explanations stating the reason be-

hind the non-compliance. During the years of 2008-2010, Sydbank states non-

compliance with certain code provisions and explain why. Regarding the provisions re-

levant for this thesis, Sydbank has chosen not to comply with the code provision stating 

that there should be a remuneration committee in place until the year of 2010.  Nor have 

they complied with the provision stating that the individual remuneration of the group 

executives should be disclosed in the annual report during any year of the study. Final-

ly, Sydbank has not been complying with the code provision stating that the most im-

portant aspects regarding retention and severance programs should be disclosed. We be-

lieve that Sydbank is one example of a bank where the changes in corporate governance 

codes has had an actual effect on the banks governance. The changes we note are the 

decision to introduce a remuneration committee in 2010 and also adding more detailed 

statements on compliance whit the applicable corporate governance code from the year 
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of 2008 and onwards. However, this does not seem to be any factors that have affected 

the outcome of the annual result during the period of the study.  

6.1.3 In the United Kingdom 

6.1.3.1 Barclays 

Barclays has produced quite inconsistent annual results during the time period of the 

study. Barclays faced a decrease in the annual result during 2007-2008. However, dur-

ing 2009 the bank managed to increase the result with 108%, producing its best result 

during the period of the study. Remarkable though, the result fell with 54% percent the 

coming year, bringing it back to the levels of 2007.  

The payment of variable remuneration does not seem to follow the same pattern as the 

annual result. The correlation between the two variables are negative -0, 18. This could 

naturally be a result of deferred payments of the variable components of remuneration. 

We believe this to be one factor affecting the inconsistency between result and variable 

remuneration. However, due to the pattern of the two variables we do not think that de-

ferred payments fully explain the inconsistency. 

With Danske Bank as an exception, Barclays levels of variable remuneration in relation 

to the base salary is to be consider as rather high in comparison with the Scandinavian 

banks of the study. On average during the study period, the amount of variable salary 

awarded by Barclays has amounted to 115% times the base salary. Though we know 

that Barclays has awarded variable components of remuneration, we have not been able 

to retrieve much information on how the programs are structured or what performance 

measures the awards are based upon. This naturally complicates the process of a full-

scale analysis of the remuneration policies.  

Due to the lack of information provided in the annual reports dealt with in the study, we 

cannot fully determine whether or not changes in the UK code on corporate governance 

have lead to changes to Barclays’s remuneration policies. However, we note the fact 

that in 2010 the bank suddenly started to disclose the remuneration policies in a clearer 

and more transparent manner than what was previously disclosed.  



 

 
71 

6.1.3.2 HSBC 

Just as most other banks of the study, HSBC faced a growth in profits between the years 

of 2004-2007, though with a temporary drop of 3.72% in 2005. The bank was however 

not able to escape the financial crisis and in 2009 the result had dropped to 4914 million 

EUR. This can be put in comparison to the 2007 top result of the study, amounting to 

16447 million EUR. The banks faced a recovery in 2010, when the annual result 

bounced back to 14247 million EUR, an increase of 190% compared with 2009. As for 

many other banks of the study, the recovery from the years of declining results must be 

considered to have been rapid.  

The level of variable remuneration at HSBC was quite consistent during 2004-2007. 

However, even though the annual result was increasing significantly, the level of varia-

ble remuneration faced a slight decrease during the same time period. In 2008, no varia-

ble remuneration was awarded. The following year, the variable remuneration levels 

faced quite a remarkable development. Suddenly 22.5 million EUR was awarded in va-

riable remuneration. This can be put in comparison with the previous years of the study, 

when the highest annual amount of variable remuneration amounted to 10.65 million 

EUR.  This was however awarded during a period of growth in profits, while the varia-

ble remuneration of 2009 was awarded after two years of significantly declining results. 

In 2010, the trend of high levels of variable remuneration continued. In relation to the 

base salary, the levels of variable remuneration awarded in 2009 and 2010 were also 

significantly higher than during the previous years of the study.  In 2009, the variable 

remuneration awarded amounted to 284% of the annual base salary. This can be put in 

comparison with the previous top year of the study, in 2004, when the variable remune-

ration amounted to 101% of the base salary. As can be understood, the correlation be-

tween the result and the variable components of remuneration during the study is weak 

and. The outcome is a negative correlation of -0, 03.  

When looking at the development of the HSBC remuneration policy during the years of 

the study, we find changes that should explain the sudden increase in the level of varia-

ble remuneration during 2009. The variable remuneration awarded during 2004-2006 

was in the form of an annual cash bonus with a maximum limit of 250% of the receiv-

ers’ base salary. However, in 2007 the maximum limit was raised to 400% of base sala-

ry. This could explain the sudden rise in the limits of variable remuneration. However, it 
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does not explain the inconsistency between the years of 2008 and 2009, which both was 

years of declining results. Another change of the remuneration programs was however 

made during the period of the study. The new long-term incentive program of 2004-

2005 enabled executives to receive shares to a maximum amount of 700% of their base 

salary. This award was however to be performance based, and the performance was to 

be measured over a three years period. Therefore, the awards of 2009 still seem odd to 

us, taking into account that 2008 was a year with a substantial drop in results and there-

fore should be considered when evaluation the three years performance.  

Obviously the HSBC remuneration policy has gone through some changes during the 

years of the study, and so has the British code on corporate governance. All changes 

made to the policy has however been done before the code was updated in 2008, there-

fore we cannot state that the code have had an effect on the changes.  

6.1.3.3 RBS 

Of the banks involved in the study, RBS must be considered to have done the worst re-

sult during the time period. Most other banks faced a quite large growth in net profits 

during the early stages of the research period; RBS however experienced a rather mod-

erate growth of about 6% annually during the years of 2005-2007. In 2008, RBS faced 

the largest drop in annual results of all banks involved in the study, 573% in one year. 

The year ended in a loss of 24829 million EUR, and even though the bank faced a rapid 

recovery in 2009 the result remained negative during the continuing period of the study. 

Benchmarked with HSBC and Barclays, RBS has had relatively low levels of variable 

remuneration in relation to base salary, on average amounting to 22.8% of the base sala-

ry.  The level of the variable remuneration has also been quite consistent with the annual 

result, the two variables face a positive correlation of 0, 12. However, what should be 

noted is the relatively large amount of variable remuneration awarded in 2009 and 2010, 

amounting to 24.27 respectively 10.4  million EUR, Even though the annual result in-

creased substantially in 2009 compared with the previous year, the result remained neg-

ative throughout 2009 and 2010, making these large amounts of variable remuneration 

awarded questionable. To get a perspective of the amounts, we can compare them with 

the variable components of remuneration awarded in 2007, the year of the study when 

RBS achieved the highest annual result. The total amount of variable components of 
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remuneration awarded then amounted to 7.04 million EUR and an annual result of 

5238.77 EUR was presented.  

The reason behind RBS awarding larger amounts of variable remuneration when the 

bank is producing a negative result than when making profits may be explained by the 

structure of the remuneration policies in place. RBS had three variable remuneration 

programs in place during the time period of the study, all which were based on some 

performance measures. The long-term and medium-term programs were based on the 

performance during a three years period, which should not result in high amounts being 

awarded during the years of 2009-2010. However, the short-term program was based on 

individual performance measures, measured during the course of one year and being 

awarded the same year as they were achieved. Though we have not been able to fully 

find information about the structure of these programs, we can conclude that if the per-

formance is measured only during one year, then what will be relevant is the perfor-

mance relative to the performance during the previous year. If the performance criteria’s 

has been measured in that manner, then the recovery after a huge loss will naturally be 

awarded, even though the result measured over a longer period of time, has been declin-

ing. Though we, due to lack of information, cannot conclude anything in this case, we 

believe this to be a plausible explanation.  

RBS has stated compliance with the British code on corporate governance throughout 

the study period. Even though RBS had made quite some changes of their remuneration 

policy during the years of the study, not much can be stated to be related to changes in 

the code. However, the re-making of the long- and medium-term incentive program that 

occurred in 2010 might have been affected by the updates done to the British code in 

2010. The new long-term incentive program is awarded based on financial as well as 

non-financial performance measures, which is also proposed in the revised code of 

2010.Specific concern is also given to the performance being consistent with sound 

risk-taking and the long-term success of the company,  phrases which have also been 

added to the 2010 code. 
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6.2 Analysis of the Corporate Governance Codes 

6.2.1 In Sweden 

The remuneration part of the Swedish corporate governance code has gone through a 

metamorphosis during the period of the study. From including very few statements re-

garding remuneration in the versions of 2004 and 2008, the remuneration section of the 

2010 code was made significantly wider. These changes did however not amount to any 

significant changes to the remuneration policies within the banks of the study. We do 

note some changes to the policies prior to the code of 2010 becoming applicable, we are 

however not able to conclude that these were affected by the code changes. Overall, the 

code statements are rather abstract and open for different interpretations. This might of 

course be a reason for the non-occurrence of significant changes to the applying actor’s 

remuneration policies.   

6.2.2 In Denmark 

The different Danish codes on corporate governance applicable during the study period 

have all contained a rather comprehensive section covering remuneration issues. How-

ever, the code has been through some significant changes during the observed time pe-

riod. One of the more visible changes is the extended provisions concerning the disclo-

sure of the remuneration, which has been updated both 2008 and 2010.  Also when it 

comes to the disclosure and transparency of the remuneration policy, more detailed re-

quirements are to be found in the latest code version. We also note that more focus is 

put on variable remuneration components in the code of 2010 than in the previous ones. 

However, many changes merely seem to be in form of a rephrasing of the older code 

provisions. This might clarify the objectives of the provisions, but the real-term change 

does not seem to be extensive. The phrases can be interpreted differently, thus not re-

quiring much actual change to be implemented by the applying actors.  

6.2.3 In The United Kingdom 

Just as the Danish codes, the British codes on corporate governance have had a compre-

hensive section covering remuneration throughout the period of the study. As all the 

other codes, the British code has been through some noticeable changes during the years 

of the study. Many of the changes are in form of phrases that are open for different in-

terpretations. The overall tendency is however an increased focus on long-term objec-
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tives to be existent in the remuneration policies. Also, there seems to have been a swift 

in the British code concerning the importance of variable remuneration. The earlier 

codes of the study clearly states that a significant portion of an executive’s remuneration 

should be in the form of a performance related element. The removal of this phrase in 

the code of 2010 indicates that the Financial Reporting Council has reconsidered what 

should constitute the proper balance between different components of remuneration. 

However, most of the code changes do not require much actual change from the apply-

ing actors.  

6.2.4 Cross-comparison 

All national corporate governance codes of the observation have gone through changes 

during the period of the study. A common tendency is that the changes often consist of 

statements that are open for different interpretations. All later versions of the codes put 

more emphasizes on the remuneration policy being consistent with the company long-

term objective than the previous versions. However, it is not stated how this should be 

implemented or how it should be measured.  

Overall, many code provisions within all codes are stated in this way. However, con-

tent-wise the codes have developed to be quite similar during the course of the study. 

We note though, that the Swedish code still is not as comprehensive as the Danish and 

British counterparts. This is also the code which we experiences contain the most provi-

sions that might constitute questions for interpretation. Nonetheless, as previously stated 

the content of the different codes are, in 2010, quite similar to each other. Therefore, the 

wide differences in remuneration policies within the banks of the study might indicate 

just how open the code provisions are for interpretations.  

6.3 National-level analysis 

6.3.1 Sweden 

When it comes to the performance during the period of the study, SEB and Swedbank 

has followed a similar pattern. A steady increase in net profits during the first years of 

the study has been followed by a substantial drop and then a fast recovery. Nordea has 

however presented a more consistent result throughout the study period, with a mod-

erate drop in net profits in relation to the other banks during the financial crisis of 2007-

2009.  
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There exists a pattern when it comes to the variable remuneration paid out by the Swe-

dish banks in relation to their annual results. All banks of the study have a relatively 

strong correlation between the levels of variable remuneration and annual result. We 

can therefore conclude that, within all three banks, the variable remuneration has been 

adjusted in accordance with the annual results during the time period of the study. How-

ever, only Nordea states that their performance measures are actually based mainly on 

criteria’s derived from the actual profits rather than share related performance.  

We are not able to state that there exists a pattern concerning the remuneration policies 

within the Swedish banks. However, all banks are awarding relatively low levels of va-

riable remuneration in relation to base salary. This pattern became even stronger in 2008 

when SEB abolished their short-term incentive program.  

All banks states compliance with the Swedish code on corporate governance throughout 

the period of the study. However, the changes made to the code during the years of the 

study do not seem to have had any substantial effect on the banks remuneration policies.  

6.3.2 Denmark 

When it comes to Denmark, it is obvious that a comparison between all banks cannot be 

made accurately. While similar pattern can be found between Jyske Bank and Sydbank, 

Danske Bank deviates significantly from these. Most likely this is dependent upon Jyske 

Bank and Sydbank being relatively small banks with a limited geographical spread in 

comparison to Danske Bank. What however follows the same pattern within all three 

banks, is the decrease in results during the financial crisis of 2007-2009. The results of 

all banks fell substantially during the year of 2008, from there on we can however not 

state any similar pattern when it comes to the recovery.  

Sydbank and Jyske Bank have both been operating a very strict policy on variable re-

muneration. However, when it comes to the result we cannot find any strong patterns 

between them both, Jyske Bank has presented a relatively stable result throughout the 

study period while the results of Jyske Bank has faced more volatility. Danske Bank has 

operated a rather lenient policy on variable remuneration in comparison to the Danish 

counterpart, and also in comparison with the other banks of the study. Amongst the Da-
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nish banks Danske Bank is also the bank which experienced the largest drop in annual 

results during 2008. 

There exists a pattern between Sydbank and Jyske Bank concerning the compliance 

with the Danish code on corporate governance. Both banks have deviated from the code 

provisions and chosen to explain rather than comply. Danske Bank has however com-

plied with the code throughout the period of the study. While the code developments do 

not seem to have had any significant effect on Danske Bank and Jyske Bank, it seems to 

have had some effects on Sydbank. We cannot state that any national pattern exists 

when comparing the Danish banks; we can however conclude that the two smallest 

banks of the study have not been fully complying with the applicable code on corporate 

governance. 

6.3.3 The United Kingdom 

The results of the British banks of the study are not very consistent with each other and 

do not provide us with any indications of a national pattern. The results of all banks 

have however been rather volatile during the period of the study. For example, during 

the period of the study, all banks has faced an increase in net profits of over 90% in one 

year as well as an decrease of more than 50% during the period of one year. 

All of the British banks have had a relatively weak correlation between the levels of va-

riable remuneration and annual results. All banks have awarded high amounts of varia-

ble remuneration when the results have been relatively weak. RBS has even rewarded 

significantly higher amounts of variable pay during years when the bank has been mak-

ing losses than when making profits. 

With Danske Banks as an exception, Both Barclays and HSBC have awarded quite high 

levels of variable remuneration in relation to base salary benchmarked with the Scandi-

navian banks of the study. RBS however does not follow this pattern. The maximum 

limit available for variable remuneration in relation to base salary is relatively high 

within all the British banks of the study though,  all amounting to more than 100%. 

Overall, the remuneration policies of the British banks must be considered to have been 

more generous than the ones of the Scandinavian banks. Higher levels of variable remu-
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neration have been offered and more different components of both short-term and long-

term programs have been in place.  

All British banks have stated compliance with the British code on corporate governance 

throughout the period of the study. The changes made to the code during the period of 

the study seem to have had somewhat of an impact on the banks. RBS has made certain 

changes to their remuneration policy that seems to be consistent with the updates of the 

code. We also note that Barclays provide a far more transparent disclosure of their re-

muneration policies after the revised code of 2010 has been published.  

6.4 Cross-country comparison 

There exist some patterns regarding the performance of the banks involved in the study. 

Due to the financial meltdown occurring in 2007-2009, all banks experienced a period 

of substantially declining net profits at some point during the study period. Another 

clear pattern is that the period of decline has been preceded of a period with significant-

ly increasing net profits within the majority of the banks.  

We cannot find any evidence showing that the banks within some specific nation have 

put up with an overall performance exceeding the performance of the banks in any other 

nation.  However, some individual banks seem to have managed well better than others. 

Performance-wise we believe Nordea to be the top performer of this study. In relation to 

the other banks of the study, Nordea has presented the far most stable and consistent re-

sult during the period of the study. Interesting is also the fact that the variable remunera-

tion awarded by Nordea has fluctuated just in line with the result, with an almost perfect 

positive correlation. With Nordea as an exception, all banks faced very large fluctua-

tions in net profits during the period of the study. As there are many factors affecting 

the annual result, we cannot state that the remuneration policy of Nordea is what created 

the relatively stable outcome. However, it might be one influencing factor. Some inputs 

might of course be more essential than others. The fact that Nordea have awarded rela-

tively low levels of variable remuneration in relation to base salary might be one reason, 

leading to lower risk-taking as the receiver is not that dependent on performing and 

therefore might have a sounder balance between risk and award. However, there were 

other banks of the study awarding relatively low levels of variable remuneration who 

were still experiencing much volatility in their net profits. What has distinguished Nor-
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dea is however the usage of non-financial performance measures as well as measuring 

the risk-adjusted performance. We believe that this could have been an important factor 

to avoid excessive risk-taking that might cause overly volatile profits during periods of 

market instability. There was however two banks of the study, Sydbank and Jyske 

Bank, who merely awarded any variable remuneration at all. Using the above argumen-

tation this should be a factor causing stability to the results of these banks during the 

study. However, even though these banks do not belong to the worst performers during 

the study, they have not presented results that are significantly more stable relatively to 

the other banks of the study.  

Just as some banks performed better, some banks have also performed significantly 

worse than most others. We consider RBS to be the lowest performing bank of this 

study. RBS did, as opposed to most other banks, face a period of rather moderate 

growth during the first years of the study. This was followed by a decrease of over 

500% in net profits, which is by far the largest drop of the study. Even though this was 

followed by a rapid recovery RBS was still making losses during 2010 and was far from 

the results presented during the first years of the study.  

Even though we cannot find any national-patterns performance-wise, there seem to be 

some national-pattern when it comes to the formation and structure of the remuneration 

policies. The Swedish banks have been awarding relatively low levels of variable remu-

neration in relation to base salary, all banks averaging less than 35% during the period 

of the study. Two of the Swedish banks, Nordea and Swedbank, have also clearly stated 

maximum limits of the variable remuneration that may be awarded annually. These lim-

its have not exceeded 50% of base salary during the study. Not until the year of 2010 

have the Swedish code on corporate governance stated that there should be a maximum 

limit set regarding the variable component of remuneration, nonetheless these banks has 

incorporated this in their remuneration policies throughout the period of the study.  

The British codes on corporate governance applicable during the period of the study 

have all stated that there should be a maximum limit set to possible bonus payments. As 

all the British banks of the study states compliance with these codes they have naturally 

incorporated such limits in their remuneration policies. However, there exists a signifi-

cant difference regarding the maximum levels incorporated by the British banks in 

comparison with the Swedish. The limits have throughout the study period been set sub-
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stantially higher within the British banks, always exceeding 100% of base salary within 

each bank and often even being in the range of 200% and above.  

Just as the Swedish code, the Danish code on corporate governance contained no saying 

concerning maximum limits of variable remuneration until 2010. Neither Jyske Bank 

nor Sydbank have had any real programs of variable remuneration during the period of 

the study, and therefore they have not stated any maximum limits either. We have not 

been able to retrieve any information regarding possible maximum amounts of variable 

remuneration concerning Danske Bank until the year of 2010. However, the years prior 

to that the bank was under no code obligation to have any in place. The maximum limits 

stated in the Danske Bank remuneration policy of 2010 however deviates from the ones 

incorporated by the Swedish and the British banks of the study. Instead of using a max-

imum amount in relation to the base salary, Danske Bank has set the maximum limit to 

be 3% of the annual group profit. Danske Bank is also the bank of the study which has 

been providing the highest levels of variable remuneration in relation to base salary, on 

average 341%.  

We note some similarities when it comes to the development of the banks remuneration 

policies during the period of the study. In Sweden we note that SEB abolished their 

short-term program of variable remuneration and Swedbank rescinded the banks stock 

option program. In Denmark, Danske Bank also terminated their stock option program. 

In the United Kingdom, HSBC re-structured the short-term program, giving it a slightly 

more long-term focus by deferring 40% of the awards. RBS abolished the share-option 

program and did a re-make of the long-term incentive program, making it take factors 

such as risk into account when measuring performance. The overall impression is that 

the trend during the period of the study has been to change the performance measures 

used for granting variable remuneration to the long-term as well as lowering the incen-

tive for employees to put on excessive risk in order to boost performance. 
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7 Conclusion 

We conclude that, of the banks of the study, only Sydbank and Jyske Bank have been 

deviating from the remuneration part of the corporate governance code applicable to 

them. Both actors have however chosen to explain their non-compliance; enabling us to 

draw the conclusion that all banks of the study have been following the applicable code 

rules.  

We cannot find evidence for the national corporate governance codes having a signifi-

cant effect on the setting of remuneration policies within the banks of the study. All 

codes have been subject to changes during the time period of the study, this has howev-

er not resulted in any significant changes of the observed banks remuneration policies. 

Overall, we find many code provisions to be formulated in a way which enables differ-

ent interpretations. For example, merely stating that the remuneration should be set on a 

market-oriented basis, that it should not be excessive or that it should be consistent with 

the company long-term objectives does not provide any concrete framework for how the 

remuneration policy should be structured. However, we note a tendency of abolishing or 

changing the conditions of short-term incentive schemes as well as focusing more on 

having a sound risk level amongst many of the banks during the later years of the study. 

In most cases, the banks were however complying with the codes of corporate gover-

nance even prior to these changes. Therefore we cannot state that these changes are a 

reaction of the code developments. We however note that the banks disclosure of the 

remuneration policies has improved during the period of the study. 

We find some national patterns regarding the policies on remuneration. This means 

there exist some distinguishing attributes for setting remunerations on the nation-level. 

For example, the Swedish banks all award relatively low amounts of variable remunera-

tion in relation to base salary. The British banks all award, or have the possibility to 

award, significantly higher amounts in relation to base salary. We conclude however 

that we are not able to find any national pattern concerning the remuneration policies 

within Denmark. Though there exists a pattern between Jyske Bank and Sydbank, 

Danske Bank is showing egregious deviation from this. Neither can we find any evi-

dence showing that the banks of some specific nation, performance-wise, managed the 

period of the study better than did the banks of another nation.  
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The remuneration policies within most banks of the study have faced some kind of de-

velopment during the observed time period. The consistent trend seems to be too; re-

duce the granting of stock options, reduce the focus on short-term incentive programs 

and too put more emphasizes on risk management.  

We conclude that the performance, as a measure of net profits, of Nordea has been the 

most stable during the observed period, the group managed the financial crisis well in 

comparison to other banks of the study. There are also some attributes of the group re-

muneration policy that distinguishes Nordea from the other banks of the study, and 

which we believe to be a possible factor contributing to this relatively stable outcome. 

These are factors such as using risk-adjusted measures when determining performance, 

using both non-financial and financial performance measure, awarding relatively low 

levels of variable remuneration in relation to base salary and using actual profits as a 

base for determining performance rather than stock related measures. When looking at 

the development in remuneration policies amongst the other banks of the study, the ten-

dency seems to be to adopt many of the attributes which has been a part of Nordea’s 

remuneration policy throughout the study period. We believe this to be a further indica-

tion that the remuneration policy of Nordea has been the most effective policy for 

achieving financial stability and a balanced risk taking.  
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Appendix 1 Unitary board structure 

A board within a unitary board system is responsible for the management of the compa-

ny’s business and the organization. Thereby they are responsible and accountable for all 

of the company’s activities. The board has both executive and non-executive directors; 

they are obligated to follow the directives given by the shareholders at the annual meet-

ing. The unitary board appoints the members of the management board they are also re-

sponsible for the financial accounting as well as making sure that there is a well func-

tioning control system. The unitary board is responsible for the care taking of the share-

holder as well as other stakeholders (Swedish CGC, 2010). The Swedish and UK banks 

of this study are applying a unitary board system. 
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Appendix 2 Dual board structure 

A dual board system consists of a central governing body and a supreme governing 

body. The supreme governing body is responsible for protection of shareholders and 

their interest as well as taking consideration to other stakeholders. The single most im-

portant role for the supreme governing body is the appointment of the executive board, 

establishing what they should do, setting rules for employment  and creating guidelines 

for risk-management, planning, follow up and accountability. They also supervise the 

work done by the executive board as well as ensuring the development process of the 

executive board and their remuneration packages. The supreme board also creates the 

different committees in order to get more knowledge into the firm. The central govern-

ing body works with the overall and strategic management of the firm. They define the 

strategic goals and works in order to make sure that the goals are achieved through suf-

ficient allocation of resources and they have the responsibility of company activities. 

The governing bodies shall ensure that the necessary resources are available at any giv-

en time (Danish CGC, 2010). The Danish banks of this study are applying a dual board 

system. 
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Appendix 3 Civil and common law  

Civil law is a legal system inspired by the way Romans conducted their legal affairs, 

where laws are organized into a system. It is legal ideas taken from the Code of Justi-

nian but influenced by local, religious and feudal practices from Germany. Doctrinal 

strain like codification, governmental positivism and natural law has also had an in-

fluential part. Legislations are the main source of law and the court is occupied by 

people trained in law who has a constrained authority to deduce the law (Merryman and 

Pérez-Perdomo 2007). 

Common law is often called precedent law; this is unlike civil law developed from the 

judges and what they do in the court room. It works very much on the principle that 

facts should be treated the same way no matter the circumstances and this gives com-

mon law its strong precedential weight. The decisions done in court are somewhat used 

as guidelines in similar cases. The court uses juries which are ordinary people with no 

legal knowledge or training in order for the legal system to get a view of what the public 

believes. Although a jury in common law is not all-powerful since there has been some 

first impression judging where the jury basically has sentenced the prosecuted even be-

fore the trial has started. The link between common law, statutory law and constitutional 

law is complex the main guideline is that similar cases should be treated in similar ways 

(Pluckett 2001) 



 Appendix 

 
95 

Appendix 4 Currency conversions 

1 EURO 
=               

  2004-12-31 2005-12-31 2006-12-29 2007-12-31 2008-12-31 2009-12-31 2010-12-31 

USD 1.3621 1.1797 1.317 1.4721 1.3917 1.4406 1.3362 

                

DKK 7.4388 7.4605 7.456 7.4583 7.4506 7.4418 7.4535 

                

GBP 0.70505 0.6853 0.6715 0.73335 0.9525 0.8881 0.86075 

                

SEK 9.0206 9.3885 9-0404 9.4415 10.870 10.252 8.99655 

  From ECB retrieved 2011-03-14         

  http://www.ecb.europa.eu/stats/eurofxref/eurofxref-hist.xml   
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Appendix 5 The Tables explained 

The fixed remuneration, variable remuneration, future pensions and annual result of all 

tables are expressed in million EUR, GDP, SEK, USD or DKK. The upper part of the 

tables shows the fixed remuneration, variable remuneration, future pensions and annual 

results presented in the national currency of the bank in hand. The lower part of the ta-

ble shows the same parameters converted to EUR.  The lower part of the table also con-

tains the correlation between the variable remuneration and the annual results calculated 

based on the findings between the years of 2004-2010. Finally the tables contain a cal-

culation of the variable salary divided with the base salary for each individual year, as 

well a calculation of the average number during the research period.  
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Appendix 6 Barclays 

Barclays 2004 2005 2006 2007 2008 2009 2010 

GBP 0,70505 0,6853 0,6715 0,73335 0,9525 0,8881 0,86075 

Fixed Remuneration 31,8 33 34,3 23,9 10,8 8,8 40,8 

Variable Remuneration 14,3 25,3 27,2 31,8 11,8 15,8 39,3 

Future Pensions 21,3 33 21,5 5,2 18,1 6,2 42,9 

Annual Result 3263 3872 5246 5126 5289 10289 4563 

                

Year 2004 2005 2006 2007 2008 2009 2010 

Fixed Remuneration 45,10 48,15 51,08 32,59 11,34 9,91 47,40 

Variable Remuneration 20,28 36,92 40,51 43,36 12,39 17,79 45,66 

Future Pensions 30,21 48,15 32,02 7,09 19,00 6,98 49,84 

Annual Result 4628,04 5650,08 7812,36 6989,84 5552,76 11585,41 5301,19 

                

Variable times 100 2028 3692 4051 4336 1239 1779 4556 

Annual Result 4828,04 5650,08 7812,36 6989,84 5552,72 11585,41 5301,19 

                

correlation 
-

0,18432892             

                

Variable/ fixed 2,22377622 1,304348 1,261029 0,751572 0,915254 0,556962 1,038168 

Average flex/fixed 1,15015857             
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Appendix 7 Danske Bank 

Danske bank 2004 2005 2006 2007 2008 2009 2010 

DKK 7,4388 7,4605 7,456 7,4583 7,4506 7,4418 7,4535 

Fixed Remuneration 16,469 16,944 26,316 33,4 31,133 37,075 44,459 

Variable Remuneration 50 104,2 177,8 182,8 47 36 0 

Future Pensions 3,95256 4,06656 6,31584 8,016 7,47192 8,898 10,67016 

Annual Result 9317 12822 15369 14870 1036 1713 3664 

                

In EUR               

Fixed Remuneration 2,21 2,27 3,53 4,48 4,18 4,98 5,96 

Variable Remuneration 6,72 13,97 23,85 24,51 6,31 4,84 0,00 

Future Pensions 0,53 0,55 0,85 1,07 1,00 1,20 1,43 

Annual Result 1252,49 1718,65 2061,29 1993,75 139,05 230,19 491,58 

                

Variable times 100 672 1397 2386 2441 631 484 0 

Annual Result  1252,49 1718,65 2061,29 1993,75 139,05 230,19 491,58 

                

correlation 0,875198             

variable/fixed  3,036007 6,149669 6,756346 5,473054 1,509652 0,971005 0 

average flex/fixed  3,413676             
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Appendix 8 HSBC 

HSBC 2004 2005 2006 2007 2008 2009 2010 

USD 1,3621 1,197 1,317 1,4721 1,3917 1,4406 1,3362 

GBP 0,70505 0,6853 0,6715 0,73335 0,9525 0,8881 0,86075 

Fixed Remuneration 13,736 15,34 13,631 10,563 14,113 11,343 14,992 

Variable Remuneration 7,191 7,301 5,816 4,465 0 19,871 21,871 

Future Pensions 4,8076 5,3690 4,7709 3,6971 4,9396 3,9701 5,2472 

Annual Result 14258 15873 16817 24212 9307 7079 19037 

                

Med EURO               

Fixed Remuneration 10,08 12,82 10,35 7,18 10,14 7,87 11,22 

Variable Remuneration 10,20 10,65 8,66 6,09 0,00 22,37 25,41 

Future Pensions 3,53 7,83 7,10 5,04 5,19 4,47 6,10 

Annual Result 10467,66 13260,65 12769,17 16447,25 6687,50 4913,92 14247,12 

                

variable/ fixed 1,0114 0,8313 0,8368 0,8485 0 2,8417 2,2647 

average flex / fixed 1,2335             

                

Variable times 100 1020 1065 866 609 0 2237 2541 

Annual Result 10467,66 13200,65 12769,17 16447,25 6687,5 4913,92 14247,12 

                

Correlation -0,0348             
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Appendix 9 Jyske Bank 

Jyske Bank 2004 2005 2006 2007 2008 2009 2010 

DKK 7,4388 7,4605 7,456 7,4583 7,4506 7,4418 7,4535 

Fixed Remuneration 12,801 17,199 15,797 16,921 18,703 21,397 21,937 

Variable Remuneration 0 0 0 0 0 0 0 

Future Pensions 0,478 0,482 0,523 0,462 0,437 0,409 0,429 

Annual Result 1407 1721 2113 1735 988 471 757 

                

Med EURO               

Fixed Remuneration 1,72 2,31 2,12 2,27 2,51 2,87 2,95 

Variable Remuneration 0,00 0,00 0,00 0,00 0,00 0,00 0,00 

Future Pensions 0,06 0,06 0,07 0,06 0,06 0,05 0,06 

Annual Result 189,14 230,68 283,40 232,63 132,61 63,29 101,56 

                

They have no variable remuneration there for no point at doing the comapairision 
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Appendix 10 Nordea 

Nordea 2004 2005 2006 2007 2008 2009 2010 

Fixed Remuneration 13 14 17 22 18 15 16 

Variable Remuneration 3 4 8 8 7 4 5 

Future Pensions 3,7 3,95 4,35 5,3 4,5 4,1 4,3 

Annual Result 1914 2269 3153 3130 2672 2318 2663 

  15.22% 17.43% 27.25% 22.66% 23.72% 17.31% 19.76% 

                

Year 2004 2005 2006 2007 2008 2009 2010 

Variable Remuneration times 
100 300 400 800 800 700 400 500 

Annual Result 1914 2269 3153 3130 2672 2318 2663 

                

Correlation 0,9549963             

flex / fixed 0,2307692 0,285714 0,470588 0,363636 0,388889 0,266667 0,3125 

average flex / fixed 0,331252             
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Appendix 11 RBS 

RBS  2004 2005 2006 2007 2008 2009 2010 

USD 1,3621 1,197 1,317 1,4721 1,3917 1,4406 1,3362 

GBP 0,70505 0,6853 0,6715 0,73335 0,9525 0,8881 0,86075 

Fixed Remuneration 23,652 26,18 41,003 37,763 16,813 29,292 35,654 

Variable Remuneration 5,2 1,568 2,787 5,165 2,078 21,551 8,953 

Future Pensions 5,298 9,383 11,264 10,051 13,174 0 9,781 

Annual Result 5289 5558 6497 7712 -34542 -2323 -1666 

                

Med EURO       RBS       

Fixed Remuneration 33,55 38,20 61,06 51,49 17,65 32,98 41,42 

Variable Remuneration 7,38 2,29 4,15 7,04 2,18 24,27 10,40 

Future Pensions 7,51 13,69 16,77 13,71 13,83 0,00 11,36 

Annual Result 7501,60 4643,27 4933,18 5238,77 -24820,00 -1612,52 -1246,82 

                

                

Variable times 100 738 229 415 704 218 2427 1040 

Annual Result 7501,6 4643,27 4933,18 5238,77 -24820 -1612,52 -1246,82 

                

Correlation 0,1196             

                

flex/fixed 0,2199 0,0599 0,0680 0,1368 0,1236 0,7357 0,2511 

average flex /fixed 0,2278             
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Appendix 12 SEB 

Currency 9,0206 9,3885 9,0404 9,4415 10,87 10,252 8,99655 

SEB 2004 2005 2006 2007 2008 2009 2010 

Fixed Remuneration 25,804 23,632 24,53 24,332 23,942 36,772 57,411 

Flexible Remuneration 29,763 31,267 16,152 13,74 8,25 1,866 2,279 

Future Pensions 26,787 14,067 10,56 8,905 25,861 21,713 21,44 

Annual Result 7382 8421 12623 13642 10050 1172 6798 

                

Fixed Remuneration 2,86 2,52 2,71 2,58 2,20 3,59 6,38 

Variable Remuneration 3,30 3,33 1,79 1,46 0,76 0,18 0,25 

Future Pensions 2,97 1,50 1,17 0,94 2,38 2,12 2,38 

Annual Result 818,35 896,95 1396,29 1444,90 924,56 114,32 755,62 

                

Variable times 100 330 333 179 146 76 18 25 

Annual Result 818,35 896,95 1396,29 1444,9 924,56 114,32 755,62 

                

Correlation 0,3301             

Flex / Fixed 1,15343 1,32308 0,65846 0,56469 0,34458 0,05075 0,03970 

                

Flex / fixed average 0,5907             
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Appendix 13 Swedbank 

Currency conversion 9,0206 9,3885 9,0404 9,4415 10,87 10,252 8,99655 

SWEDBANK 2004 2005 2006 2007 2008 2009 2010 

Fixed Remuneration SEK 48 22 24 26 26 27 47 

Variable Remuneration 11 8 9 8 8 0 0 

Future Pensions 68 74 65 59 37 36 20 

Annual Result 7760,22 9538,62 11294,4 12157,08 10939 -10511 7483 

                

Fixed Remuneration  5,32 2,34 2,65 2,75 2,39 2,63 5,22 

Variable Remuneration 1,22 0,85 1,00 0,85 0,74 0,00 0,00 

Future Pensions 7,54 7,88 7,19 6,25 3,40 3,51 2,22 

Annual Result 860,28 1015,99 1249,33 1287,62 1006,35 -1025,26 831,76 

                

Variable times 100 122 85 100 85 74 0 0 

Annual Result 860,28 1015,99 1249,33 1287,62 1006,35 -1025,26 831,76 

                

Correlation 0,661264             

Flex/fixed 0,229167 0,363636 0,375 0,307692 0,307692 0 0 

Average flex/fixed 0,22617             

                

Correlation -0,36969             
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Appendix 14 Sydbank 

Sydbank 2004 2005 2006 2007 2008 2009 2010 

DKK 7,4388 7,4605 7,456 7,4583 7,4506 7,4418 7,4535 

Fixed Remuneration 11,356 12,456 13,854 13,854 17,944 27,282 28,585 

Variable Remuneration 0 0 1 3 6 0 1,5 

Future Pensions 4,5424 4,9824 5,5416 5,5416 7,1776 10,9128 11,434 

Annual Result 764 936 1514 1710 606 781 411 

                

Med EURO               

Fixed Remuneration 1,53 1,67 1,86 1,86 2,41 3,67 3,84 

Variable Remuneration 0,00 0,00 0,13 0,40 0,81 0,00 0,20 

Future Pensions 0,61 0,67 0,74 0,74 0,96 1,47 1,53 

Annual Result 102,70 125,46 203,06 229,27 81,34 104,95 55,14 

                

Variable times 100 0 0 13 40 81 0 20 

Annual Result 102,7 125,46 203,06 229,27 81,34 104,95 55,14 

                

correlation -0,02972             

                

flex/fixed 0 0 0,072181 0,216544 0,334374 0 0,052475 

average flex/fixed 0,096511             
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Appendix 15 Assets size of the banks 

 

  Assets in Billion USD at end of 2010 

RBS 2727,94 

HSBC 2355,83 

Barclays 2223,04 

Nordea 729,06 

SEB 323,28 

Swedbank 251,18 

Danske Bank 597,03 

Jyske Bank 43,3 

Sydbank 30,43 
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Appendix 16 

The number of executive for the banks during 2004-2010 
                

  2004 2005 2006 2007 2008 2009 2010 

Nordea 23 24 24 24 23 22 21 

SEB 21 20 20 21 20 19 19 

Swedbank 22 21 21 21 22 21 24 

Danske Bank 19 19 18 19 19 20 20 

Jyske Bank 14 15 14 15 14 15 15 

Sydbank 11 12 12 13 12 13 13 

Barclays 19 19 20 21 20 19 21 

HSBC 21 22 21 20 17 25 22 

RBS 18 20 19 22 14 16 22 

 


