
REMUNERATION REPORT

PEOPLE MAKE PLACES

2022



Contents
 3 Committee activities in 2022

STIP 2022
LTIP 2022
Changes to executive remuneration 
for 2023

 4 Remuneration elements
Termination and severance payment
Share ownership
Short-term incentive programme
Long-term incentive programme
Clawback

 7 EGMB remuneration 2022
STIP 2022
LTIP 2020

 10 Pay for performance
 11 Board remuneration
 12   The Board of Directors’ statement on 

the Remuneration Report
 13   Independent auditor’s report of the 

Remuneration Report

Executive summary Remuneration Report 2022

Executive Group Management

Executive remuneration for 2022
• Remuneration to the Board of Directors 

was DKK 8.6 million (2021: DKK 8.7 
million).

• Total remuneration awarded to the 
EGMB in 2022 was DKK 29.7 million 
(2021: DKK 33.8 million).

• The short-term incentive programme 
(STIP) paid 119% of target to the Group 
CEO and 119% of target to the Group 
CFO based on the 2022 results. 

• The long-term incentive programme 
(LTIP) granted in 2020 will vest 32% in 
March 2023 based on performance in 
the EPS criteria. 

Amended incentive programmes
• Short-Term Incentive Programme (STIP) 

was revised for 2022 to ensure pro-
gression on the OneISS strategy. The 
2021 operational objectives (Employee 
engagement, customer experience and 
health and safety) were replaced by 
ESG (Environment, Social, Governance) 
objectives with a weighting of 15% and 
the weighting of the transformational 
objectives was reduced to 15%. The 
financial objectives and metrics of the 
programme remained unchanged.

• For the Long-Term Incentive Pro-
gramme (LTIP) for 2022, the pro-
gramme returned to the pre-Covid-19 
three-year target-setting on EPS, as 
the long-term structural change to 
the business and industry is now 

better understood, and, thus, targets 
can be set with more confidence. The 
performance criteria (EPS, TSR and 
service-based) remained unchanged. 
No changes were made to existing 
programmes granted in 2019-2021.

Advisory vote at AGM 
• At the AGM in April 2022, the 2021 

Remuneration Report was subject to an 
advisory vote. The Remuneration Report 
was supported by 98% of cast votes.

Group performance in 2022
Despite a challenging macroeconomic en-
vironment, ISS improved its financial results 
during 2022. The recovery from Covid-19 
continued and revenue was above the 
pre-Covid-19 level as the business benefited 
from return-to-office trends, customer’s 
investments in upgrading workplaces 
and service offerings, and price increases 
implemented across the portfolio. The 
financial turnaround targets were achieved 
with improvements in the underperforming 
countries and contracts.

The purpose of the Remuneration Report 
(Report) is to describe the remuneration 
to the members of the Executive Group 
Management Board (EGMB) and the Board 
of Directors. The principles outlined in the 
Remuneration Policy for EGMB also apply to 
members of the Executive Group Manage-
ment (EGM). 

The Report for 2022 is compliant with the 
Danish Companies Act. It is subject to an 
advisory vote at the Annual General Meeting 
in April 2023.

For 2022, the Group CEO and the Group 
CFO comprise the Executive Group Man-
agement Board (EGMB). Together, they 
form the management registered with the 
Danish Business Authority. 

The members of the Executive Group Man-
agement (EGM) comprise the EGMB and 
the Corporate Senior Officers of the Group.

Total remuneration to EGM other than 
EGMB members is disclosed in note 6.1 in 
the Annual Report 2022.

       The Remuneration Policy is available here
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Remuneration 
Report 2022
Committee activities in 2022
With the turnaround completed and the 
transformation related to the OneISS strategy 
continued, this also impacted the work of the 
Remuneration Committee. Outlined below 
is an overview of how this affected executive 
remuneration and the considerations that were 
behind the Committee’s recommendations.

STIP 2022
• The Short-Term Incentive Programme was 

amended for 2022 to ensure progression 
on the OneISS strategy and to focus on 
progression on the ESG agenda. The 2021 
operational objectives (Employee engagement, 
customer experience and health and safety) 
were replaced by ESG (Environment, Social, 
Governance) objectives with a weighting of 
15% and the weighting of the transformational 
objectives was reduced to 15%. 

• The ESG objectives focus both on progress 
on relevant ESG objectives, such as gender 
balance and environmental targets as well as 
the establishment of a comprehensive ESG 
strategy and the first execution hereon.

• The financial objectives (operating margin, or-
ganic growth and free cash flow) and metrics 
of the programme remained unchanged.

LTIP 2022
• The 2022 programme is based on the same 

principles as the 2021 programme with one 
major exception. The programme returned 
to the pre-Covid-19 three-year target-setting 
on EPS, as the long-term structural change 
to the business and industry is now better 
understood, and, thus, targets can be set 
with more confidence. 

• The performance criteria of earnings-per-
share (EPS) and Total Shareholder Return 
(TSR) and augmented by the service-based 
objectives remained for 2022. 

Changes to executive  
remuneration for 2023
The Committee reviewed the remuneration of the 
EGMB to ensure remuneration competitiveness 
utilising the Company’s peer group benchmark-
ing data for the respective roles. This analysis 
resulted in the increase of the base salary of the 
Group CEO by 5% to DKK 10.3 million, and the 
salary of the Group CFO by 5% to DKK 5.0 million. 
At the same time, the target STIP was increased 
to 80% of base salary for both the Group CEO 
and the Group CFO.

A number of changes will be made to the short-
term incentive programme for 2023 due to the 
completion of the turnaround and the further 
progression on the OneISS strategy. The changes 
are implemented with the continued focus of 
best fit for the strategic journey ahead. 

The financial objectives (operating margin, organ-
ic growth and free cash flow) will be replaced by 
nominal profit (EBITA) and the transformational 
objectives will be discontinued.

The simplification of the financial objectives from 
three to one objective will be supplemented by 
strong guardrails and prerequisites ensuring a 
certain achievement of operating margin and free 
cash flow before pay-out. This change provides 
a higher degree of operational freedom for the 
leadership in the balance between driving margin 
and growth, while retaining focus on providing 
shareholder value through higher profit without 
endangering a strong cash position.

The weighting on the financial objective will 
increase from 60% to 75% with the discontinua-
tion of the transformational objectives. The ESG 
objectives remain key to the programme with 
a weighting of 15% and the remaining 10% are 
individual objectives.

Remuneration Policy

At ISS, remuneration is based on respon-
sibilities, competencies and performance 
and is designed to be competitive, afford-
able and in line with market practice of 
comparable listed companies. The overall 
objectives are:

1 Attract, motivate and retain 
high-performing leaders

2  Provide strong link between 
remuneration and achievement of 
our strategic goals and financial 
performance

3  Align interest of EGMB with 
shareholders by providing a 
significant portion of remuneration 
as share-based payments

The Policy is reviewed at least annually by 
the Remuneration Committee.

The Committee may engage independent 
external advisers to advise the Commit-
tee in matters relating to remuneration 
and other related matters comprised by 
the tasks of the Committee.

The current Policy was approved by the 
annual general meeting held in April 
2020. Both the Remuneration Policy and 
the Remuneration Report comply with 
the current Danish legislation and the 
Danish Corporate Governance Recom-
mendations. 

          The Policy is available here
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30%
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Remuneration elements
The annual base salary for the members of the 
EGM shall be in line with market practice of com-
parable listed companies and based on current 
business challenges, experience, scope of role, 
market competitiveness, individual performance 
and internal equity. The annual base salary 
primarily serves the purpose of being able to 
attract and retain high-performing leaders.

In addition to the annual base salary, the mem-
bers of the EGM may receive variable remunera-
tion. Such variable remuneration shall be based 
on performance and accountability in relation to 
established objectives, both short and long-
term, as well as the overall performance of ISS in 
alignment with the shareholders. The members 
of the EGM may participate in a pension plan 
and may be granted customary non-monetary 
benefits such as a company car, insurances, 
communication and IT equipment, etc. 

All remuneration elements are summarised in the 
table on the next page and apply to the EGM un-
less otherwise stated. Unless stated specifically, 
all members of the EGMB are subject to the same 
performance criteria, terms and conditions.

The total remuneration to the EGMB for 2022 
is described in the illustration on page 7, where 
an overview of the actual remuneration as well 
as a pessimistic, an expected and an optimistic 
scenario for total remuneration is provided.

No members of the EGM receive additional 
remuneration from other companies within the 
ISS Group. ISS does not provide loans to the 
members of the EGM.

Salary incl. pensions and benefits
At-risk remuneration

31%

27%

Expected 
remuneration 
mix for the 
CFO

47%

53%

Jacob Aarup-Andersen Kasper Fangel

STIP
LTIP

Termination and severance payment
In case of separation and depending on the 
circumstances, the Group CEO is entitled to 
12-24 months’ salary. The Group CFO is entitled 
to 6-12 months’ salary. The employment 
contracts of the other members of the EGM 
may be terminated at 6- or 12-months’ notice. 
The employment contracts contain no special 
termination rights and no change-of-control 
clauses.

Share ownership
Share ownership is an important part of the 
EGM remuneration as it aligns the interests 
of the EGM with those of the shareholders. 
The share ownership guidelines are reviewed 
annually to ensure that they continue to align 
with market practice.

The Group CEO is expected to build a holding 
of shares equivalent to 125% of the annual base 
salary. The Group CFO is expected to build a 
holding of 70% of the annual base salary and 
for the EGM, the expected holding is 35% of 
their annual base salary.

All members of the EGMB and the EGM are 
required to retain a minimum of received shares 
from the LTIP, i.e. it is required that at least 50% 
of any shares received are retained following 
disposals of shares in order to meet any tax and 
other associated obligations, until the required 
holding is met.

All members of the EGMB and EGM meet the 
minimum required shareholding. The actual 
holdings and fulfilment of the share ownership 
guidelines for the EGMB are described in the 
table to the right. 

EGMB Terms & Conditions

Remuneration • Base salary, pension and benefits (car, health/life insurances)
• 30 days paid annual leave 
• Participation in STIP/LTIP, subject to plan rules 

Termination terms • Notice from ISS: CEO 24 / CFO 12 months
• Notice from the executive: CEO 12 / CFO 6 months
• Payment during notice comprises base salary, pension and benefits 

(car, health/life insurances)

Restrictive covenants • During employment and for 12 months after leaving

Change of control • No special contractual terms apply in the event of a change of control 

Share ownership guidelines

At 31 December 2022
Jacob  

Aarup-Andersen
Kasper  
Fangel

Share ownership guideline % of annual base salary (over time) 125% 70%
Shares to be retained from vested incentive programmes 0 0
Actual holding of shares 165,000 12,914
Actual holding in % of annual base salary 247% 40%

Minimum required shareholding met Yes Yes
Share ownership guideline met Yes No

Unvested PSUs/RSUs 269,109 78,670
Value of unvested PSUs/RSUs 39,639,756 11,588,091

2022
expected

Expected 
remuneration 
mix for the 
CEO

2022
expected

42%

58%

Expected remuneration for EGMB
Target STIP pay-out, 50% LTIP vesting 
 Vested shares at grant price
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LTIP – TSR performance criteria

Threshold Vesting TSR

Below threshold 0 % Below median of peers

Threshold 25 % At median of peers

Maximum 100 % At upper quartile of peers or better

TSR peers
International service companies 
ABM Industries, Adecco, Aramark, Bunzl, Capita, Compass Group, Coor Services (only 2021 and 2022), Elis, Mitie 
Group, Randstad, Rentokil Initial, Securitas, Serco, Sodexo, Spie. G4S was removed from the 2020 peer group 
after their delisting.

OMX C25 
A.P. Møller – Mærsk A, A.P. Møller – Mærsk B, Ambu, Bavarian Nordic (2021 and 2022 only), Carlsberg, Chr. 
Hansen Holding, Coloplast, Danske Bank, Demant, DSV, FLSmidth & Co., Genmab, GN Store Nord, Jyske Bank 
(2020 and 2022 only), Lundbeck, Netcompany (2021 and 2022 only), Novo Nordisk, Novozymes, Pandora, 
Rockwool International, Royal Unibrew, SimCorp (2020 and 2021 only), Topdanmark (2020 only), Tryg, Vestas 
Wind Systems, Ørsted.

Short-term incentive programme
The short-term incentive programme (STIP) 
gives members of the EGM the opportunity 
to earn a cash bonus based on the success 
in achieving Group and individual KPIs set by 
the Board for the year. The STIP is designed to 
motivate performance that promotes financial 
results, implementation of the OneISS strategy, 
progression on the ESG agenda and behaviours 
consistent with the ISS Values.

The STIP is subject to achievement of financial 
and non-financial KPIs, which are measured an-
nually. The target STIP, KPIs and their weighting 
are described in the table on the next page.

Long-term incentive programme
The long-term incentive programme (LTIP) 
provides EGM members the opportunity to 
receive equity-based remuneration to drive 
long-term performance and retention. The LTIP 
motivates participants to focus on and deliver 
strong longer-term performance, aligning 
their interests with those of the shareholders 
and provides a remuneration element that is 
competitive in the market. Vesting of awards de-
pends on achievement of performance criteria, 
and performance and share price impact the 
realised and realisable value of the equity-based 
remuneration, underscoring the strong link 
between pay and performance.

EGM members are eligible to receive a number 
of Performance Share Units (PSUs). The vesting 
of the PSUs is subject to fulfilment of certain key 
operational objectives determined by the Board. 
The LTIP and the key operational objectives ap-
plied are designed to focus participants on the 
importance of the future value and drive Group 
performance over the longer term, i.e. creating 
shareholder value that can be sustained over a 
longer period and that will outperform peers on 
both an absolute and a relative basis. This aligns 
the interests of the EGM with the interests of 

the Group and the shareholders by providing a 
significant proportion of the total remuneration 
as shares and/or share-related instruments.

LTIP is granted as PSUs and the annual grant 
has a value of 125% of the annual base salary 
for the Group CEO, 83% for the Group CFO 
and 60% for other members of the EGM. Vest-
ing of PSUs is subject to performance criteria 
of total shareholder return (TSR) compared 
to peers (weighting 40%) and earnings per 
share (EPS) (weighting 40%) to emphasise 
shareholder value creation; the remaining 20% 
weighting is service-based (from 2021). TSR 
peers are a group of comparable international 
service companies and the Nasdaq Copenha-
gen OMX C25 companies. The performance 
criteria and peer groups for TSR are outlined 
in the table to the right. PSUs are granted 
annually and vest three years after grant, 
provided the performance criteria are met. 
Upon vesting, the shares corresponding to the 
number of vested PSUs will be delivered to the 
participant at no cost. Prior to vesting, holders 
of PSUs do not have any of the rights that 
holders of shares would otherwise be entitled 
to, such as voting rights. LTIP participants are 
compensated for any dividend distributed 
between time of grant and time of vesting. 
The value of the grant at the time of grant 
complies with the Remuneration Policy.

Unvested PSUs will be forfeited in the event a 
participant voluntarily terminates or breaches 
the terms of their employment.

Clawback
The incentive programmes are subject to 
clawback if in exceptional cases it is subse-
quently determined that payment was based on 
misstated information. Reclaim in full or in part 
of this payment is determined at the discretion 
of the Board. The clawback has not been applied 
for 2022 nor for any preceding years.

STIP - Environmental, social and governance (ESG) objectives

2022 saw the introduction of dedicated ESG ob-
jectives in the short-term incentive programme. 
The ESG objectives for 2022 focus on envi-
ronmental sustainability and safe, diverse and 
inclusive workplaces. The Group objectives are 
cascaded through the organisation to ensure 
focus on these objectives at site level. 

For 2023, the ESG objectives remain in the STIP 
and they retain the focus on environmental and 
social sustainability.

Weighting of the ESG objectives is 15% of the 
STIP in both 2022 and 2023.
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Rem. elements Objective Award level and performance measures 2022 Risk management feature 2022

Annual base salary Attract and retain high-performing leaders. Based on current business challenges, experience, 
scope of role, market competitiveness, individual 
performance and internal equity.

Paid for fulfilling responsibility. Base pay represents 
41-45% of total target remuneration for EGMB.

Short-Term  
Incentive 
 Programme  
(STIP)

Drive delivery of short-term financial results, implemen-
tation of the OneISS strategy, progression on ESG and  
behaviours consistent with the ISS Values. Actual pay-
out is based on Group and individual performance.

Target/Max STIP opportunity is (of annual base salary):
• 66%/100% for EGMB
• 60%/90% for EGM

Maximum STIP opportunity is awarded for performance 
significantly above target.

Financial and non-financial KPIs weighting: Operating 
margin (18%), Organic growth (18%),  Free cash flow 
(24%), ESG objectives (15%),  Transformational objectives 
(15%), Individual objectives (10%).

Performance is measured annually.

Provides a balanced focus on short-term performance 
based on agreed KPIs weighted and scored according 
to achievement. Actual pay-out on measures range from 
0% to 150% or 200%, and total pay-out is capped as a % 
of base salary.

Targets and results are approved by the Board of Directors. 
Targets are tested to determine the level of stretch.

Pay-out is subject to clawback.

Long-Term  
Incentive 
 Programme  
(LTIP)

Drive delivery of long-term financial results, retention of 
leaders and alignment to shareholder value creation.

Face value of grant of PSUs (% of annual base salary):
• 125% for Group CEO
• 83% for Group CFO
• 60% for other EGM members

The performance criteria of the LTIP are TSR measured 
against peers (weighting 40%) and growth in EPS (weight-
ing 40%). The remaining 20% are service-based.

Vesting is after three years subject to achievement of 
the performance criteria.

Provides a focus on long-term performance based on agreed 
absolute and relative performance criteria. Service-based 
element supports retention. The three-year vesting period 
supports long-term decision-making and management of 
the business. 

Number of vested shares are capped at grant; however, 
the value of the vested grant depends on the share price.

Stretch targets are based on challenging goals, e.g. 
outperformance of TSR peer group.

Vesting is subject to clawback.

Pensions and   
non-monetary 
benefits

Danish-based members of the EGM are covered by an ISS 
Group pension plan. Non-Danish-based EGM members are 
subject to the local plan according to local rules. 

Benefits (such as company car, insurances, communication 
and IT equipment) to support recruitment and retention.

The ISS Group pension plan covering EGMB has a 
company contribution of 1% of annual base salary that 
primarily covers insurances (life, long-term disability, 
critical illness).

Benefits and perquisites corresponding to market 
standards.

Provides security, flexibility and the facilitation of work-
life for executives. 

Represents a negligible share of the total remuneration 
for EGMB.
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EGMB remuneration 2022
Total remuneration awarded to the EGMB for 
2022 was DKK 29.7 million (2021: DKK 33.8 mil-
lion). The remuneration for 2018-2022, including 
the Performance Share Units (PSUs) granted 
under the LTIP is disclosed in the table on page 
8. The lower total remuneration to the EGMB in 
2022 is due to EGMB consisting of two members 
in 2022 as opposed to three members in 2021. 

The fixed remuneration for the Group CEO, i.e. 
the base salary and benefits, increased by 7% in 
2022. The total remuneration to the Group CEO 
increased by 28% due to higher achievement of 
the short- term incentive programme in 2022 
than in 2021 and the vesting of LTIP 2020. The 
base salary for the Group CFO increased by 20% 
from 2021 to 2022. 

For 2023, the base salary of the Group CEO is 
increased by 5% to DKK 10.3 million, and the 
salary of the Group CFO is increased by 5% to 
DKK 5.0 million. At the same time, the target 
STIP was increased to 80% of base salary for 
both the Group CEO and the Group CFO.

The remuneration granted to the EGMB for 2022 
is in compliance with the Remuneration Policy.

STIP 2022
The STIP pay-out for 2022 for the Group CEO 
and the Group CFO were 119% and 119% of 
target. Organic Growth was achieved at the 
maximum (weighting 18%), Free Cash Flow 
(24%) was achieved above target, and Operating 
Margin (18%) marginally below target. 

All financial objectives are measured on 
continuing operations except for free cash  
flow, which is measured on continuing and 
discontinuing operations.

The transformational and ESG objectives 
(weighting 15% each), which focus on initiatives 
relating to the execution of the OneISS strategy 
and the ESG priorities, were assessed by the 
Board of Directors to have provided significant 
process on the early stages of journey. The 
assessment is founded on solid execution on 
brilliant operating basics and service technology 
development; and execution approaching 
expectations on the commercial agenda, and 
the ESG priorities.

The individual objectives (weighting 10%) for 
the EGMB are achieved above target. The 
achievement is founded on an assessment 
of the individual objectives, which consists of 
personal leadership in the execution on the 
OneISS strategy and other specific leadership 
objectives.

LTIP 2020
Based on the achievement of the performance
criteria (annual EPS and TSR performances for
2020, 2021 and 2022), 32% of the PSUs granted
under the LTIP 2020 will vest on 1 March 2023.

EPS for LTIP 2020 is measured on EPS for 
2020 (1/3) and EPS for 2021-2022 (2/3) (total 
weighting 50%). While the EPS threshold for 
2020 was not met due to negative earnings, the 
EPS objective for 2021-2022 was achieved 97%. 
TSR of 0.2% annual growth for the period from
2020 and ending on 31 December 2022 was 
below the median against the Danish peers (42nd 
percentile) and below the median (29th percen-
tile) of our industry peers (each weighting 25%). 

Historic actual vesting data is disclosed in the 
illustration to the right.

Jacob Aarup-Andersen Kasper Fangel

Pessimistic  No STIP pay-out, no LTIP vesting
Expected Target STIP pay-out, 50% LTIP vesting  
  Vested shares at grant price
Optimistic  150% of target STIP pay-out, full LTIP 

vesting and ISS share price at 50% above 
grant price

Actual STIP pay-out 119%. LTIP vested 32%

1) 58 % of expected remuneration is performance-based.
2) 53 % of expected remuneration  is performance-based.

Actual vesting of LTIP

STIP 2022 achievement

0
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STIP

TSR Danish

LTIP

LTIP Industry

Salary, incl. pensions 
and benefits

EPS

Below 
threshold

At 
threshold

Below 
target

At
target

Above
target

At max  
or beyond

Max 
pay-out

Operating Margin 18% 200%

Organic Growth 18% 200%

Free Cash Flow 24% 150%

Transformational 15% 150%

ESG 15% 150%

Individual 10% 150%

Remuneration 
2022 Jacob

0
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ActualOptimisticPessimistic Expected 1)
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27%

31%

27% 51%

38%

11%
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Remuneration 
2022 Kasper
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40%
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7



Total remuneration to EGMB - IFRS-based
2022 2021 2020 2019 2018

DKK thousand

Jacob 
Aarup-

Andersen
Kasper 
Fangel

Jacob 
Aarup-

Andersen
Kasper 
Fangel

 Pierre-
François 
Riolacci

Jacob 
Aarup-

Andersen

Jeff
Graven-

horst
Kasper 
Fangel

 Pierre-
François 
Riolacci

Jeff
Graven-

horst

 Pierre-
François 
Riolacci

Jeff
Graven-

horst

 Pierre-
François 
Riolacci

Base salary 9,828 4,800 9,200 4,000 7,140 3,067 6,061 174 6,783 9,828 7,140 9,450 6,750
Increase % 6.8% 20.0% 0.0% 0.0% 5.3% n/a n/a n/a (5.0)% 4.0% 5.8% 5.0% 18.2%
Pension and  
   non-monetary benefits 414 227 377 213 912 136 211 8 238 311 264 290 331
STIP 7,764 3,808 6,240 2,726 3,041 1,462 3,126 66 2,807 1,736 1,261 6,853 5,053
LTIP 5,658 1,652 3,189 961 (2,655) 579 1,293 187 1,001 2,872 1,166 2,307 1,175

Total remuneration 23,664 10,487 19,006 7,900 8,438 5,244 10,691 435 10,829 14,747 9,831 18,900 13,309
Increase/(decrease), % 24.5% 32.7% n/a2) n/a5) (22.1)% n/a n/a n/a 10.2% (22.0)% (26.1)% 0.1% 37.4%
Severance payment - - - - 14,280 - 17,799 - - - - - -
Retention (RSUs) - - - - (5,289) - - - 5,289 - - - -
Retention bonus - - - - - - - - - - 2,722 - 9,878

Total IFRS-based 23.664 10,487 19,006 7,900 17,429 5,244 28,490 435 16,118 14,747 12,553 18,900 23,187

Total award-based5) 20,177 9,522 15,817 6,939 25,373 4,665 9,398 248 12,628 11,875 12,865 17,215 17,835

1) Pierre- François Riolacci exited ISS on 31 December 2021.
2) Jacob Aarup-Andersen joined ISS on 1 September 2020. Full year increase from 2020 to 2021 is 13%.
3) Jeff Gravenhorst exited ISS on 31 August 2020.
4) Kasper Fangel joined the EGMB on 16 December 2020. Full year increase from 2020 to 2021 is 22%. 
5) See explained in the box on this page

1) 2) 4)3)

Remuneration calculated in accordance with 
IFRS does not for all elements correspond to 
the amount awarded. The IFRS-based amounts 
correspond to the amounts recognised in the 
Group’s consolidated financial statements, 
note 6.1, Management remuneration. The 
award-based amounts reflect the cash value of 
remuneration earned for the year. 

Base salary, non-monetary benefits and short-
term incentive programmes (STIP) are identi-
cal under the two methods, whereas the value 
of long-term incentive programmes (LTIP) and 
retention bonus differ.

Long-term incentive programme
The award-based amounts represent the fair 
value at 31 December of the shares to be re-
ceived in March the following year, when the LTIP 
programme vests. In 2022, the value is calculated 
as the actual number of shares received, if any, 
in March 2023 multiplied by the share price at 31 
December 2022. For previous years, the amount 
is calculated based on the share price at the 
time of vesting. According to IFRS, the expensed 
amount is measured at fair value at grant date.

Retention bonus
The award-based amounts correspond to the 
amounts paid on the basis of the respective 
years. According to IFRS, the cost is expensed 
when the criteria related to the bonus have 
been achieved.

Award vs. IFRS
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1) Pierre- François Riolacci exited ISS on 31 December 2021.
2) Jacob Aarup-Andersen joined ISS on 1 September 2020.
3) Jeff Gravenhorst exited ISS on 31 August 2020.
4) Kasper Fangel joined the EGMB on 16 December 2020

1) In addition, dividend payments have been compensated for with additional grants of a corresponding number of PSUs.
2) Based on average of 5-30 days’ closing prices
3) Including extraordinary grant for forfeited incentives with previous employer. Ordinary grant is 125% of base salary at grant.

Participation in ordinary and extraordinary share-based programmes
2022 2021 2020 2019 2018

Number of PSUs/RSUs

Jacob 
Aarup-

Andersen
Kasper 
Fangel

Jacob 
Aarup-

Andersen
Kasper 
Fangel

 Pierre-
François 
Riolacci

Jacob  
Aarup-

Andersen

Jeff  
Graven- 

horst
Kasper 
Fangel

 Pierre-
François 
Riolacci

Jeff
Graven-

horst

 Pierre-
François 
Riolacci

Jeff
Graven-

horst

 Pierre-
François 
Riolacci

Outstanding at 1 Jan 163,713 51,250 45,405 26,800 287,210 - 175,316 15,983 84,986 147,629 55,586 128,387 22,995
Granted (new programmes  
   or dividend) 105,396 34,317 118,308 29,989 53,531 45,405 100,295 14,364 218,593 77,235 37,409 56,831 32,591
Vested - - - - - - - - - (3,096) (500) (34,308) -
Forfeited (not vested) - - - (5,539) (32,931) - (46,061) (3,547) (16,369) (46,452) (7,509) (3,281) -
Cancelled - (6,897) - - (307,810) - - - - - - - -

Outstanding at 31 Dec 269,109 78,670 163,713 51,250 - 45,405 229,550 26,800 287,210 175,316 84,986 147,629 55,586
Vested shares, DKK ‘000 - - - - - - - - - 622 101 7,716 -
Unvested shares, DKK ‘000 39,640  11,588 20,464 6,406 - 4,786 24,195 2,825 30,272 28,024 13,585 26,876 10,119

 1)  2)  3)  4)

Grant of share-based incentive programmes 2020-2022 1)

Programme
Grant  

date
Vesting  

date

Number of 
PSUs/RSUs 

allocated

Value  
per share  

at grant

Total market 
value at launch 

(DKKm)

% of base 
salary at 

grant

Jacob Aarup-Andersen
LTIP 2020 1 September 2020 1 March 2023 45,405 101.31 4.6 150%
LTIP 2021 3) 1 March 2021 1 March 2024 118,308 111.15 13.1 143%
LTIP 2022 1 March 2022 1 March 2025 105,396 116.56 12.3 125%

Kasper Fangel
LTIP 2019 1 March 2019 1 March 2022 6,656 207.32 1.4 60%
LTIP 2020 1 March 2020 1 March 2023 14,364 97.99 1.4 60%
LTIP 2021 1 March 2021 1 March 2024 29,989 111.15 3.3 83%
LTIP 2022 1 March 2022 1 March 2025 34,317 116.56 4.0 83%

 2)
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Development in remuneration – award-based
DKK ‘000 (unless otherwise stated) 2022 2021 2020 2019 2018

Jacob Aarup-Andersen 1)

Base salary 9,828 9,200 3,067 - -
   Increase/(decrease), % 6.8% n/a n/a - -
Total remuneration, award-based 20,177 15,817 4,665 - -
   Increase/(decrease), % 27.6% n/a n/a - -

Kasper Fangel 2)

Base salary 4,800 4,000 174 - -
   Increase/(decrease), % 20.0% n/a n/a - -
Total remuneration, award-based 9,522 6,939 248 - -
   Increase/(decrease), % 37.2% n/a n/a - -

ISS Group results
Organic growth 7.8% 2.0% (6.6)% 7.1% 3.9%
   Increase/(decrease), %-point 5.8 8.6 (13.7) 3.2 1.0
Operating profit (DKK million) 3) 2,876 1,776 (3,203) 3,252 3,698
   Increase/(decrease), % 60.3% 155.4% (198.5)% (12.1)% (7.4)%
Operating margin, % 3) 3.8% 2.5% (4.5)% 4.2% 5.0 %
   Increase/(decrease), %-point 1.3 7.0 (8.7) (0.8) (0.4)
Net profit 2,136 637 (5,195) 1,371 291
   Increase/(decrease), % 235.3% 112.3% (478.9)% 371.1% (85.5)%

Average remuneration other employees
ISS A/S 4) n/a n/a n/a
ISS globally
   Increase/(decrease), % 7.2% 20.6% 4.7%
ISS Denmark 5)

   Increase/(decrease), % 0.5% 4.4% 7.7%

1) Jacob Aarup-Andersen joined ISS on 1 September 2020. Full year increase from 2020 to 2021 is 13%.
2) Kasper Fangel joined the EGMB on 16 December 2020. Full year increase from 2020 to 2021 is 22%.
3) Before other items, excl. IAS 29 (2022).
4) There are no other employees employed with ISS A/S. The EGMB are directors of ISS A/S.
5) Covers average remuneration to employees in the Danish subsidiary.

Pay for performance
The remuneration elements and the resulting 
payments are designed to establish a clear link 
between pay and company performance and, 
thus, is aligned with the shareholder’s return. 

The total remuneration to the EGMB is lower 
than 2021 based on the fact that EGMB for 2022 
comprises only two members. Both members, 
however, received a higher remuneration than 
in 2021 due to higher pay-out of STIP and the 
vesting of LTIP (granted in 2020), which has 
not vested since LTIP 2016 vested in 2019. This 
demonstrates that the payments to the EGMB 
are strongly linked to the company performance, 
which was significantly better for 2022 than for 
2021. We refer to page 7 for a description of 
how each incentive programme paid for 2022.
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Board remuneration
The members of the Board shall be remunerated 
with fixed annual fees approved at the annual gen-
eral meeting for the current financial year. The fee 
is designed to attract and retain competent mem-
bers to the Board. Remuneration of members of 
the Board, except employee representatives, shall 
not include share-related incentive programmes.

Composition of fees
Members of the Board receive remuneration for 
duties performed on behalf of ISS A/S and other 
companies of the ISS Group approved at the 
general meeting for the current year. In addition 
to the base fee, the chair of the Audit and Risk 
Committee and other committee chairs receive 

100% and 75% of the base fee, respectively, 
while members of the Audit and Risk Committee 
and other committees receive 50% and 37.5% of 
the base fee, respectively.

Expenses, such as for travel and accommo-
dation incurred in relation to board-related 
duties, relevant training and reasonable office 
expenses for the Chair, are reimbursed by ISS. 
A fixed daily travel allowance is paid to Board 
members who are required to travel to attend 
board and ISS meetings.

Fees to members for 2022
In 2022, fees to Board members were DKK 8,587 
thousands (2021: DKK 8,724 thousands). The fees 
are specified in the table below.

Except for employee representatives, members 
of the Board did not receive any performance 
or share-based remuneration in 2022. No Board 
members received any fees for ad hoc tasks 
outside the scope of ordinary tasks of the Board 
of Directors. It is proposed for the annual general 
meeting to adjust the board base fee by approx. 
3.5% (from DKK 436,000 to 451,000).

Board holding of ISS A/S shares
There is no policy requirement or guideline for 
board members to hold ISS A/S shares. The 
actual holding of ISS A/S shares is shown in the 
table below.

Remuneration Committee

The Board of Directors (the Board) has 
established a remuneration committee. The 
Committee provides oversight in preparing 
the Remuneration Policy. It evaluates and 
makes recommendations for the remuner-
ation of the Board and the Executive Group 
Management Board (EGMB) members. 
It also approves the remuneration of the 
Executive Group Management (EGM).

The members of the Committee are  
Cynthia Trudell (Chair), Niels Smedegaard 
and Kelly Kuhn.

Seven meetings were held in 2022.

Board holdings of ISS A/S shares
 1 January

2022 Addition
31 December

2022

26,000 - 26,000
3,000 3,000

- - -
10,000 - 10,000

2,000 - 2,000
- - -
- - -
- - -
- - -

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

38,000 3,000 41,000

Board and board committees

DKK ‘000
Base 

fee
Committee 

fee
Travel 

allowance 2022 2021 2020 2019
 

2018

Niels Smedegaard (Chair) 1,308 654 38 2,000 1,430 - - -
Lars Petersson (Deputy Chair) 1) 479 120  - 599 - - - -
Kelly Kuhn  436 327 69 832 570 - - -
Søren Thorup Sørensen 436 218 30 684 615 305 - -
Ben Stevens 436 763 91 1,290 1,176 952 886 896
Cynthia Mary Trudell 436 490 213 1,139 941 771 1,024 1,053
Nada Elboayadi 436  - 23 459 459 414 332 -
Elsie Yiu 436  - 23 459
Signe Adamsen 1)  218  - 23 241 459 414 332 -

Previous members
Henrik Poulsen (Deputy Chair) 1)  175 44  - 219 903 984 1,051 1,057
Valerie Beaulieu 1)  218 191 38 447 840 572 - -
Joseph Nazareth 1)  218  -  - 218 459 414 451 471
Lord Allen of Kensington Kt CBE (Chair)   -  -  -  - 654 2,198 2,381 2,446
Claire Chiang   -  -  -  - 218 725 978 896
Thomas Berglund   -  -  -  - - 259 1,074 1,057
Pernille Benborg  -  -  -  - - - 121 471
Palle Fransen Queck  -  -  -  - - - 121 471

Total 5,232 2,807 548 8,587 8,724 8,008 8,751 8,818
In-/(decrease) % (1.6)% 8.9% (8.5)% (0.8)% 3.9%

1) Exited/joined Board of Directors during 2022.
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MANAGEMENT STATEMENT

The Board of Directors’ statement 
on the Remuneration Report
Copenhagen, 23 February 2023
The Board of Directors has today considered 
and adopted the Remuneration Report of ISS 
A/S for the 2022 financial year. 

The Remuneration Report has been prepared 
in accordance with section 139b of the Danish 
Companies Act and the Recommendations on 
Corporate Governance issued by the Danish 
Committee on Corporate Governance. The 
Remuneration Report describes the remuner-
ation received by the Board of Directors and 
the Executive Group Management Board of ISS 
A/S (ISS) since 2018 as well as the relationship 
between the remuneration and ISS’s remunera-
tion policy as of 7 April 2022, including how the 
remuneration contributes towards promoting 
and achieving ISS’ strategic goal, long-term 
financial results and creation of shareholder 
value. 

The Remuneration Report will be presented at 
the annual general meeting for an advisory vote.

Board of Directors 

Nada Elboayadi (E) Elsie Yiu (E)Signe Adamsen (E)

Søren Thorup Sørensen Ben Stevens Cynthia Mary Trudell

Lars Petersson
Deputy Chair

Kelly KuhnNiels Smedegaard
Chair
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INDEPENDENT AUDITORS’ REPORT

Independent auditor’s report 
on the Remuneration Report
To the shareholders of ISS A/S

As agreed with the Company’s Board of Direc-
tors, we have examined that the Remuneration 
Report for ISS A/S for the financial year 2022 
includes the disclosures required by section 139 
b(3) of the Danish Companies Act and whether 
the disclosures made in the Remuneration 
Report tables included on the pages 7-11 on 
remuneration, performance share units, restrict-
ed share units, holding of shares and financial 
performance are accurate.

The degree of assurance we express in this 
report is reasonable.

Board of Directors’ responsibilities 
for the Remuneration Report
The Board of Directors is responsible for the 
preparation of the Remuneration Report in 
accordance with section 139 b(3) of the Danish 
Companies Act and the Remuneration Policy 
dated 2 April 2020 as adopted by the Annual 
General Meeting.

The Board of Directors is also responsible for 
such internal control as the Board of Directors 
determines is necessary to enable the preparation 
of a remuneration report that is free from material 
misstatement, whether due to fraud or error. 

Auditor’s independence  
and quality control
We have complied with the independence and 
other ethical requirements of the International 

Ethics Standards Board for Accountants’ 
International Code of Ethics for Professional 
Accountants issued by the International Ethics 
Standards Board for Accountants (IESBA Code), 
which is founded on fundamental principles of 
integrity, objectivity, professional competence 
and due care, confidentiality and professional 
behavior, as well as ethical requirements 
applicable in Denmark.

EY Godkendt Revisionspartnerselskab is subject 
to the International Standard on Quality Control 
(ISQC) 1 and thus uses a comprehensive 
quality control system, documented policies 
and procedures regarding compliance with 
ethical requirements, professional standards, 
applicable requirements in Danish law and other 
regulations.

Auditor’s responsibilities 
Our responsibility is to express a conclusion 
on Remuneration Report based on our ex-
aminations. We conducted our examinations 
in accordance with ISAE 3000 Assurance 
Engagements Other than Audits or Reviews of 
Historical Financial Information, and additional 
requirements under Danish audit legislation to 
obtain reasonable assurance for purposes of 
our conclusion. 

As part of our examinations, we performed the 
below procedures: 
• We have verified that the Remuneration Report 

includes the information on remuneration for 
each individual member of the Board of Directors 

and Executive Board as required by section 139 
b(3), item 1-6 of the Danish Companies Act.

• We reconciled the financial highlights for the 
Group and Parent company contained in the 
Remuneration Report to financial highlights 
included in the annual report for the finan-
cial year 2022 and other relevant financial 
information included in the annual report 
for the financial year 2022, and on a sample 
basis, we recalculated based on full-time 
equivalents the average remuneration of 
other employees. 

• We examined Management’s process for 
compilation, summation and presentation of 
disclosures on remuneration of the Executive 
Group Management Board and the Board of 
Directors and reconciled, on a sample basis, 
the disclosures to supporting agreements and 
records. 

• We examined Management’s process for 
compilation, summation and presentation of 
disclosures on the Executive Group Manage-
ment Board’s performance share units and 
restricted share units and reconciled, on a 
sample basis, the disclosures to supporting 
agreements and records. 

• We examined Management’s process for 
compilation, summation and presentation 
of disclosures on the Board of Directors’ and 
the Group Executive Management’s share-
holdings and verified, on a sample basis, the 
disclosures to supporting documentation. 

In our opinion, the examinations performed 
provide a sufficient basis for our opinion.

Conclusion 
In our opinion, the Remuneration Report, in 
all material respects, includes the disclosures 
required by section 139 b(3) of the Danish 
Companies Act.

Copenhagen, 23 February 2023

EY Godkendt Revisionspartnerselskab
CVR no. 30 70 02 28

Torben Bender
State Authorised
Public Accountant
mne21332

Claus Kronbak
State Authorised
Public Accountant
mne28675
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Contact information

ISS A/S
Buddingevej 197
DK-2860 Søborg
Denmark
Tel.: +45 38 17 00 00
Fax: +45 38 17 00 11
www.issworld.com
CVR 28 50 47 99

Investor relations
Jacob Johansen
Head of Group Investor Relations
Tel. +45 38 17 00 00

Design & production
KIRK & HOLM
Stibo Complete
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