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Directive2013/36/EUrequiresthat institutions take into account the diversity of the management
body when recruiting new members anih implementa diversity policyThe objective isamong
others,to achievediversity within the management body as well as to achigweore appropriate
balance between women and men management bos In addition,significant institutions are
required under Article88(2)(a)of this Directive to set a target for the representation of the
underrepresentedyenderin the management bodgndto take measure$o increase th@ number.

More diverse managemertodies can helpo improve their decisionmakingregardingstrategies
and risk-taking by incorporatinga broader range ofiews, opinions, experiencg perceptiors,
values and backgrounds. A more diverse management body reduces the phenomgnaupf
thinkQand Herd behaviarQThe issue of igersity is not limited to gendeiit also concernsther
factors, includinghe age, professional and educational backgrduand geographical provenance
of the members of the management body.

Under Article91(11) of DirectivR013/36/EU the EBA and competent authorities are required to
0SYOKYIN] RAGSNEAGE LINI OGAOSa Ay AyadAaldziazyaQ
authorities are also mandated to collect information on the gender pay gap of members of the
management body under Article 75(1) of Directive 2013/36/EU and 34(1) of Directive (EU)
2019/2034.

The data gathered and analysed for this exercise comes froepr@sentative sample of credit
institutions and investment firmsade 0f662 credit institutions and 129 investment firrsslected
by national competent authoritiesf all Member States of the European Uniand Lichtenstein
and Icelandn the basis of ammon criteria set out by the EBA

Despite the legal requirements, a significant proportion of 27.05% of institutions (2018: 41.61%)
have still not adopted a diversity policklready 93.78% of significant institutions have adopted a
diversity policyWhile the share of institutions that have a diversity policy in place increased, only
76.78% (2018; 69.61%) of institutiomd 94.39% of significant institutionlat have a divesity

policy promote gender diversity by setting a target for thederrepresentedgender. Where
institutions have noyetadoptedand implementedliversitypolicies, competent authorities should
take appropriate supervisory measurds ensure that all ingtutions comply with this legal
requirement

More than half of theinstitutions (56%) inthe sampleand nearly a half of the larger credit
institutions have no female executive director.

The representation of women and men in boards is insufficientlgrizad. ie number of male
executive directors by far exceeds the number of female executive directors. Only 11.32% (2018:
8.53%) of 689 CEOs are fem&tegardingther executive directors, the level of representation of

the female gender has slightly imguwed, but was with 20.19% (2018, 17.44%) still at a very low
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level. In tota) 18.05% of executive directors, including the CEO, are female (2018: 15.13%, 2015,
13.63%).

The majority of norexecutive directors are male. Only 10.43% of chairpersons areldeinathe
supervisory function of the management body, women held already 27.75% (2018: 24.02%, 2015:
18.90%) of the nomxecutive director positions (including chairperson and staff representatives).
Despite the larger size of the supervisory boards, $6%#o0 of the institutions have no women
represented in the supervisory function (including the staff representation) of the management
body. In averysmall number of institutions men are less reprewehthan women.

The gender balancés gradually but too slowlyimproving The gender balance of newly recruited
directors has improved over timéut is still insufficient, in particular, with regard to the
management body in its management functiddetween 2019 and 202124.27% (201-2016:
18.29%, 2012018 21.18%) of vacant executive director positji@&39% (2012016: 27.65%,
2017-2018: 27.99%) of vacant naxecutive director positionand 56.29% (2012016: 58.99%,
2017-2018: 64.63%) of vacant ptiens of staff representatives have been filled with woniethe
sampledinstitutions.

The EBA analysed the correlation between the profitability of a credit institution expressed as
return on equity (RoE) and gender diversity of executive directorserddctors that may also
influence the RoOE have not been taken into account. While the average RoE of the sample is 6.36%,
more than half (58.02%) of credit institutiovghere gender diversity is preseirt the management

body in its management functigrhave a highethan-average RoECredit institutions wth a
genderdiverse management functiohave onaveragea RoEof 7.88%, while credit institutions

with executive directors of only one gender hawa averagea lower RoE of 5.27% clear
correlation has already been identified in the last EBA report on diveityeral other studiés

come to the same conclusion.

Thedata on the gender pay gap show that gender imbalances in the remuneration of directors
exist.While thereare somadnstitutions in which the remuneration of the female directors is higher
than the remuneration of the male directors (indicated by a negatialue of the pagap), the
majority of firms reported figures thathowthat male directors receive higher total remuneration
than female directorsOn averagéfemale executive directors, even if not considering the pay of
the CEC and basing the callation on thér median remuneration receive 9.43%ess
remuneration than their male colleagador nonrexecutive directors the averaggenderpay-gap

is at 5.90% Competent authorities, within their supervisory review processes, shoudkw if

Ynter alia: International Monetary Fund: Gender Diversity in Senior Positions and Firm Performance: Evidence from
Europe, 7 March 2016,https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gendd&iversityin-Senior
Positionsand-Firm-PerformanceEvidencefrom-Europe43771 and World Economic forum: why diverse quanies turn

higher profits and reap rewards, 15 March 2Q4t#ps://www.weforum.org/agenda/2017/03/whydiversecompanies
turn-higherprofits-and-reap-rewards

2Mean pay gap of all institutions, based on the median male and female remuneuitimed by the median male
remuneration without the CEO, see Figure 36

3 Institutions had been asked to calculate the den pay gap two times, including and excluding the CEOthe
remuneration of the CEO is typically higher than for other board positions, the inclusion of the mainly male CEOs leads to
a higher pay gap, thfurther increases howeverdriven rather by the position than the gender.



https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gender-Diversity-in-Senior-Positions-and-Firm-Performance-Evidence-from-Europe-43771
https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gender-Diversity-in-Senior-Positions-and-Firm-Performance-Evidence-from-Europe-43771
https://www.weforum.org/agenda/2017/03/why-diverse-companies-turn-higher-profits-and-reap-rewards
https://www.weforum.org/agenda/2017/03/why-diverse-companies-turn-higher-profits-and-reap-rewards
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institutions remuneration policiesare gender neutrahs required under Article 74(1) of Directive
2013/36/EU and Article 26(1)(d) of Directive (EU) 2019/2034

EBA has lo@d also intothe agedemographyof the board, its educational and professional
background andyeographical provenan¢as diversity withinthese dimensiors brings different
perspectivesnto decision making

The distribution of directors idifferent age categoriesvhichdifferssignificantlypetween Member
States does not show a material change since the last exercise. However, with respect to 2015
data, it can be observed that the share of rexecutive directors with an age over 60 yehes
steadilyincreasedn line withthe demographic development and increased life expectandiie

EU.

Concerninghe educational and professional background, the data shayuite limited diversity
Despite growing importance of information and commuation technologiesn the financial
services sectorthere is onlylittle coverage othese areas within the management bodi&8o of
directorshave such #ackgroundandare mainly located in large institutions

On the geographical provenancthe data show thatthere is a relatively high percentage of
institutions in which the geographical business activities and the geographical provenance of the
directors do not fully match, with slightly better coverage in gervisory function than in the
management function of the management body.

In conclusionthe data presented in the Report make clear thather improvements of the gender
balance and more in generalpf the diversity atinstitutions management boiks are needed.
Hence further work by institutions and CAs is needed to overcaehgeidentifiedshortcomingsAll
institutions must adopt a diversity policy and many need to improve the gender diversity of their
boards in the short to medium term, includitigrough the setting of appropriate gender balance
targets. Other aspects of diversig.g. regarding the educational or professional backgrouodid

be further improved in particular in larger boards.

It is important that competent authorities revieh Y 3 0 A 1 dzi A2y a4Q RAGSNRERAGR@
implementation, including the recruitment processes for members of the management body and
takeappropriatemeasuresvhere shortcomings are identifie@.g. in the context of the supervisory

review andevaluation process or of the assessment of fitness and propriety of members of
management bodies.

The EBA will continue to monitor diversity in management bodies aue igeriodical benchmark
studieson diversity and orthe gender pay gap at the level thie management body.
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1. 4 DS Y RS NJ SdprezvaluéioiitBe Ef¢stablished as fundamental right in the EU treaties.
The EU gender equality strategy for 2Q2025 strives for ainion of equality, where women
and men can pursue their chosen path in life isoaiety free from violence and stereotypes,
where leaderships shared equally and where individuals thrive geaderS Ij dz £ S©O2y 2 Ye

2. In the European Union, ensuring ndiscrimination and equal opportunities of all people,
independent of their gender, became increasingly important to théegislators followng the
publication of the European Parliaments Opinion on the Gender equality in European labour
markets in 2018and the adoption of the EU Action Plan 2€A019- Tackling the gender pay
gap’. A central aspect is improving the gender balance in political and professional careers.
Those measures may also have contributed to the overall positive, although still slow
improvements the EBAasidentified regardingthe representation of women imanmagement
bodies Appropriate gender balance within the management body is of particular importance to
ensure adequate representation of the population.

3. Article91(10)of Directive2013/36/EU requires that institutions shallengage a broad set of
qualities and competenceghen recruiting memberso the management bodwnd for that
purpose put in place a policy promoting diversity on the management bbloly sameéArticle
appliesin accordance with Article(®) of Directive 20145/ELP to investment firms

4. Under Article88 of the Directive 2013/36/EU, the nomination committee, which is required for
significant institutions, should set a target for the representation of thelerrepresented
gender and prepare a policy on how twiease the number of thenderrepresentedyender in
the management body. Where such a committee does not exist, the management body should
O2Y&aARSNI aSGdGAy3 adzOK F dGFNBSG a LINI 2F (GKS

5. Article91(10) ofDirective2013/36/EUrequires institutionsand investment fims to adopt a
policy promoting diversityn the management bodgnd to take diversity into account when
recruiting members to the management badyhose policies should promote diversity
regardingseveral aspects, including gender, age, educational and professional backgandnd
in particular for internationdy adive institutions the geographical provenance of members of
the management body.Diverse management bodiesiclude memberswho have different

4 Eurofound and EIGE (2021), Upward convergence in gender equality: How close is the Egialityf? Publications
Office of the European Union, Luxemboupgge 2

5> Gender equality in European labour mat&keExploratory opinion Council/EReference: SOC/586ESQ018

6 European Economic and Social CommittB Action Plan 20:2019 - Tackling the gender pay gaReference:
SOC/574EESQ0180030400-00-AGTRA

" Directive 2013/36/EU of the European Pariient and of the Council of 26 June 2013 on access to the activity of credit
institutions and the prudential supervision of credit institutions

8 Directive 2014/65/EU of the European Parliament and of the Council of 15 May 2014 on markets in finanaiatstr

91n a few Member States, the aspect of geographical provenance is not required to be included in diversity policies. The
reason for this is that those Member States consider that this requirement would conflict with national laws intended to
prevert discrimination against people based on their origin or ethnicity.
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skills, knowledge, experiense background, values and perceptions, so that different
perspectives are brought discussioabetween members.

6. The existence of different perspectivean helpto improve decisiormaking as amore diverse
management body reduces the phenomenagrbupthinkand Herd behaviarQDiversity can
thus help members of thenanagement body to act more efficidptto achieve a business and
risk strategy that is in the best interesif the institutionor investment firmand to ensure sound
management of the institutioror investment firmand its staff, includinggnsuringthat the
institution®@2 NJ A y @S & (pdlifies dre gerddtMeQteal apulovide forequal opportunities
for all gendersn accordance with Directive 2006/54Z8.

7. In accordance withArticle91(11) of DirectivR013/36/EU competent authoritiesare tocollect
the information disclosedn diversitypolides, as well a®n the extent to which the& objectives
and targets have been achiayein accordance with Articlé35(2)(c) of Regulation (EU)
No575/2013!* and they are touse it to benchmark diversitpractices. The competent
authorities must provide the EBA with tle information collected The EBAis to use that
information to benchmark diversity practicesitlevel.For this purposgthe EBA has issued a
request for information that specified thefiormation to be collected and submitted.

8. The EBA also analysed information on the gender pay gap of members of the management body
under its mandate within Article 75(1) of Directi2®13/36/EU and 34(1) of Directive (EU)
2019/2034.

9. Credit institutions ad investment firms are required to apply gender neutral remuneration
policies under Article 74(1) of Directive 2013/36/EU and Article 26(1)(d) of Directive (EU)
2019/2034and to monitor the gender pay gags further specified in the EBA Guidelines on
internal Governance (EBA/GL/2021/5 and EBA/GL/2021M8 responsibilities ahembers of
the management body are well defined, which allows for a more meaningful calculation of the
gender paygap. The pagap isbasedon the percentual pay differences between male and
female members, based on the average male remuneration. The approach taken ensures that
different pay levels in institutions or Member States do not leads to a bias of the results.
However, theresults of the analysis presented in this report needs to be interpreted with care
as the remuneration of members of the management body depends on e.g. the specific position
held (e.g. CEO, executive director, chairperson, -executive director, employee
representative), additional responsibilities (e.g. chairing of committees), and the specific
expertise and experience that the members have as well as the aligjflabsuitable candidates
with the required backgrounds on the labour market. While thexdgr pay gap identifies
differences between the pay levels,cannot be concluded that theare based on the gender
of the individual members of the management body as other underlying factors cannot be fully
neutralised based on the available information

O pjrective 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on the implementation of the
principle of equal opportunities and equal treatment of men and womemaétters of employment and occupation

11 Regulation (EU) N&75/2013 of the European Parliament and of the Council of 26 June 2013 on prudential
requirements for credit institutions
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10.The EBAanalysedinformation on the diversity policies established bindividual credit
institutions andinvestment firms, includinghe targes set for theunderrepresentedgender,
together withdata on the composition of management bied The data depidhe situation as
it was on31December2021. In addition data were collectedon the gender pay gapgor
members of the management body the management and in the supervisory function
separatly for each gendefpor the performance year 2021.

11.The EBA collected data fro®%2 credit institutions and 29 investment firms from all Member
States of the European Union, Liechtensteind Icelandand includes information o2 842
executive directorsb 494 nonexecutive directors and 834 staff representatives.

12.Somecreditinstitutions and investment firms did ngrovide althe requested informationThe
different tables in the reportire based o the credit institutions and investment firmghat
provided the respective information antierefore the numbes provided in the repordiffer
slightlyfor different aspectscoveredin the report Where the analysis refers to institutions, this
includescredit institutions andnvestment firms For some aspecteparatefigures forcredit
institutions (C4) andinvestment firmgIFs) are provided.

13.Theslightlyreduced sample sizef 791 institutionsfor the 2021 datacompared to the sample
of 834 institdions in 2018results mainly from the fact thahe figures do not anymore include
data of UK institutions as United Kingdoris nhd anymorea Member State of thécuropean
Union, and that Norway did not participate in tr@urrentexercise

14.To allow a more granular analysisedit institutionshave been allocated téour different size
categoriesbased on the balanesheet total (balanceheet total inEUR: 4 billion; 1billion to
<10hillion; 10billion to <30 billion; »30 billion). For each size categogpompetent authorities
colleced data, where available, from at least fivaedit institutions and separately most
competent authoritie$? collecteddata from at least five investment firn{segardlessof their
siz@. Figures for significant institutioiare givenseparately Sgnificant institutions should in
any case set a quatdiive genderrepresentationtarget in line withjoint EBA and European
Securities and Markets Authority guidelines on the assessment of the suitability of members of
the management body and key function holdétand musthave a nomination committee

15.The sample of institutiongenerallycovers at leas10% of altreditinstitutions in each Member
Statein each of thedifferent size categorieased in this reportWhere Member States have
more than 500 small institutiongbalance sheet total below EUR 1 pegmpetent authorities

12 A few competent authorities are not responsible for the supervision of investment firms and not all of those competent
authorities collected the information from the competent authority supervising investment firms.

13Signh‘icant institutions @ defined m EBA GL on internal governangeder Directive 2013/36/EU (EBA/GL/2021/05)
include global systemically important institutions, other systemically important institutions and other significant
institutions as determined by the competent authority)

14 30int ESMA and EBA Guidelines on the assessment of the suitability of members of the managemand tkegy
function holders under Dirente 2013/36/EU and Directive 2014/65/EU (ESMB82319, EBA/GL/2021/06

10
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https://www.eba.europa.eu/joint-esma-and-eba-guidelines-assessment-suitability-members-management-body-revised

EUROPEAN
BANKING
AUTHORITY

BENCHMARKING OF DIVERSITY PRAXTHROEBVE, 2021 DATA 7
(ll we
nj
(({

were askedto limit the samplefor this size categoryo 50 institutions.In addition, where
possible, Member States were asked to collect data for at least 5 investment firms.

3.1 Diversity policies

16.Based on information provided by institutiorterough competent authorties, the present
report analysesinstitutionsQpractices regarding diversity policiewith a focus ongender
diversity and theepresentationof the underrepresentedgender

17.The management body is responsible fadopting anappropriate diversity polig. The
nomination committee, where applicabfe plays an important role irestablishinghe diversity
policy andin settingtargets for the representation ahembers of differengenders.Thejoint
EBA and ESMA guidelines on the assesswidiie suitability of members of the management
body and key function holders specify that significant institutions should set a quantitative
gender diversity targebther institutions may set the target in a qualitatie@nner, if they have
fewer than fve members of the management body.

18.As expected having a nomination committeés more common in largeand significant
institutions (Figurel), which also haveveralla more balanced representationf female and
male members

Figurel: Institutions with and without a nomination committee

Ck Ck
Cb<EUR EURLbn EURLObn CBkEUR Investment

Thereof

Frequency 1bn  t<EUR to<EUR x30bn  firms  Significant
10bn 30bn Institutions

Number ofinstitutions
responding 175 257 118 112 129 212
Nomination committee
in place 49 119 91 107 26 194
No nomination

123 136 23 5 101 14

committee in place

Percentage of

institutions with 2890% 4630% 77.12%  95.54% 20.16% 91.51%
nomination committee

19.To better understand the reported diversity policies and practjcasd understand the
challenges in achieving diversity, it is important to understand the different sizes of
management bodieshat are composed of a management function (executive directons) a
supervisory function (nomxecutive directors)A more diverse compositioof the management
bodyis easier to achievethen they have more memberbr many Member Statesstitutions
that have a itier system reportenly the CEO athe soleexecutive directorso that diversity
could not be achieved within the management function of the management béthwever,
Directive 2013/36/EU requires that institutions must haateleasttwo persons directing the

15\Where the management body has no influence on the nomination of candidates, significant institutions do not need
to establish a nomination commée under Article88(2) of Directive 2013/36/EU.

11
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businessthose personger definitionform part of the management body and therefore the
requirements on diversity under Acte 91(10) of Directive2013/36/EU apply Overall, the
average number of executive directorsani-tier system is lower than in-Rer systems.

20.Percentiles for the numberof executive directorgEDs)are provided inFgures2 and 3
separately for institutions that have atier system and such that have atigr system The
number of norexecutive directorg¢non-EDs)s depicted irHgures 4 and S5taff representatives
(SRshave not been included iAgure 4asnot all Member Stagésrequire the presence of staff
representative in the management bodgnd therefore the data would not be comparable.
Whenadded(Fgure 5) their inclusion only leads to an immaterial change of the values at the
different percentiles.

Figure2: Percentiles ) for the numberof members of the management body in its management
function (executive directorsi-tier system 2021 data

Institutions Average P10 p25 p50 p75 p90
Cls <€URL bn 2.19 1 1 2 3 4
Cls EUR bn to <EUR10bn 3.36 1 2 3 5 7
Cls EURO bn to <EUR30bn 3.74 1 2 3 5 8
ClsxEUR30bn 3.55 1 2 2 5 8
Investment firms 2.39 1 2 2 3 4
Thereofsignificant institutions 3.41 1 2 2 5 7

Figure3: Percentiles (p) for the number of members of the management body in its management
function (executive directors, 2ier system 2021 data

Institutions Average P10 p25 p50 p75 p90
Cls <EURL bn 3.52 2 2 3 4 5
Cls EUR bn to <EUR10bn 3.73 2 2 3 5 7
Cls EURObn to <EUR30bn 5.00 3 3 5 7 8
ClsxEUR30bn 5.68 3 4 5 7 8
Investment firms 3.21 2 2 3 4 6
Thereof significant institutions 5.75 3 4 6 7 8

Figure4: Percentiles(p) for the numberof members of the management body in its supervisory function
(non-executive directors without staff representative021 datg

Institutions Average P10 p25 p50 p75 p90
Cls<EURL bn 5.78 3 4 5 7 9

Cls EUR bn to <EURLObn 7.60 4 5 7 9 12
Cls EURObN to <EUR30bn 8.51 4 6 8 10 12
ClsxEUR30bn 9.84 5 7 9 11 14
Investment firms 3.32 0 2 3 5 6

Thereof significant institutions 8.49 5 6 8 10 12
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Figureb: Percentiles ) for the number of members of the management body in its supervisory function
(non-executive directors, including staff representative2021 data

Institutions Average P10 p25 p50 p75 p90
Cls<EURL bn 6.26 3 4 6 8 9

Cls EUR bn to <EUR10bn 8.70 4 6 11 15
Cls EURObnN to <EUR30bn 10.23 5 7 14 18
ClsxEUR30bn 12.00 7 9 11 14 20
Investment firms 3.50 0 2 5 6

Thereof significant institutions 10.01 6 7 9 12 15

21 While all institutions must take into account diversity when recruiting members of the
management body anddopt diversity policiesn accordance with Article 91(10) of Directive
2013/36/El the nomination committee in significant institutions has to pregpim accordance
with Article 88(2) of Directive 2013/36/Ed8 policy on how to increase the number of the
underrepresentedyender in the management body to meet a specified target.

22 Despite the aforementioned legal requirements, a significant proportioaf 27.05% of
institutions R018:41.61%) have not adopted a diversity poligyhile 72.95% of institutions
have a diversitypolicy, only 56.01% ofinstitutions(2018: 40.65%have a policyhat includes the
aspect ofgender diversityThisincludes alsa fewsignificant institutionsof which93.40% have
adopted such a poligyput only 8.21% of them have a policy gender divesity (Figure 6)

23 While the slare of institutions that have diversity policy in place increagenly 76.78%(2018;
69.61%) of institutionshat have a diversity policgdopted promote within the policygender
diversity by setting a target for thenderrepresentedgender.The extent to which institutions
have already adoptethe requireddiversity policies, and gender diversity policies in particular,
differs significantly between Member States, as shown in Figguend 8

24.The level of compliancevith the respective legakequirements differs between credit
institutions and investment firmsthe latter show lower ratios of firms that have a diversity
policy or gender targetOnly a few investment firmis the sampleare considered significant,
two out of three of those hae adopted gender policies and gender targets.

25 While there isstill not a full compliance witlthe legalrequirementson diversity policiesmany
competent authorities have since the last diversity benchmarking repdrere the EBA has
called on competent authorities to follow up otle observedissues of norcompliance,
integrated a review of diversity practices into their fithess and propriety assessment processes
or into their regular supervisory review processes.

26.The financiaindustry has in manilemberSatesreacted to shortcomings in the aa®f equal
opportunities and equal representation of genders at board positions. Throughout the EU many
associations have launched specific initiatit@$oster the equal rpresentation of genders at
boards and also within the whole workforc8ome of thosessociationgecommend to their
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members target percentages for the gender representation between 30% andDEjite such
recommendations and existing legal requiremerggarding diversity policies, the composition
of the management bodies show often an insufficient gender balance.

27 Many institutions do not comply with the regulatory requirements regarding the adoption of
diversity policiesWhere this is the case, competeauthoritiesare expected taake supervisory
measures and review the adoption of such policies in the supervisory review and evaluation
process or when performing assessments of the fithess and propriety of members of the
management body.

Figure6: Numbers of institutions and percentages of institutions with a diversity policy and gender
diversity policyin place, 2@1 data, EU totalsince2015

Number of _— _— Thereof, Sgnificant Sgnificant
R Institutions Institutions 0L 2
Member institutions . . . . number of  institutions institutions
: with diversity  with gender o - ; .
State in the . . significant  with diversity  with gender
policyin % targetsin% .. . o
sample institutions  policyin % targets
EégI/EEA 791 72.95% 56.01% 212 93.40% 88.21%
Eéfg/EEA 834 58.3%% 40.6%% 241 83.40% 71.37
EWR8/EEA
2015 864 35.5M 24 580 C C C

14



BENCHMARKING OF DIVERSITY PRAXTHROEBVE, 2021 DATA

EUROPEAN
BANKING
AUTHORITY

]

(I

Figure7: Numbers ofcredit institutions (Cls)and percentages ofredit institutions with a diversity policy
and gender diversitypolicy in place, 2021 datafeach Member State

Significant Significant

Member Number of QS wit_h Clswith Thereof, Clswith Clswith
State Asin the d|\_/ers_|ty gend(_ar _num_ber of diversity gender

sample policy in %  targets in % significantCk policy in % targets

AT 47 70.21% 61.70% 10 90.00% 90.00%
BE 23 86.96% 82.61% 11 100.00% 100.00%
BG 10 90.00% 80.00% 5 100.00% 100.00%
CY 11 81.82% 81.82% 6 100.00% 100.00%
Cz 20 45.00% 15.00% 5 60.00% 40.00%
DE 127 64.57% 44.88% 25 84.00% 80.00%
DK 20 100.00% 95.00% 7 100.00% 100.00%
EE 9 44.44% 33.33% 3 100.00% 100.00%
EL 13 46.15% 38.46% 4 100.00% 100.00%
ES 27 81.48% 70.37% 9 100.00% 88.89%
FI 18 100.00% 88.89% 7 100.00% 100.00%
FR 37 81.08% 78.38% 20 90.00% 90.00%
HR 12 100.00% 58.33% 7 100.00% 100.00%
HU 22 54.55% 40.91% 8 100.00% 87.50%
IE 17 100.00% 70.59% 7 100.00% 100.00%
IS 3 100.00% 100.00% 3 100.00% 100.00%
IT 64 90.63% 89.06% 13 92.31% 92.31%
LI 11 54.55% 27.27% 3 66.67% 66.67%
LT 4 75.00% 75.00% 3 100.00% 100.00%
LU 26 69.23% 30.77% 6 100.00% 83.33%
LV 11 90.91% 54.55% 4 100.00% 75.00%
MT 9 77.78% 33.33% 3 66.67% 66.67%
NL 16 75.00% 68.75% 6 83.33% 83.33%
PL 20 85.00% 60.00% 8 100.00% 87.50%
PT 18 100.00% 88.89% 5 100.00% 100.00%
RO 25 96.00% 80.00% 8 100.00% 87.50%
SE 19 94.74% 52.63% 3 100.00% 66.67%
Sl 13 100.00% 76.92% 6 100.00% 66.67%
SK 10 40.00% 40.00% 4 100.00% 100.00%
ELR7/EEA 662 77.64% 61.93% 209 93.78% 88.52%
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Figure8: Numbers of mvestment firms(IFs)and percentages of mestment firmswith a diversity policy
and gender diversity policy in place, 2021 datheach Member State

Member Number of IFs Wi'Fh IFs with Thereof, Signifi_cantI_Fs SignificantIFs
State IFs in the dl\'/ers.lty gendgr .nurn'ber of with .dlvgrsny with gender
sample policy in %  targetsin % significantlFs  policy in % targets

BE 5 40.00% 40.00% 1 100.00% 100.00%

BG 5 80.00% 60.00% 0 - -

Cz 5 40.00% 20.00% 0 - -

DE 6 33.33% 16.67% 1 0.00% 0.00%

DK 5 100.00% 80.00% 0 - -

EE 6 16.67% 0.00% 0 - -

ES 5 40.00% 20.00% 0 - -

Fl 7 85.71% 28.57% 0 - -

FR 8 25.00% 12.50% 1 100.00% 100.00%

HR 5 100.00% 60.00% 0 - -

HU 10 20.00% 10.00% 0 - -

IE 8 50.00% 25.00% 0 - -

IT 5 40.00% 40.00% 0 - -

LT 6 0.00% 0.00% 0 - -

LU 10 50.00% 20.00% 0 - -

LV 4 50.00% 0.00% 0 - -

MT 5 20.00% 20.00% 0 - -

NL 8 62.50% 25.00% 0 - -

PT 5 100.00% 80.00% 0 - -

SE 4 75.00% 25.00% 0 - -

Sl 2 100.00% 100.00% 0 - -

SK 5 20.00% 0.00% 0 - -
EWR7/EEA 129 48.84% 27.13% 3 66.67% 66.67%

28 While Directive 2013/36/EU does nepecify aminimum level for the representation of the
underrepresentedgender, many Member States have already implemented such taigets
national legislation, ranging between 25% and 0% for the representation of the
underrepresented gendeat boardlevel in listed companies®

29 Institutions haveused different approachet set internal gender diversitytargets in their
policies Some have set targeteparatdy for the management and supervisory functgwf the
management bodywhile the most common approach is to geint targetsfor both functions
A limited number of institutions have set targaisly for the supervisory functione.g. as they
consider only the CEO as executive diredttowever, such approache® not fullyreflect the
definition of the management body under Directive 2013/36/Bbd the requirements on

18 FR IT: 40%; BE, PT: 33%, DE, AT: 30%, EL:25%
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diversity policiedo be adopted to foster diversity at the management bodye use of the
different approaches is depicted kgure9.

30.The majority of310 institutions specified the gender target as a percentage, whi&
institutions specified targets as headcouAtminority of29 institutions have set targets only in
a qualitative way. Where targets were set as headcowmt, averagethe resulting target
percentage isower than at institutions that set targets as percentage.

31.Nearly 40%of institutions(36.45% of institutions that set values as percentage and 47.17% of
institutions that set targets as headcountiave setvery low targets that aim only ata
representation othe underrepresented gendef 25%4 or even lessin addition, compared to
2018, the target valuewent slightlydown on averagewhich may be linked to changes of the
sample and participatinlylember StatesOverall, the targets set for the representation of the
underrepresentedgender are higher for the supervisory function than for the management
function of the management body

32.Gender targets that aim at a representation of the underrepresented genderocafnar 40%
would be in line withexpecttionsalsofrom agood governanceerspective Targetsfor the
underrepresented gendeiof 33% for the management body in total arntD% for the
management body in its supervisory functi@ane included in Directive (EUR022/2381 on
improving the gender balance among directors of listed companies and related measures

33.More than halfof the institutionsthat have set a gender targeleclared that they had already
met their gender target$2021: 56.18%, 2018: 49.56%hother 31.01% stated that they aim to
meet the target at the latest by 2024

34 Where qualitative targets have been set, most policies state that there should be an appropriate
gender balance, and a few specify the intenti@nimprove the representation of womem
good number of institutions stressed that they ensure equal opportunities for all genders and
that there is no discrimination between malémale or nonbinary candidates for board
positions.Some institutions stad that they also applied such policies to key function holders
or all staff which can be&onsidered good practice, as it helps to implement gender diversity in
Fy AyadAaddziazyQa YIFyF3aSYSyd yR ONBIFGSE | Y2NJ
positions in the management bodly financial sector entities

35.Article 91 of Directive 2013/36/EU requires that diversity should be taken into account when
recruiting members to the management body and that institutions have diversity policies.

36.Institutions must take into account diversity, when recruiting members of the management
body.Staff representativeare selected by staff, whilther members of the management body
arerecruitedby the institution, i.e. appointed by its shareholders, its owners or its management
body in its supervisory function. Whesetting and implementing diversity policiei$ is more
practicalto focus on therecruitment process fomembers of the managementtody whoare

7 The answers are based on ranges provided in the questionnaire, the category referred to was defined as:
>0% up to 25%, it can be assuntgdohsed on the typil board size that values set are in most cases either 20% or 25%.
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committees, the management body in its supervisory functam) separatelyto consider the
diversity of the whole management body, includiting staff representationand to foster an
environment where the staffs likely toelect a diverse staff representation

Figure9: Level of quantitative gender target&set by institutionsbasedon the representation of women

Number ofinstitutions with gender o o >25% to >33.4% to 09
targets >0%1025% 33 404 50% >50%
Joint policy for the management body 60 30 28 3
Joint policy for the management body

(excluding staff representatives) 27 31 25 3
Separate policy for thenanagement

function (executive directors) 28 13 4 0
Separate policy for the supervisory

function (norrexec. directors) 19 22 7 1
Separate policy for the supervisory

function (excludingSR$ 24 32 50 0
Policy limited to the management

function (executive directors) > 4 0 0
Total in 2021 163 132 114 7
Total, based on targets set as percentag 113 107 89 1
Total, based on targets set as headcount 50 25 25 6
Distribution in 2021 34.81% 32.04% 31.22% 1.93%
Distribution in 2021 based otargets set . . . .
as percentage 31.09% 35.58% 32.96% 0.37%
Distribution in 2021 based on targets set . . . .
as headcount 45.26% 22.11% 26.32% 6.32%
Total in 2018 139 159 143 8
Distribution in 2018 30.96% 35.41% 31.8%% 1.78%

37.Diversity policies takenot only into account the aspect of genddyut also other aspects
including the educational and professional background, which is also linked to the requirement

that the management body collectively needs to have sufficlerawledge and experience

3208

18 Percentages, when targets have been set as minimum headcount, have been calculated based on the numbers of the

underrepresentedyender(in nearly all cases womeadpmpared to the numbeof members of the management body. A

few banks have indicated that they set the target as a percentage as well as a minimum headcount, in such cases the

higher resulting percentage has been taken into account wherafiproacheded to different values.
¥A very few institutions reported that their target would aim explicitly at a higher representation of women compared

to men with regard to their executive directors, resulting itaayet percentage of above 50%.
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geographical provenance and agfégure 10)577 institutions providedietailedinformation on
their policies and their level of compliance.

38.0nly a limited number of institutions set concrete policies with regard to the age of members of
the management bodies. Thogelicies limitthe age of members of the management body at
appointmert or specify that not all members should be in the same decade of their lives or
required that the management body includg leastone younger membe?°

39.Geographical provenance means ttegionwhere a person has gained a cultural, educational
or prior professional backgroundlhis aspecis ofparticular relevagefor internationaly active
firms, which should strive to matchtheir main business areasith specific expertisan the
relevant marlets at the level of the management bogdwhichhelpsto take into account the
cultural valuesindthe legal and market spedifties relevant for those areas decisionmaking
Only averylimited number of mstitutions took into account this aspect spigcally within their
policies,other institutions commented thathey would ensure that there is ndiscrimination
with regard to the geographicalr ethnicalprovenanceof members of the management body.

40.While a growing number of institutions haeelopted policies on all the different aspects, the
percentage of institutions meeting such targets has only improviembmpared to 2018with
regard to policies on the gendebnly a very limited number of institutions indicated that they
have set a targt deadline by when the objectives of the poliay aspects other than gender
should be met.

Figurel0: Overview overthe different aspects of diversity221 data

Number of Institutions havinga  Number of Percentage of

institutions with  policyfor the aspect institutions Institutions
. i ) . L that havea
Aspect a diversity policy  in percentageof indicating that olicy. who
for the aspectin institutions that have they meet the policy, W
uestion a diversity policy target set are meeting
q the target set
Gender 445 77.12% 250 56.18%
Age 341 59.10% 162 47.51%
Educational background 387 67.07% 219 56.59%
Professional backgrounc 404 70.02% 232 57.43%

Geographical
provenance; cultural or 216 37.44% 107 49.54%
professional immersion

Geographical

provenance; Ethnicity 112 19.41% 44 39.29%

20\While such practices may lead to greativersity in the ages of members, care must be taken to comply with national
laws, which in some Member States may view such practices as a form of discrimination.
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41 Institutions were asked,egardless ofthe existence ofa diversity policywhich aspects of
diversitythey takeinto accountwhen recruiting members of the management bd@éjgurell).
While the professional background of members is still the aspect that is most commonly taken
into account, the aspect of gender diversity became more important since the last an@hgsis.
share of institutions that takes into account gender diversity éased since 2018 80.15%
(2018: 70.1%)n particular most significant institution€2021:94.54%, 2018: 93.4%atesponded
that they did take gender diversityinto accountwhen recruiting new members of the
management bodySeveral institutionstated that they have implemented policies that ensure
non-discriminationof non-binary candidates for management body positions

Figurell: Numbersof creditinstitutions (Cl) and investment firmghat take diversity into account when
recruiting members of the management body

Other Educational Professiona  Geographica

Institutions Gender genders Age grap Ethnicity
. background background provenance
considerec

Cls <€URL bn 125 22 120 128 135 76 36
Cls EURDbN to
<EURLObN 211 39 184 203 211 126 66
Cls EURObnN to
<EUR30bN 106 17 82 97 99 67 30
ClsxEUR30bn 110 14 90 104 110 88 40
Investment firms 82 16 57 94 102 50 35
Total 634 108 533 626 657 407 207

Total in % of all
791 institutions
Thereof
significant 202 37 163 188 197 149 79
institutions

80.15% 13.65% 67.389 79.14% 83.06% 51.45% 26.17%

3.2 Diversity practices

42 All credit institutions and investment firmsvere asked toprovide information regarding the
actual compositionof their management bodies terms of the number of members, their
gender and ageategoryas of 31 December 202The percentagesvere calculatechased on
the sample of institutions that provided the relevant informatimnthe respective questian

43.The analysi®f diversity practicedlifferentiated between themembers of the management
body in itsmanagement function (executive directdiisD3) ard in its supervisory funtion (non
executive directorgnon-ED3). As far as possibléhe diversity of staff representativeSR),
who are elected by staff rather than appointed by shareholdevas taken into account
separately.

44 Gender diversity is a key aspect of diversity differenttypicalattitudes and behaviours can be
observed inpersonsof different gendes. The same hals truefor the ageof a personas the
periodduringwhich a person gw up influenceshe persorf2 dalues behaviourandattitude to
risk. Educational and professional background are relevant to the fithess and propriety of the
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members of the managemeitody, and it is required that the management body collectively

dzy RSNEGFYRa Ffft NBfSOFIyd SO02y2YA0: S3Ffs YIyl
activities.Geographical provenands alsomportant to ensurethat the management body has

a directunderstandng ofthe cultural valuesmarket specifiities and legal frameworkpresent

in the main business hubthat the institution is active in andto facilitate weltinformed
decisiormakingregardingthe business sttegy in those countries and areas.

3.2.1 Gender diversity

45 Establishing diverse management bodies can be patrticularly challenging when the management
body or its functions have a low number of memhéeFhe appropriate number of members
depends not only orthe nature size and complexity of an institutipbut alsoon the chosen
governance structure and cultural differences betwe@damber Statese.g. in some banks the
management function ieepresented by the CE®ho is supported by wider executive board,
whereby the executive board is not subject to tligness and propriety andliversity
requirements under Directive 2013/36/EU In a 2tier structure, all members of the
management bodyn its management function are consideredeagecutive directorsin some
jurisdictions the supervisory function relies more extensively on the work of committd@sh
requires a slightly larger membership of this functi@®ametimessmall investment firms are
allowed to have only one executive directather smallinvegment firms do not have a
separate supervisory functiotdowever, the wider sample ensures that those aspects do not
lead to a bias of the analysis towards a cer@iwernancestructure.

46.The reportexaminesgender representation irvarious dimensions, looking for differences
corresponding togovernance system, size of institution and age brackbe data collected
allowed to categorise the gender as male, female or other gendersltfimary). In the whole
sample no member of the management body has be@ported as having a nebinary gender.

Gender representation and governance structures

47 The sample is nearly equally populated by institutions usimgtier structures 832) andtwo-
tier structures (459). Owerall, it can be observed that for credit institutions the overall size of the
management bodyboth functions)is, even without staff representationiarger in atwo-tier
systemwith an average ofi1.91 members(2018: 12.31}than in a onetier system withan
average 0f10.66 members(2018: 10.04. Moreover, incountries withtwo-tier systemsthe
requirement to have staff representatives is more command including the staff
representation the average size of the management body is3i8&mbers compared to 1151
members in a dier structure For investment firmsthe management bodies are on average
much smallemwith an averagesizein total of 5.62 members (2018: 6.07pr firms that have a
one tier systenand6.95(2018: 5.59jor firmsthat have awo-tier system Given different board
sizes informations providedseparatelyin Fgure 12 for credit institutionsand inFgure 13 for
investment firms.
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significantly between Member States and between credit institutions and investment firms and
governance systems or board structures

49.The EBA is aware that there are different boardesys in Europe that cannot be clearly mapped
to the l-tier or 2tier system, as they include sometimes different @thuctures, e.g. have
additional executive boards, audit, remuneration or nomination committees or as they have an
executive body in additn to the board of directorskFor the purpose of this report, a-tier
system should be understood as a system where all members of the management body in its
management function (executive directors) and all members of the management body in its
supervisory function (noexecutive directors) form one management body with the
responsibility to set the institution's strategy, objectives and overall direction. Where there is in
addition to this unitary body a mandatory executive board, institutiores ill categoised as
1-tier system. A 2ier system should be understood as a system, where the management body
in its management function (executive directors) forms a distinct body from the body that
consists only of the members of the management badytheir supervisory function (nen
executive directors), i.e. a unitary board does not exist at all. The report in Figures 12 and 13
depicts the composition of the management body as defined within Directive 2013/36/EU of an
institution in terms of its geder diversity separately for institutions that have didr system
and institutions that have a-fler systembased orthe considerations set out above.

50.At the EU levelsome gradualimprovements regarding the representation of women can be
seen in particulat in the supervisoryunction of the management body, while there is still a
very low percentage of women in the management function of the management landyrall,
the representation of women and men in management bodies is not sufficibatanced.

51.In credit institutions using a-fier system16.65%(2018:14.65%pf executive director positions
and 2862%(2018: 24.36%)f nonrexecutive director positiongere held by womenin credit
institutions that have a2ier system18.87%(2018: 15.80%0)f executive director positions and
25.03% (2018: 21.02%)of nonexecutive director positions were held by womemhe
representation of women in the staff representation is with@6 (ttier) and 3761% (2tier)
higher than in other rolesvithin the management bodyOverall.for credit institutionsthere is
no material differencén the gender balance between the different governance systems.

52.The representation of female executive directors in investment firms is overall stmitaedit
institutions, but much lower for noexecutive directors. The representation varies considerably
between Member States. Oréer investment firms have a higher level of representation of
female executive directors (20219.B5%, 2018: 13.92%) and na&xecuive directors (2021:
21.39%,2018: 21.53%) than investment firms with a ey structure (20211512% and
20.70%, 2018: 11.43% and 14.10%).
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Figurel2: Numbers of credit institutions (Cls)by Member State andjovernance system and their average
numbersof EDs, norEDs and SR

Member Governanc Number Average Female  Average Female Average Female

State system of Cls number executive number non-EDs number SRs
EDs directors non-EDs without SRs
without  SRs
SRs
AT 1-tier 6 2.50 6.67% 750 20.00%  6.83 14.63%
AT 2-tier 41 2.98 10.66% 856 23.65%  3.22 37.12%
BE 1-tier 23 4.61 17.92% 8.26 33.68%  0.00
BG 2-tier 10 5.50 36.36% 5.00 26.00%  0.00
CY 1-tier 11 1.82 15.00% 7.18 22.78%  0.00
Ccz 2-tier 20 4.90 20.41%  4.25 22.35% 1.00 60.00%
DE 1-tier 9 2.78 8.00% 8.22 31.08% 1.89 29.41%
DE 2-tier 118 3.32 9.18% 1042 20.50%  3.41 34.58%
DK 2-tier 20 2.75 1455% 6.60 27.27%  2.50 40.00%
EE 1-tier 2 3.50 14.29%  5.00 0.00% 0.00
EE 2-tier 7 6.00 28.57% 657 23.91% 0.00
EL 1-tier 13 2.62 2.94% 8.00 15.38%  0.08 0.00%
ES 1-tier 27 2.04 1455% 10.22 31.88%  0.37 40.00%
FI 2-tier 18 6.78 32.79% 6.83 34.96% 0.28 60.00%
FR 1-tier 21 2.71 1053% 9.19 36.79% 0.86 44.44%
FR 2-tier 16 3.69 20.34% 11.88 41.05% 1.63 42.31%
HR 2-tier 12 4.17 20.00% 542 27.69%  0.00
HU 2-tier 22 6.14 20.74% 4.64 29.41% 0.68 60.00%
IE 1-tier 17 1.76 23.33% 6.88 34.19% 0.00
IS 2-tier 3 8.00 41.67%  6.33 47.37%  0.00
IT 1-tier 63 2.35 8.78% 6.92 27.52% 0.02 100.00%
IT 2-tier 1 7.00 14.29% 8.00 1250%  0.00
LI 1-tier 7 3.57 16.00% 5.29 10.81% 0.00
LI 2-tier 4 4.50 11.11% 5.00 15.00%  0.00
LT 2-tier 4 5.75 26.09% 6.50 34.62% 0.00
LU 1-tier 17 4.59 16.67% 7.00 24.37% 1.29 31.82%
LU 2-tier 9 3.89 14.29% 5.11 26.09%  0.22 100.00%
LV 2-tier 11 5.00 34.55% 527 29.31% 0.00
MT 1-tier 8 1.88 0.00% 6.38 11.76%  0.00
MT 2-tier 1 2.00 0.00% 11.00 27.27%  0.00
NL 2-tier 16 4.44 2254% 550 3523% 0.31 40.00%
PL 2-tier 20 6.20 17.74% 7.80 28.21%  0.00
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Member Governanc Number Average Female  Average Female Average Female

State system of Cls  number executive number non-EDs number SRs
EDs directors non-EDs without SRs
without  SRs
SRs
PT 1-tier 8 5.75 21.74% 7.75 29.03% 0.00
PT 2-tier 10 4.30 13.95% 6.80 17.65% 0.00
RO 1-tier 16 4.38 27.14% 5.63 24.44% 0.00
RO 2-tier 9 4.56 29.27% 556  30.00% 0.00
SE 1-tier 19 5.05 30.21% 7.47  35.92% 1.16 68.18%
Sl 1-tier 1 2.00 100.00% 5.00 40.00% 0.00
Sl 2-tier 12 3.08 24.32% 6.42 23.38% 0.33 100.00%
SK 2-tier 10 4.30 11.63% 3.60 8.33% 1.70 23.53%
EU22072/1EEA 1-tier 268 3.09 16.65% 7.57 28.62% 0.49 34.85%
EU22072/1EEA 2-tier 394 4.20 18.87% 771  25.03% 1.72 37.61%
Eng/ESEA 1-tier 324 3.01 14.6%% 7.03 24.36% 0.31 42.42%
Eng/EEA 2-tier 371 3.99 15.80% 8.32 21.02% 1.94 35.0%06

Figurel3: Numbersof investment firms(IFs)oy Member State andjovernance system and their average
numbersof EDs, norEDs and SR

Member Governanc Number Average Female Average Female Average Female

State system of Ik number executive number non-EDs number SRs
EDs directors non-EDs  without SRs
without SRs
SRs
BE 1-tier 5 3.80 15.79% 5.20 26.92% 0.00
BG 1-tier 5 2.00 20.00% 1.80 11.11% 0.00
Cz 2-tier 5 4.20 9.52% 3.80 10.53% 0.20 100.00%
DE 1-tier 2 3.00 16.67% 0.00 0.00
DE 2-tier 4 3.75 6.67% 5.00 35.00% 0.00
DK 2-tier 5 1.40 0.00% 4.00 10.00% 0.00
EE 1-tier 4 2.00 37.50% 2.25 33.33% 0.00
EE 2-tier 2 2.50 20.00% 3.50 14.29% 0.00
ES 1-tier 5 1.20 33.33% 3.40 11.76% 0.00
Fl 2-tier 7 5.71 25.00% 4.57 18.75% 0.00
FR 1-tier 1 2.00 0.00% 6.00 50.00% 0.00
FR 2-tier 7 3.57 28.00% 6.43 24.44% 0.29 50.00%
HR 1-tier 1 2.00 0.00% 3.00 0.00% 0.00
HR 2-tier 4 2.00 37.50% 2.25 22.22% 0.25 100.00%
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Member Governanc Number Average Female Average Female Average Female

State system of Ik number executive number non-EDs number SRs
EDs directors non-EDs without  SRs
without SRs
SRs

HU 2-tier 10 2.80 10.71% 3.00 20.00% 0.90 33.33%

IE 1-tier 8 1.75 21.43% 3.88 38.71% 0.38 33.33%

IT 1-tier 5 1.60 12.50% 5.40 14.81% 0.00

LT 1-tier 5 2.00 50.00% 1.40 14.29% 0.00

LT 2-tier 1 1.00 0.00% 3.00 33.33% 0.00

LU 1-tier 9 3.22 17.24% 3.89 25.71% 0.11 0.00%

LU 2-tier 1 3.00 0.00% 4.00 25.00% 0.00

LV 1-tier 3 2.67 12.50% 0.67 50.00% 0.00

LV 2-tier 1 3.00 0.00% 0.00 0.00

MT 1-tier 5 2.20 0.00% 2.00 0.00% 0.00

NL 1-tier 1 5.00 20.00% 1.00 0.00% 0.00

NL 2-tier 7 3.00 9.52% 0.71 20.00% 0.00

PT 1-tier 1 5.00 0.00% 0.00 0.00

PT 2-tier 4 2.50 20.00% 3.25 15.38% 0.00

SE 1-tier 4 3.00 25.00% 4.50 16.67% 0.00

Sl 2-tier 2 2.50 0.00% 2.50 80.00% 0.00

SK 2-tier 5 2.60 0.00% 3.00 6.67% 1.40 71.43%
EU22072/1EEA 1-tier 64 2.42 19.35% 3.14 21.39% 0.06 25.00%
EU22072/1E EA 2-tier 65 3.15 15.12% 3.49 20.70% 0.31 55.00%
EU22081/§|35EA 1-tier 108 2.93 13.92% 3.14 21.53% 0.08 11.11%
EU22081/8E EA 2-tier 26 2.69 11.43% 3.00 14.10% 0.42 54.55%

Gender representation and age

53.The role and position of women in society and their involvement in occupational activities has
changed over time. Thehare of female students has grown over time and since the end of the
last century exceeds the number of male students in thé& EXhis development shoukhable
institutions to identifya gender balanagset of candidates when recruiting new memberfs
the management body.

21 Data published by the Worldbankttps://data.worldbank.org/indicator/SE. TER.ENRR.MA?locations=EU
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54The EBA Guidelines on internal governangoeder Directive 2013/36/EUrequire that
WAYadAddziA2ya &Kz2dz R? & \EgdaNIhdegljddnt 6f thérlgeddledXi dzy A G
including with regard to career perspectives and aim to impréhe representation of the
underrepresented gender in positions within the management body as well as in the group of
A0FFTF GKIG KFEGS YIEYyF3ISNAFIE NBaALRYyaAoAtAGASE |
2021/923 of 25 March 202(tegulatory technical standards on identified staff).

55.For both reasons, the pool of suitable female candidates for positions in management bodies is
expected to grow over time. Gender representation is to some extent more balanced in
Scandinavian and sonf@&stern Eurpean Member States. No further analysis of the underlying
factors has been done.

56LyaGAlGdziA2yaQ AyOfdzaAzy YR RAGSNRERAAGE LIt AOAS:
by institutions and Member States should help to improve over time ridpresentation of
62YSYy y20 2yfeé Ay AyaldAddziAzyaQ YFyF3aSyYSyi
positions. However, further supervisory scrutiny by competent authorities is also needed with
regard to institutions recruitment processes, in orderensure that diversity is appropriately
taken into account, e.g. by making sure that the pool of candidates for board positions, but also
senior management positions is appropriately gender balanced

(@]

57.The representation of women and men in boards is ifisigintly balancedin the EUEEA the
number of male executive directors by far exceeds the number of female executive directors.
Only 11.32% (2018: 8.53%) of 689 CEOs are female. With regard to other executive directors,
the level of representation of # female gender has slightly improved, but was with 20.19%
(2018, 17.44%) still at a very low level. In total 18.05% of executive directors, including the CEO,
are female (2018: 15.13%, 2015, 13.63%).

58.The improvements result mainly from an increased nundfevomenwith an age between 30
and 50 years, where the strongest increases of the representation of women can be seen.

Figurel4: Numbersand percentages of CEOs an&Dg(other than the CEOfpr different age and gender
categories 2021 andtotals since 2015

Role/gender <30 30-40 41-50 51-60 61-70 >70 Total
CEOs 0 24 187 349 120 9 689
Male CEOs 79.17%  84.49% 90.83% 90.83%  88.89%  88.68%
Female CEOs 20.83% 15.51% 9.17% 9.17% 11.11% 11.32%
EDs, without CE 2 139 841 910 232 40 2164
Male 100.00% 76.98% 74.55% 81.43% 90.52% 100.00%  79.81%
Female 0.00% 23.02% 25.45% 18.57% 9.48% 0.00% 20.19%

Total male 2021 100.00% 77.30%  76.36%  84.03%  90.63%  97.96%  81.95%

22 5ee also Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on the implementation of
the principleof equal opportunities and equal treatment of men and women in matters of employment and occupation

23 EBA Guidelines on internal governance (EBA/GL/2021/05), page 37
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Role/gender <30 3040 41-50 51-60 61-70 >70 Total

ggtz""l' female 0.00%  22.70% 23.64% 15.97%  9.38%  2.04%  18.05%
Total male2018  100.00% 80.56%  81.00%  86.40%  92.28%  97.44%  84.87%
;8;”;3' female 0.00%  19.44% 19.00%  13.60%  7.72%  2.56%  15.13%
Total male 2015 88.33%  79.75%  83.20%  89.10%  93.75%  96.88%  86.37%
thla; female 16.67%  20.25%  16.80%  10.90%  6.25%  3.13%  13.63%

59.The majority of norexecutive directors are male. Only 10.43% of chairpersons are female. In
the supervisory function of the management body, women held already 27.75% (2018: 24.02%,
2015: 18.90%) of the neexecutive director psitions (including the chairperson and staff
representatives).The representation of women in the staff representatioreiceedingwith
39.03%(2018: 35.82%the representation of women in other positions within the supervisory
functionand is further growing

60.Within the group of younger neaxecutive directors, the representation of women is higher
than in the higher age bracketad reaches a maximufor all non-executive directorsvith a
total of 61.11% in the age category below 30 (onl$ thembers) followedby 37.23% (280
members)in the age category betweerl4nd 50 years.

Figurel5: Numbersand percentags of chairpersons, noREDsand SR for different age and gender
categories 221 data and totalssince 2015

Role/gender <30 3040 41-50 51-60 61-70 >70 Total
Chairpersons 0 10 104 246 289 99 748
Male chair 70.00%  79.81%  87.80%  92.73%  96.97%  89.57%
Female chair 30.00%  20.19%  12.20% 7.27% 3.03% 10.43%

Non-EDs, excl.
chairperson

Male nonEDs 38.46%  66.67%  61.66%  68.81%  77.74%  89.05%  71.43%
Female noREDs  61.54%  33.33%  38.34%  31.19%  22.26%  10.95%  28.57%

13 204 913 1834 1451 338 4753

SRs 5 66 240 401 89 1 802

Male SRs 40.00%  62.12%  59.58%  60.85%  65.17%  100.00%  60.97%
Female SRs 60.00%  37.88%  40.42%  39.15%  34.83%  0.00%  39.03%
Total male 2021 38.89%  65.71%  62.77%  69.41%  79.50%  90.87%  72.25%
ggtzal' female 61.11%  34.29%  37.23%  30.59%  20.50%  9.13%  27.75%
Totalmale 2018 60.00%  67.49%  67.80%  73.15%  83.97%  92.75%  75.98%
E‘;g';%rfg'e 40.00%  32.51%  32.20%  26.85%  16.03%  7.25%  24.02%
Totalmale 2015 60.00%  72.42%  73.55%  78.89%  89.89%  9550%  81.10%
thli:fema'e 40.00%  27.58%  26.45%  21.11%  10.11%  4.50%  18.90%
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Recently appointed directors

61.Institutions provided information on the numbers of directors recruited in recent years. The
figures exclude reappointments of members of the management body.

62.The gender balance is gradually, but too slowly improving. The gender balance of newly
recruiteddirectors has improved over time but is still insufficient, in particular, with regard to
the management body in its management function. Between 2019 and 2021, 24.27% (2015
2016: 18.29%, 2012018 21.18%) of vacant executive director positions, 32.3%%5(2016:
27.65%, 201:2018: 27.99%) of vacant naaxecutive director positions and 56.29% (2(AHB.6:
58.99%, 201:2018: 64.63%) of vacant positions of staff representatives have been filled with
women in the sampled institutions.

Figurel6: Numbers and percentages of recently recruited EDs and-BE@s and recently selected SRs

Gender EDs EDs EDs Non-EDs Non-EDs Non-EDs
20152016 20172018 20192021 20152016 20172018 20192021
Total 809 883 1166 1501 1597 2223
Male 81.71% 78.82% 75.73% 72.35% 72.01% 67.70%
Female 18.29% 21.18% 24.27% 27.65% 27.99% 32.30%
Gender SRs SRs SRs
20152016 20172018 20192021
Total 178 229 286
Male 58.99% 64.63% 56.29%
Female 41.01% 35.37% 43.36%

63.The majority of recently appointed directors are male in most Member States. However, in a
few Member States a strong increase in the percentage of women being recruited can be
observed A fewMember Statesnsteadreported that fewer women were being ragted than
it had been the case in previous yeamiibersshown in redin Figure ¥). However, some
volatilitiesof those numbersare expectedvithin small jurisdictionghat report arelatively low
number of new appointments. The recruitment practices are more gender balanced in the
Northern and somdzastern European countriesompared to other parts of the EU/EEA.

24n Figure 17 this is relevant in particular for the interpretation of the reduced numbers &ECYS, LI, LT,, SKiile in
France the ratio for nomxecutive directors went down, but remained far above average.
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Figurel7: Percentages of recently recruited female executive and reecutive directas (excluding staff
representatives SRyby Member State

Female non Female non
Member eiZcr:TJ?il\?e Female Change executive executive Change
State directors gxecutive (pergentage Qirectors Qirectors (perqentage
(%) directors (%  points) without SRs without SRs points)
(%) (%)
20192021 20172018 20192021 20172018

AT 19.57 12.12 7.45 34.00 17.69 16.31
BE 23.40 14.29 9.11 39.24 34.55 4.69
BG 42.86 23.53 19.33 26.09 15.38 10.71
CY 27.27 23.53 3.74 27.59 36.84 -9.25
Cz 22.81 - - 21.82 - -
DE 16.30 10.77 5.53 27.78 21.78 6.00
DK 18.52 16.67 1.85 30.51 26.67 3.84
EE 30.00 34.78 -4.78 2143 19.05 2.38
EL 7.14 0.00 7.14 20.55 15.79 4.76
ES 23.53 15.00 8.53 42.27 33.85 8.42
Fl 39.39 33.33 6.06 33.70 36.36 -2.66
FR 26.47 26.53 -0.06 39.64 49.52 -9.88
HR 17.24 11.76 5.48 24.14 20.00 4.14
HU 24.07 8.33 15.74 25.49 25.00 0.49
IE 19.05 20.00 -0.95 45.24 28.13 17.11
IS 33.33 50.00 -16.67 36.36 66.67 -30.31
IT 10.00 11.29 -1.29 34.04 28.13 5.91
LI 13.33 20.00 -6.67 15.38 16.67 -1.29
LT 27.27 60.00 -32.73 40.00 27.27 12.73
LU 22.45 14.63 7.82 37.78 20.00 17.78
LV 40.63 33.33 7.30 44.44 32.50 11.94
MT 0.00 0.00 0.00 15.79 0.00 15.79
NL 23.64 32.50 -8.86 37.21 27.78 9.43
NO - 33.33 - - 45.95 -
PL 25.64 15.25 10.39 32.65 25.40 7.25
PT 26.47 15.63 10.84 25.45 24.62 0.83
RO 36.73 17.95 18.78 33.33 24.53 8.80
SE 33.93 35.71 -1.78 44.71 29.41 15.30
Sl 23.53 22.73 0.80 23.26 23.68 -0.42
SK 10.00 25.00 -15.00 9.52 30.00 -20.48

EUEEA 24.27 21.18 3.09 32.30 27.99 4.31

Gender representation and size of institutions
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64 While overall the representation of women has slightly improwadstinstitutions do not have
any female executive directors. The representation of worsgrarticularly lowin investment
firmsand smaltreditinstitutions. 59.24%of small credit institution$2018 68.5®4 and 64.00%
(2018:71.97%) of investment firmdo not have any female members of the management body
in its management function

65.In total, 56%of institutions and early half of the larger credit institutions have female
executive directos. In a veryfew institutions men are less represented than wom@verall,
the number of institutions that have a gender balanced executive functieith a
representation of women between onguarter and two third of the members of the board, is
still low (2021:23.00% 2018:20.4P%6), but overall slightly improving over timdt needs to be
considered thafor some institutions thembalance in thegender representatiofs connected
to the small size of the management badyits management function or that only one executive
director has been considerexs member The latter concerné3institutions.

Figurel8: Percentages of female EDsin credit institutions by size (balancsheet total)and investment
firms, 2021 dataandtotals since2015

Institutions 0 >0to 25 >25t0 >33.4to >50to >66.7 to
334 50 66.7 100
Cls <€EURL bn 59.62 12.82 8.97 11.54 3.21 3.85
CIsEURL bn to
<EURLO bn 58.73 17.86 9.92 9.92 0.79 2.78
Cls EURODN to
<EURB0bN 49.14 27.59 7.76 11.21 3.45 0.86
/ L &URBObnN 42.86 29.46 8.04 16.96 0.89 1.79
Investment firms 64.00 8.80 8.80 13.60 2.40 2.40
Thereof significant 56.95 18.85 9.09 12.30 2.01 0.80
institutions
Total 2021 55.98 18.53 8.94 12.09 1.97 2.50
Total 2018 64.39 14.52 7.32 10.30 1.86 1.61
Total 2015 68.57 9.05 5.71 12.38 2.38 1.90

66.Gender diversity should be achieved in the supervisory functiownigtby the selection of staff
representativesbut alsoby appointingcandidateso positions in a balanced walespite the
larger size of the supervisory boards, stli% of institutionshad no femalenon-executive
director (including staff representates)

67.In a very few institutions men are less represented than women. Overall, the number of
institutions that have a gender balancedpervisoryfunction with a representation of women
between one quarter and two thislof the members of the board, istill showing some
imbalance (2021: 47.68% 2018: 28.36%), but also a material improvement Still, several
institutions should aim to improve the representation of thederrepresentedyender.
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68.In the largest credit institutions the representation ofwomenin the supervisory function is
significantlyhigher than in smallecredit institutions and investment firmsthis mayalso be
correlated to the larger size dhe management body that can very often be found in larger
institutions.

Figurel9: Percentags of female nonEDYwithout SR$in institutions by size (balancsheet total), 2021
dataand totalssince 2015including SRs

>251to >334to >50to >66.7 to

Institutions 0 >0to 25 334 50 66.7 100
Cls <EURL bn 26.47%  31.18%  12.94% 19.41% 588%  4.12%
S:ESUERLig;’: to 17.90%  39.69%  14.79% 20.23% 5.45%  1.95%
S:ESUEF;ggnb” to 11.11%  26.50%  22.22%  26.50% 12.82%  0.85%
/ L &URRObN 6.25%  20.54%  13.39% 48.21% 8.93%  2.68%
Investment firms 51.43% 12.38% 10.48% 13.33% 4.76% 7.62%
Thereof significant 2212%  29.76%  15.01% 24.66%  7.24% 1.21%
Institutions

Total, excluding SRs, 202. 21.68% 29.17% 14.72%  24.18% 7.10% 3.15%
Total, excludingSRs2018  25.84% 37.64% 14536  18.14% 2.48% 1.37%0
Total, including SRs, 2021 16.19% 32.25% 14.64%  23.32% 9.72% 3.89%
Total, including SRs, 201€ 22.65% 37.62% 1658%  19.18% 2.60% 1.36%
Total, including SRs, 201%  33.63% 39.91% 11.666  13.000 1.3%% 0.4%%

69.At national level the representation oimembers of different gendein management bo@s
differs significantly as shown in Figur@0. Increasing the representation of wan in
management positions the responsiblity not onlyof institutions but also oMember States in
termsof developing a&ocial frameworkhat supports equal opportunitie®.g. byremovingthe
glass ceilingind providing equal educatiorand careerpportunities and appropriate support
for families
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Figure20: Representation of genders in management bedseparately for executive directors, nen
executive directors (withoutSR3¥ and SR (%)

Member Male Female Male nonr  Femalenon  Male SRs Female SRs
State executive executive executive executive
directors directors directors directors
AT 89.78% 10.22% 76.77% 23.23% 61.54% 38.46%
BE 82.40% 17.60% 67.13% 32.87%
BG 66.15% 33.85% 76.27% 23.73%
CY 85.00% 15.00% 77.22% 22.78%
Ccz 81.51% 18.49% 79.81% 20.19% 38.10% 61.90%
DE 90.87% 9.13% 78.68% 21.32% 65.63% 34.37%
DK 87.10% 12.90% 75.00% 25.00% 60.00% 40.00%
EE 72.58% 27.42% 79.17% 20.83%
EL 97.06% 2.94% 84.62% 15.38% 100.00% 0.00%
ES 83.61% 16.39% 69.28% 30.72% 60.00% 40.00%
FI 69.33% 30.67% 68.39% 31.61% 40.00% 60.00%
FR 81.20% 18.80% 62.00% 38.00% 56.52% 43.48%
HR 78.33% 21.67% 74.03% 25.97% 0.00% 100.00%
HU 80.98% 19.02% 72.93% 27.07% 50.00% 50.00%
IE 77.27% 22.73% 64.86% 35.14% 66.67% 33.33%
IS 58.33% 41.67% 52.63% 47.37%
IT 90.80% 9.20% 73.46% 26.54% 0.00% 100.00%
LI 86.05% 13.95% 87.72% 12.28%
LT 67.65% 32.35% 69.44% 30.56%
LU 84.14% 15.86% 75.00% 25.00% 64.00% 36.00%
LV 69.70% 30.30% 70.00% 30.00%
MT 100.00% 0.00% 87.50% 12.50%
NL 80.41% 19.59% 66.67% 33.33% 33.33% 66.67%
PL 82.26% 17.74% 71.79% 28.21%
PT 82.69% 17.31% 77.62% 22.38%
RO 72.07% 27.93% 73.57% 26.43%
SE 70.37% 29.63% 66.25% 33.75% 31.82% 68.18%
Sl 75.00% 25.00% 72.41% 27.59% 0.00% 100.00%
SK 91.07% 8.93% 91.67% 8.33% 62.50% 37.50%
EngéElEA 81.%% 18.06% 73.88% 26.12% 60.97% 39.03%
EnglleA 84.89% 15.11% 77.66% 22.34% 64.05% 35.95%
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3.2.2 Gender diversity and profitability otredit institutions

70.The EBA analysed if there is a correlation between the profitability ofedit institution
expressed ageturn on equity RoE)?® andgender diversity oéxecutive directorsOther factors
that may also influence the®E have not been taken into account

71.The analysibas been made only faredit institutionsas investment firms have other own funds
requirements andn generalsmaller board sizes. The sample of investment firms is also much
smallerthan for credit institutions. Thereforeany derived resultsvould be statistically less
sound as for the much bigger sample of credit institutidf. the sample of credit institutions,
some needed to be excluded as not all data has been provié@sicredit institutions were
included inthe sampleanalysed262 of which had executive directors of both gende363 of
which hadonly executivalirectorsof one gender

72.The average RoE of the sample is 6.36%. While more than half (58.02%) of credit institutions
where gender diversity at the management body in its management function is présams a
ROE at or above 6.36%, only 38.29%reflit institutions with executive directors of just one
gender havea RoEat or above 6.36%nstitutions that havea genderdiverse management
function havean average Ro&f 7.88% while credit institutions with executive directors of only
one gender have a loweverageRoE of 5.27%A clear correlation has already been identified
in the last EBA report on diversitgeveral other studiécome to the same conclusion.

73.Credit institutions that have executive directors of both genders have more oftesEaaRor
above average than credit institutions with executive directors of only one gender. Deaspite
clear correlaion between gender diversity and profitability, it cannot be concluded that the
higher level of diversitys the causefor their on average higher profitabilityThis correlation
seems to be relatively stablthe same analysis based on 2018 data showedai results.

74 Figure21 shows the distribution of the #E of credit institutions with executive directors of only
one or both genders. Figurg2 provides an overview of thelistribution of RE for credit
institutions of different sizes.

2 The equity was determined based on ttiefinition of own funds in Regulation (EU) 5ltb/2013.

2 |nter alia:International Monetary FundGender Diversity in Senior Positions and Firm Performance: Evidence from
Europe 7 March 2016, https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gendd&iversityin-Senior
Positionsand-Firm-PerformanceEvidencefrom-Europe43771and World Economic forum:hy diverse companies turn
higher profits and reap reward4d5 March 201 https://www.weforum.org/agenda/2017/03/whydiversecompanies
turn-higherprofits-and-reap-rewards

33


https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gender-Diversity-in-Senior-Positions-and-Firm-Performance-Evidence-from-Europe-43771
https://www.imf.org/en/Publications/WP/Issues/2016/12/31/Gender-Diversity-in-Senior-Positions-and-Firm-Performance-Evidence-from-Europe-43771
https://www.weforum.org/agenda/2017/03/why-diverse-companies-turn-higher-profits-and-reap-rewards
https://www.weforum.org/agenda/2017/03/why-diverse-companies-turn-higher-profits-and-reap-rewards

BENCHMARKING OF DIVERSITY PRAOHOEBVE, 2021 DATA

EUROPEAN
BANKING
AUTHORITY

3
EBA

Figure21: Percentage otredit institutions with a givenRoE (in percentbrackets)and gender balance of

executive directors
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Figure22: Distribution of ROEor credit institutions by gender balance of executive directoend sizeof
credit institution (balancesheet total)

Credit nstitution size and

. RoE>10% RoE ®%to 10% RoE <0%
gender balance of directors
<EURL bn, both genders 25.00% 58.93% 16.07%
represented
<EURL bn, all directors one 14.81% 74.07% 11.11%
gender
EURL bn to <EURLObn, 37.63% 59.14% 3.23%
both genders represented
EURL bn to <EURLObnN, all 16.13% 75.48% 8.39%
directors one gender
EURLObn to <EUR30bn, 48.21% 50.00% 1.79%
both gendersrepresented
EURL0bn to <EUR30bnN, all 22.81% 64.91% 12.28%
directors one gender
XEUR30bn, both genders 36.07% 59.02% 4.92%
represented
%EUR30bn, all directors one 36.73% 59.18% 4.08%

gender
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3.2.3 Diversity regarding the agef directors

75.Smaller cedit institutions witha balancesheet total ofless than EURO billion have aslightly
higher number of executive directors the lowest and the highesage bands comparedith
largerand significantnstitutions (Figure23). Correspondinglylargeand significantnstitutions
have a higher percentage in tieedium tohigh age bracket®verall, investment firms have
on averageayounger population of executive directors than credit institutiohke same holds
true with regardto non-executive directors (Figur24). The population of staff representatives
is, as expected, younger than the population of other +executive directorsas this group
consists only of active employees that have not yet reached the retiremenfFagere 25)For
all of the different categues, hardly any person that is below 30 years of age has been reported.

76.The distributionof directors in different age categoriesvhich differs significantly between
Member Statesgoes not show a material change since the last exertiseiever with respect
to 2015data, it can be observed that the share of rerecutive directors with an age over 60
years hasincreased from 349% t038.22% in 2018 andeached 39.5®6 in 2021 This
development is not surprising as in the EU the demographic developamhincreased life
expectancyled to an increase ahe share of the older populatioand an on average higher
age’.

77 Overall,there is a good representation of directors of different agéhich should facilitate a
diverse composition of boards withembers of different ages.

Figure23: Percentages of executive directorsn certain agecategoiiesby institution size (balancesheet
total) and for investment firms

Institutions <30 3040 4150 51-60 61-70 >70

Cls<EURL bn 0.00% 7.05%  36.40% 38.16% 13.89%  4.50%
Cls EUR bn to <EURL0bn 0.00% 5.30%  37.73% 41.84% 13.19%  1.95%
Cls EURObN to <EUR30bn 0.00% 2.98%  38.36% 48.23% 9.87% 0.56%
ClsxEUR30bn 0.00% 1.93% 27.75% 54.53% 15.22%  0.58%
Investment firms 0.55%  14.40% 39.61% 37.40% 7.48% 0.55%

Thereof significant institutions  0.00% 3.54% 38.74% 47.10%  9.93% 0.69%

2T Eyrostat eport on the impact of demographic chandetps://ec.europa.eu/info/files/reportimpactdemographie
changereaderfriendly-version0 en
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Figure24: Percentages of nomxecutive directors (without staff representatives) in certain agategories
by institution size (balancesheet total)and for investment firms

Institutions <30 3040 41-50 51-60 61-70 >70

Cls €€URL bn 0.69% 494%  21.52% 31.49% 29.81% 11.55%
Cls EUR bn to <EURL0bn 0.31% 4.14%  19.58% 37.93% 30.27% 7.77%
CISsEURLObn to <EUR30bn 0.00% 3.98% 17.63% 41.33% 31.18% 5.88%
ClsxEUR30bn 0.00% 1.18%  11.80% 39.20% 39.93% 7.89%
Investment firms 0.00% 7.04%  2559% 40.38% 21.83% 5.16%
Thereof significant institutions ~ 0.00% 2.51% 16.39% 38.68% 34.78%  7.64%

Figure25: Percentages of staff representatives in certain age categories by institution size (baksimeet

total) and for investment firms

Institutions <30 3040 41-50 51-60 61-70 >70

Cls <€EURL bn 0.00%  20.37% 27.78% 4259% 7.41% 1.85%
Cls EUR bn to <EUR10bn 1.08% 7.89%  35.84% 43.73% 11.47%  0.00%
Cls EURObnN to <EUR30bn 0.00% 9.85%  26.60% 53.69%  9.85% 0.00%
ClsxEUR30bn 0.83% 3.72%  23.55% 58.26% 13.64%  0.00%
Investment firms 0.00% 16.67% 58.33% 25.00%  0.00% 0.00%
Thereof significant institutions ~ 0.63% 596% 22.57% 57.05% 13.79%  0.00%

78.The demographic structusf directorsdiffer significantlybetween Member Statesasshown
in Figure26. A few Member Statedn particular the Baltic statebaveon averagesignificantly
younger directors in institutions antherefore have a much more diverse age structure within
the overall population of directordihe Member Statesvith ayounger population of directors
areoften also having higherevel ofrepresentation of female directors.

79.0n averagenon-executivedirectors are older than executive diretors. However, in a few
Member Stateshere aremore nonexecutive directorshan executive directorsvho are under
the age of 40There are a few Member States with notably higher average ages of directors than
other Member StatesGreece, Italyand Malta show the highest share of executigieectors

with an age of over 60 years
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FHgure 26: Percentags of executivedirectorsand ron-executive directorgwithout staff representatives)
in certain age categaesby Member State

Member State

Age of executive director§years)

Age of nonexecutivedirectors (years)

x40 41-60 >60 x40 41-60 >60

AT 5.11 87.59 7.30 6.06 56.06 37.88
BE 2.40 88.00 9.60 1.85 48.15 50.00
BG 4.62 86.15 9.23 3.39 52.54 44.07
CY 5.00 85.00 10.00 5.06 44.30 50.63
Ccz 6.72 87.39 5.88 481 69.23 25.96
DE 1.14 80.82 18.04 5.29 55.78 38.93
DK 0.00 79.03 20.97 3.29 61.84 34.87
EE 19.35 77.42 3.23 11.11 68.06 20.83
EL 0.00 44.12 55.88 481 35.58 59.62
ES 0.00 70.49 29.51 3.41 51.19 45.39
Fl 11.66 82.21 6.13 3.23 69.03 27.74
FR 5.88 69.93 24.18 2.27 53.74 43.99
HR 6.67 90.00 3.33 5.19 62.34 32.47
HU 3.68 79.14 17.18 3.01 68.42 28.57
IE 0.00 93.18 6.82 0.68 56.08 43.24
IS 16.67 75.00 8.33 5.26 63.16 31.58
IT 3.68 50.92 45.40 3.40 51.17 45.44
LI 6.98 83.72 9.30 1.75 59.65 38.60
LT 26.47 67.65 5.88 19.44 55.56 25.00
LU 4.14 86.21 9.66 2.45 63.24 34.31
LV 25.76 74.24 0.00 1.67 50.00 48.33
MT 10.71 57.14 32.14 5.56 40.28 54.17
NL 7.22 85.57 7.22 1.04 55.21 43.75
PL 4.03 91.94 4.03 4.49 64.10 31.41
PT 5.77 79.81 14.42 2.80 49.65 47.55
RO 1.80 93.69 4.50 2.86 65.71 31.43
SE 8.33 81.48 10.19 3.75 55.00 41.25
Sl 9.09 79.55 11.36 4.60 75.86 19.54
SK 12.50 87.50 0.00 10.42 70.83 18.75
EWR7/EEA2021 5.78 80.16 14.06 4.13 56.30 39.57
EWRS/EEA2018 6.37 81.38 12.25 4.13 57.65 38.22
EW8EEA2015 11.32 77.61 11.07 6.80 61.71 31.49
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3.24 Professionalexperience and educational background

80.Institutions provided information on thdifferent professionabnd educationabackgrounds of
their members of the management bodyrhe EBA provided relevamiategoriesin the
questionnaire and gave institutionthe possibility to select for each member multiple
backgroundswherethe length ofthe experience was at least three years.

81.Concerning the educational and professional lggokind, the data show a quite limited
diversity. Many institutions have members of the management body that display only one
educational or professional background, this is more frequent for the management function of
the management body. While this is setimes related to a small board size, it is considered
beneficial to have members with diverse backgrounds to ensure that degisaing is
informed by different perspectives.

82.As expectedthe categories banking and activities in other financial instingand investment
firms where the most relevanprofessional backgrourslin particular fo executive directors
and staff representativesThe share of nomxecutive directors that declared a background in
banking or investment firm@1%)is relatively low butfor non-executive directorsn academic
background can be sufficient atbcause of their positiomon-executive directors that have
not yet a longstanding experience in financeijll gainover time more professional experience
in this area Many directors have background in consulting or auditibgspite growing
importance of information and communication technologies in the finainservices sector,
there is only little coverage of these areas within the management bodies, 6% of directors have
such a background and are mainly located in large institutiors.e supervisory functigrithere
is a relatively high representatio(i15%) of non-executive directors with a public service
backgroundwhich is linked to the legal form of some institutions

Figure27: Percentags of directors with a given professional experience

Non-EDs, Non-EDs,
EDs excluding SRs including
SRs SK

Banking 81.44% 45.70% 90.29% 51.58%
Other financial institutions (Investment o o o o
firms, UCITS, AIF) 18.24% 15.64% 5.52% 14.30%
Paymentinstitutions 3.62% 2.91% 1.56% 2.73%
Insurance, occupational pension schemes 6.09% 6.59% 2.04% 5.99%
Information and communication 5 45% 6.55% 2 88% 6.07%
technology
Energy Sector 1.13% 2.57% 0.48% 2.29%
Environment (e.g. urban planning,
ecologist, meteorologist, forestry, coastal 0.74% 3.13% 0.60% 2.80%

preservation, sustainability management)
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Non-EDs, Non-EDs,
EDs excluding SRs including
SRs SR
Humgn Resources, Sociolodsychology 2 2506 4.11% 2 64% 3.92%
and similar
Legal services 3.38% 8.77% 2.40% 7.93%
Consulting, Auditing, Taadvice 11.08% 15.80% 3.36% 14.16%
Marketing 2.74% 2.38% 0.60% 2.15%
Public service other than financial 2 57% 11.81% 1.56% 10.46%
supervisor
Public service (financial supervisor) 1.51% 3.00% 0.00% 2.61%
Industrial production 1.72% 6.93% 0.96% 6.15%
Agriculture 1.16% 4.79% 0.12% 4.17%
Medical services 0.32% 2.28% 0.12% 1.99%
Other 7.07% 18.40% 6.83% 16.88%

83.The representation of different professional backgrounds within the management isody
highly relevant factor for its diversityfthe EBAooked at the number of different backgrounds
being present within the management and supervisory function and within the staff
representation. The number of present backgrounds is clearly correlated to the size of the

management body, but algo the ageof directors

84.For the management fuion 303institutions(39.92%have only one professional background
represented at the management functiodt needs to be considered tha&3 institutions
reported only one executive director in the management functioAnother 20.55% of
institutions have reported two different professional backgrounds presgéat.the supervisory
function most institutions haveeveral different professional backgrowswpresented this is
correlatedto the number of members of thdifferent functions.

85.The absence of diversity of the professional background in the management function for a good
part of institutionsseems to bénconsistent with the fact that this aspect is the most present in
diversity policies adopted hipstitutions. Moreover, having different professional experiences
present at themanagement body in its management function could improve its decision gpakin
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Figure28: Percentages of institutions and number of different professinal background in the
management body (MB) in itsmanagement function, supervisory functigmnd staff representatves

Number of different MB management MB supervisory Saff representatives

professional function function

backgrounds
1 39.92% 9.27% 58.25%
2 20.55% 10.57% 22.82%
3 15.42% 16.06% 10.19%
4 8.83% 14.75% 3.40%
5 5.27% 11.75% 2.91%
6 4.74% 11.23% 0.49%
7 1.58% 7.31% 0.97%
8 1.32% 5.09% 0.49%
9 1.32% 4.57% 0.00%

10 and more 1.05% 9.40% 0.49%

86.Institutions providedinformation on the educational background of the members ofithe
management bots Some members have multiple degredBusiness administration and
economcs are the most common educational backgrowdhe distribution of educational
background of norexecutive directors is more divershan the one of executive directors.
Comparedwith 2018, there were no material changes

Figure29: Educational backgrourslbf executive directorsnon-executive directors (without staff
representatives)and staff representatives

Percentage Percentage of Percentage of

Educational background of executive non-executive staff
directors directors representatives

Law (mastefd, bachelo@ or comparable) 9.32% 14.04% 6.30%

Business administration or economics (masSr 63.22% 46.72% 32.36%

bacheloi® or comparable)

M:?\thematlcs, physics, engineering, other natural 8.98% 11.05% 1.94%

science (maste®, bachelo® or comparable)

Information technology 2.72% 2.05% 1.70%

Degree in another subject (mast&, bachelo® or 7 88% 11.40% 6.67%

comparable)

Other experience; professional background in

the financial sector, e.g. professional training in 0 0 0

banking (onlydirectors for whom none of the 5.89% 5.49% 42.91%

above educational backgrounds apply)

Other experience (only directors for whom none 1.99% 9 24% 8.120%

of the above educational backgrounds apply)
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87.In many institutions all executive directors have theame educational backgroundarge
institutions showgreater diversity in this regard than smaller institutions. Having multiple
perspectives can improve decisiomaking in the management body. However, as knowledge is
gained over timeand not only basedn educational backgroundhaving executive directors of
onlyone educational backgroundbesnot necessarily lead to question tlwellective suitability
of the management body.

Figure30: Percentags of institutions with a management body whereamongthe executive directorsa
given number of different educational backgrounds are present

Institutions Number of different educational backgrounds
1 2 3 4 5 6
Cls <EURL bn 38.85% 40.13% 13.38% 6.37% 1.27% 0.00%

Cls EUR bn to <EURLObn 43.03% 33.86% 15.54% 5.58% 1.99% 0.00%
Cls EURObnN to

30.17% 37.07% 17.24% 12.93% 1.72% 0.86%

<EURS0bN

/ L £URBObN 25.00%  24.11%  31.25%  15.18%  4.46%  0.00%
Investment firms 46.77%  32.26%  16.94%  3.23%  081%  0.00%
Thereof significant 25.84%  30.62%  25.84%  12.44%  478%  0.48%
Institutions

88.The educational backgrousdof nornrexecutive directorsare more diverse than tbse of
executive directors. This is partly caused by the higher number oferecutive directors.
However, in some institutions only one educational background is present in the management
body in its supervisory functiorThis is more often the case in siafedit institutions and
investment firms.

Figure31: Percentags of institutions with a management body whereamongthe non-executive
directors (including staff representatives)y given number of different educational backgrouis are
present

Institutions Number of different educational backgrounds
1 2 3 4 5 6 and
more
Cls<EUR 1 bn 10.84%  36.14%  31.93%  15.66% 5.42% 0.00%

CIsEUR1bnto<EUR10br 6.27% 25.10%  27.84% 23.92% 15.69% 1.18%
ClIsEUR10bnto<EUR 30t 5.98% 17.95%  31.62% 28.21% 12.82% 3.42%

/LA % 9'w on 1.79%  9.82%  23.21%  34.82% 21.43%  8.93%
Investment firms 30.97% 37.17%  23.01%  7.08%  1.77%  0.00%
Thereof significant 3.79%  17.06%  28.91%  32.23%  12.32%  5.69%
institutions
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3.25 Geographicaprovenance

89.Institutions that are internationallactive should have a management body thatdiserse in
terms ofthe geographical provenance it$ members For thedatacollection the EBA specified
the following areas: EU/EEA; Europe (W EEA); Afrac North Americg South AmericaAsia
and Australia.

90.Figures 32 and 33 show the extent to which the professional and cultural backgrausitthe
executive directorand nonexecutive directorsnatch the areasn whichinstitutions conduct
business activitiedMain business areas should be coveredhlayingdirectorswho have an
appropriate understandingf the relevant specifiities of thoseareas.

91.The majority of institutions had directors with a geographjmadvenance that matoés their
business activitiedt appears that smaller institutions that on average have a lower number of
executive directors could not always have directors with a geographical provenance that is
consistent with their scope of their activities. Howevigrcan be assumed that thelevel of
international activiy is limitedand consequentlyor them geographical provenance is a less
relevant factor

92.Institutions that have materiainternational business activitieshould havedirectorswho are
familiar with the culture, languags, market specifiities and legal framewoskof the regions
they are active inAmonglarge andsignificantcredit institutionsand in investment firmthere
is a relativelyhigh percentage of institutions whichthe geographicabusiness activities and
the geographical provenana# the directors do notfully match, with slightly better coverage
in the supervisory functiothan inthe management function of the management bodlyhere
there is a sufficientsize of the management body andhere institutions have material
international business activitie® composition of the management body that reflects the
international spread of the institutions business activitiegxpected

Figure32: Percentages ofristitutions coveringbusiness area terms of the geographical provenance of
executive directors; Cultural background

- Allareas  Allbutlarea  All but 2 All but 3 4 or more

Institutions areas not
covered covered areas covered areascovered
covered

Cls <€URL bn 78.29% 20.00% 1.14% 0.00% 0.57%
Cls EUR bn to
<EURLObN 86.38% 10.51% 0.78% 1.56% 0.78%
Cls EURObnN to
<EURB0bN 84.75% 10.17% 1.69% 0.00% 3.39%
/ L EURBObn 60.71% 22.32% 9.82% 4.46% 2.68%
Investment firms 76.74% 13.18% 5.43% 2.33% 2.33%
Thereof significant 2, ¢ /0, 17.45% 5.19% 2.36% 2.36%
institutions
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Figure33: Percentages ofristitutions coveringbusiness areafm terms of the geographical provenance of
non-executive directorqincluding staff representatives)

- Allareas  Allbutlarea  All but 2 All but 3 4 or more
Institutions areas not
covered covered areas covered areas covered
covered
Cls <€EURL bn 84.57% 14.86% 0.57% 0.00% 0.00%
Cls EUR bn to
<EURLO bn 87.55% 10.12% 0.78% 1.17% 0.39%
Cls EURObnN to 0 0 0 0 0
<EUR30bN 87.29% 5.93% 3.39% 1.69% 1.69%
/ L &URBObN 69.64% 14.29% 8.04% 6.25% 1.79%
Investment firms 70.54% 20.16% 4.65% 2.33% 2.33%
Thereof significant g ; g9, 9.43% 4.72% 4.25% 1.42%
institutions

3.3 Gendermpay-gapat the management body

93.Under Article 74(1) of Directive 2013/36/EU and Article 26(1)(d) of Directive (EU) 2019/2034
credit institutions and investment firmsnust establish gendemeutral remuneration policies.
As part of the diversity benchmarking exercise, information on geeder pay gaf in
institutions has been collected o avoid anyias to the gender pagap causedby different pay
levels in Member Stateshe different complexity of institutios or their performance each
institution had to calculat¢he pay gap as percentaga the basis of thenean and the median
total annualgrossremuneration of men and womedivided by the remuneration of men.

94 When analysng the existence of gpay gap, it needs to be considered that members of the
management body have different functions (CE@hairperson member of a committee, etg.
and may receive diffemt pay levels fo this reason.For this reasondata was collected
separately for members of thenanagement body in itamanagement function andts
supervisory function. Data was also collectedthe group of allexecutive and nowxecutive
directors, including andlso excluding the CEO and chair to further analyse if the pay gap is
driven by those functions.

95.To provide an overviewfohe existence of pay gapsercentiles for the pay gawere calculated
based on the institutior@that have reportedmale and femaledirectors While data was
collected from 791 institutions,oene did not provide the requested datan the gender pay gap
or did not report data, because they do not have the respective functidhere there were
only members of one genderthe institution has not beenconsideredwhen calculating
percentiles.Thepay gagor members of the staff representation have natdm included in the
report as h many cases they do not receivesgecific remuneration for their role as members
of the management body in its supervisory functiandin other cases they receive an equal fee

2 The gender pay gap is defined as the difference between the average gross hourly earnings of men and women
expressed as a percentage of the average gross hourly earnings oNmewjustments to take into account the length
of professional experience, educational background or other factors are made.
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for the participation in meeting®n top of their regular remuneratiarFigure 34 details the
number of institutions where there was only one gender present in a divection.

Figure34 Number of institutions that could not be taken into account in the calculationggnder pay gap
figures

Number of institutions Number of institutions Number of institutions

that did not report any reporting only male reporting only female
person in the category directors directors
Executive Directors 30 426 16
including CEO
EDs excluding CEO 94 409 36
Non-EDBsincluding chair 20 158 8
Non EB excluding chair 29 165 16

96.While thereare somenstitutionsfor which the remuneration of the female directors is higher
than the remuneration of the male directo(sdicated by a negative value of the pgap) the
majority of firms reported figures thashow that male directors receive higher total
remuneration than female directorfther factors that may influence the pay of executive
directors, e.g.their specific responsibilitieghe length of profession& experience ortheir
professional backgroundhave not beerconsidered

97.As it can be expected, the gender pay gap is lower when the CEO or Chairperson is excluded
from the calculation as those positions usually higherremunerated than other positions
within the management bodyOn averagefemale executive directors, not considering the pay
of the CEOreceive9.43% lessremuneration than their male colleaggefor nonexecutive
directors the average pay gap is &90% when baed onthe calculation on the median
remuneration of male and female directofsespectively11.83% and 7.93%bthe calculation is
based on the meanAt higher percentileamaterial differences in pay exish 2021, the pay gap
has been for executive direats, including the CEQ5.%% (2018: 16 1%)and non-executive
directors, including the Chai22.96% (2018: 18.69%). No clear trend is visibtmrdingthe
development of the paygap.

Figure35: Percentiles(p) for genderrelated pay gaps observed for executive directors and rexecutive
directors (%) calculated based on the meamemuneration of men and women

Role Mean pl0 p25 p50 p75 p80
all ED incICEO 15.96%  -25.89%  3.49% 19.12%  36.66%  42.00%
all ED excl. CEO 11.83%  -17.70%  -0.88% 959%  30.77%  35.71%
non-ED incl. Chair ) g5 15860  4.72% 23.43%  43.00%  48.75%
excl. SR

non-ED exalding 7.93% -30.65%  -4.00% 8.20%  24.99%  29.00%

Chairand Sk
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Figure36: Percentiles|§) for genderrelated pay gaps observed for executive directors and rexecutive

directors (%) calculated based on the naéan remuneration of men and women

Role Mean pl0 p25 p50 p75 p80
all ED inclCEO 11.28%  -33.61%  -3.64%  1452%  34.89%  37.69%
all EDexcl. CEO 0.43% 2201%  -3.64% 8.16%  27.06%  32.60%
non-ED inclChair 13.29%  -25.320  -1.86%  13.89%  33.05%  37.19%
excuding SR

non-ED exalding 5.90% 36.25%  -7.51% 7.86%  23.22%  27.50%

Chair andSk

3.4 Main findings and@nclusiors

98.To facilitateindependent opinions and critical challenge, management bodies of institutions

should be sufficiently diverse as regards age, gender, geographical provenance and educational
and professional background to include a variety of views and a wider rangeeriengesAll
institutions are required under Directive 2013/36/EU to adopt a diversity policy for its members

of the management body.HIs regulatory requirement has been further specified in the Joint
EBA and ESMA Guidelines on the assessment of ttab#ityt of members of the management

body.

99.Despite the legalequirement a significant proportion of 27.05% of institutions (2018: 41.61%)
have still not adopted a diversity polidRisregarding those provisions is not only an issue of
NBIljdZANBSYSydas o6 dzi

noncompliance wiKk NXB 3 dzf I (G 2 NB

reputation. Where institutions have not yet adopted and implemented diversity policies,

Ft az2

competent authorities should take appropriate supervisory measures to ensure that all
institutions @mply with this legal requirement.

100. The present repottin line with many other studies identifies the existence ofgender
inequalities, in particularegardng the female representation in managerial positiois fact,

56% of institutions have no female executive direaod while the representation of women

in the management function of the management bddseps improvinglowly (202118.05%

2018: 15.13%, A®, 13.63% it isstill at a low levelln the supervisory function overall a better
representation of women of already 27.75% (2018: 24.02%, 2015: 18.90%) exists, al$where
gender balance can be further improved.

101. Overallthe gender balance of newly recruited directorssiraproved over timebut is still

insufficient, in particular, with regard to the management body in its management function

Only24.27% (20152016 18.29%20172018 21.18%f vacant executivelirectora pbsitions

and 323%4(20152016 27.65%2017-2018:27.99%pf vacant norexecutive director positions

have been filled with female directgravhile 5629%(20152016:58.99%, 201-2018 64.63%)
of vacant positions of staff representatives have bededilvith women.
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102. However, theobserved representation of the underrepresented gendestib below the
target percentage of 40% for neaxecutive directors or 33% of all board memhevkich have
been set within theéDirective (EU) 2022/2381 amproving the gender balance among directors
of listed companies and related measufes boards of listed companies and is to be complied
with by those companies by mid of 202ko further improve the observed ratiosnstitutions
need toimplement more abitious policiesnearly 40% of institutionsave set very low targets
within their policieghat do not even aim at a 25%presentation of woran.

103. Further work by institutions and competent authorities is needed to overcome such
shortcomings, starting ith the adoption of diversity padies and the inclusion of appropriate
gender balance targets as well as taking measures to ensure compliance with them in the short
to medium term.

104. Another aspect of ingualities is the existence ofgenderpay gap, whik is also driven by
the fact thatpositions of the CEO are to a very wide extent filled by riiére. CEO position is
usually higher remuneration than other positions within the boddt evenwhen neutralising
the CEOBiag® and computingthe genderpay gapon the median of the remuneration of men
and women in the management bodthe EBA found tht women that hold positions as
executive director earn on average 9.43% less than their male colleagues.

105. Competent authorities shoulctheck e.g. in the context of the supervisory review and
evaluation process or of the assessment of fithess and propoftgembers of management
bodies if institutions have implemented diversity policies thate in line with regulatory
requirementsand if they appropriatelyconsiderdiversity, including gender balance, when
recruiting members of the management badynother aspect for the supervisory review is to
investigate if remuneration policies are gender neutras, required under Article 74(1) of
Directive 2013/36/EU and Article 26(1)(d) of Directive (EU) 2019/2084iding at the level of
the management body

106. Institutions that do not have diverse representation of members of their management
body in terms of gender but also of age, educational, professional and geographical
background should take effective measurego establish a diverse compositioof the
management body.

107. In the longer runa more diverse pool ofuitable candidates for positions within the
management body should be established, dgconsidering the appropriate gender balance
within institutions and investment firmsesior management Institutions should also monitor
the gender pay gap and ensure that there are gender neutral remuneration policies, including
at the level of the management body.

29 nstitutions had been asked to calculate the gender pay gap two times, including and excluding thesGR®.
remuneration of the CEO is typically higher than for other boardipaosi, the inclusion of the mainly male CEOs leads to
a higher pay gap, the further increase is however driven rather by the position than the gender.
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