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Bedford has been deeply involved in the mining industry 
for 40 years as a leader in executive search for Boards 
and companies globally, and for the past eleven years as 
a source of compensation information and advice. From 
both perspectives, Bedford understands the importance 
of competitive compensation and executive acquisition 
and retention practices as they specifically relate to the 
mining industry.

Bedford is a leading recruiter for Canadian and interna-
tional mining companies. We assist clients across Canada 
and internationally from our offices in Toronto and Van-
couver, supported by our worldwide partners at TRAN-
SEARCH International, with 65 offices in 35 countries.

How We Can Help You
The Bedford executive compensation team covers 
many aspects of executive and board remuneration. We 
are able to provide advice on executive compensation, 
remuneration reports, executive pay benchmarking, 
reward strategy and pay mix, annual cash incentives, 
performance metrics and target setting, market trends in 
compensation, and comparator analysis.

Contacts
If you would like further information on any of the areas covered in this report, assistance in interpreting and using  
this data, or to discuss executive and board compensation, please contact us.
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Welcome to the 2020 Bedford Report on Board and 
Executive Compensation in the Mining  
Industry. This report is Bedford’s 11th annual industry-wide 
survey of compensation awards and practices and 
provides insights and analysis about the global mining 
industry, with the main focus being on Canadian mining 
companies.

Following years of low commodity prices, 2020 wit-
nessed increases in commodity prices, especially 
precious metals.  As a result, improved equity valuations 
have kept pace and impacted overall executive com-
pensation.

For Boards, executives and shareholders, this report 
provides valuable insights into compensation and 
governance from comprehensive data from 295 mining 
companies listed on the TSX and NYSE in 2019, covering 
over 1,000 mining industry Named Executive Officers 
and 1,500 board members. We witnessed frenzied M&A 
activities, resulting in the disappearance of previous 
study participants. 

The report is an in-depth analysis of compensation for 
directors, board chairs, committee chairs, and committee 
members, as well as compensation for NEOs. In addi-
tion, Bedford has commented on diversity in the mining 
industry, and evolving trends in corporate governance.

We have not attempted to determine linkages between 
executive compensation and growth in shareholder val-
ue but we would be pleased to do so by request. 

Bedford’s database includes major, mid-tier and junior 
miners, active in Africa, Asia, Australia, Canada, Latin 
America and the United States, who are involved in the 
extraction the extraction, processing or ownership of 
gold, silver, copper, coal, molybdenum, vanadium, cobalt 
and other mineral resources.

The median total compensation for CEOs ranged from $396,703 for companies with asset values under $100M to 
$6,955,342 at companies with more than $20B in assets.

The top earning mining executive was Mark Cutifani of Anglo American PLC, who earned $24,856,621 in 2019.

The total median compensation for CFOs ranged from $170,259 for companies with asset values under $100M to 
$3,229,065 at companies with asset values over $20B.

The top earning female mining executive in 2019 was Nancy Buese CFO of Newmont Corp., who earned $6,399,268. 
Ms. Buese was also the fifth highest paid CFO in 2020.

At the median, the total compensation of COOs varied from $325,829 for companies with asset values under $100M 
to $4,543,652 at companies with asset values over $20B. Fifty-seven per cent of COOs received an annual bonus in 
2019.

Bedford’s 2020 Compensation Report shows that although there is awareness of the need for female representation 
on senior management teams, companies have not yet implemented any requirements. Women are still under-rep-
resented in the mining industry. 16.3% of board members researched were female while only 8.24% of executives are 
female.

With increased valuations and the resulting increases in exploration and development activities, we have  
witnessed an increase in hiring.  There is no doubt, that there is a decrease in new Geology and Engineering gradu-
ates to the mining sector.

Introduction

Bedford’s Headline Findings
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EXECUTIVE PAY
For both shareholders and the public, Boards and Com-
pensation Committees need to:

• Clearly address the correlation between executive per-
formance metrics and variable financial rewards

• Present fully defined executive remuneration policies, 
which can be clearly understood by non- 
financial stakeholders

• Simplify for shareholders the complex accounting rules 
around share-based payments

• Provide clear communications plans for engagement 
with shareholders and the public should the need 
arise. These communications will not only have to ex-
plain but justify executive pay in terms of performance 
and shareholder alignment.

The mandate of the Compensation Committee has 
moved beyond the design or simple approval of exec-
utive compensation packages to include justifying the 
relationship of executive pay to value creation and the 
performance of the company in relation to social, eco-
nomic and environmental concerns.

SAY ON PAY
The “Say on Pay” vote allows shareholders to play an 
active role in the determination of Board and Executive 
compensation policy and shareholders are increasingly 
wanting to know that their voices are heard.

Similar to prior years, larger miners lead the way in this 
governance trend. Nearly half of those companies hav-
ing a Say on Pay vote had corporate assets over $1B.

Shareholders’ opinions help set out compensation 
philosophies and structures that are often tied to per-
sonal and corporate performance outcomes, and act 
as an important check and balance on the payouts, 
which greatly increases shareholder engagement.

Shareholders have many concerns around compensa-
tion:

• Unjustified increases in remuneration

• Overly complex compensation packages

• Increases in base salary in excess of inflation

• Base salary increases where previous performance 
has been weak

• Lack of a clear link between performance and bonus 
pay-outs, particularly when profit targets are not met

• Lack of stretch targets 

• The absence of claw-back provisions

• Termination and change-of-control arrangements

Bedford expects “Say on Pay” votes to become increas-
ingly common at public companies’ annual general 
meetings.

As cases of shareholders voting on executive compen-
sation plans continue to proliferate, the message to 
Boards and management teams is clear: compensation 
plans must be clearly defined, fair, and aligned with 
shareholder interest.

OBJECTIVES AND PARAMETERS
The Bedford 2020 Report on Board and Executive Com-
pensation in the Mining Industry provides insights and 
analysis on the mining industry with the primary focus 
on Canadian mining companies. This report highlights 
public companies.

DOLLAR REPORTING
All currency figures in this report are in Canadian dollars 
unless otherwise indicated. Most foreign currency has 
been converted to CAD using the exchange rate on De-
cember 31st, 2019. Few have been converted using the 
exchange rate used initially by the company for consis-
tency purposes. 
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DATA COLLECTION
Data used in this report was collected between May 
2020 and September 2020. Corporate asset values 
were drawn directly from the companies’ annual finan-
cial statements (balance sheet), using market capital-
ization data referenced by Yahoo Finance. Compensa-
tion data and other personal information are from the 
companies’ proxy circulars, via SEDAR, as well as the 
corporate website. The stage of evolution and involve-
ment information was drawn from the companies’ 
corporate website. 

Management Discussion and Analysis documents, re-
flecting financial information and information relating to 
mining projects are from the company website and its 
Technical reports. Not all companies provided sufficient 
data for all aspects investigated.

DATA TREATMENT, CATEGORIZING, 
AND OUTLIERS
Information varies due to the difference in reporting 
jurisdictions and the listed stock exchange. Compensa-
tion data may not be published for some senior man-
agement officers, and the roles considered as NEOs 
differ between companies. Statistical data does not 
always correlate between asset groups. Some compa-
nies included are different for each asset tiers. There are 
more samples for companies with smaller asset value, 
which would broadly impact the results in this report. 
Companies with an asset value of less than 100 million 
dollars were categorized together.
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Generally, 2019 was a strong fiscal year for most mining companies globally. Based on PwC’s mining report, the world’ 
s largest 40 mining companies observed an increase in market capitalization by 4%, and an increase in revenues 
by $25 billion1. This growth in the mining industry has allowed firms to increase dividend payments and increase their 
capital expenditures in order to expand through purchasing new equipment, companies, and mines. 

In Canada, the mining industry observed a strong linear growth model as commodity prices of Nickel, Cobalt, Lithium, 
Graphite, and Copper observed steady increases in demand. Although 2020 will be challenging for mining companies 
due to the complications around COVID-19, analysts forecast revenues to decrease only by 6.5%. At the same time, 
analysts at Deloitte expect the mining industry to recover by 2022 due to the increase in demand for commodities 
such as Nickel, Cobalt, Lithium, and Graphite which are expected to observe a linear price increase of 1,237%, 256%, 
575%, and 530%, by 2028, respectively2.

In Gold mining, global economic volatility caused by COVID-19 has also caused an increase in demand.  
At the same time, operators in certain geographies like Mexico and the US were required to shut in production to pro-
tect the health and safety of its workforce which had a negative impact on supply. In addition to driving record prices, 
Bedford has observed an increase in the level of executive movement within the industry and upward pressure on 
total compensation. 

Going forward, as per the graph below3, North America, South America, and South Asia have observed changes in 
practices, whereas North Asia persists with operations. As new research regarding the virus comes to surface, those 
regions with operations impacted are expected to recover. The 2021 Bedford Report will cover COVID-19 in greater 
detail.

Mining Industry Overview

1. https://www.pwc.com/ca/en/industries/mining/mine-2020.html#at-a-glance

2. https://www2.deloitte.com/cn/en/pages/about-deloitte/articles/pr-deloitte-tracking-the-trends-2019-future-of-mining.html

3. https://www.pwc.com/ca/en/industries/mining/mine-2020.html#at-a-glance
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Annual Bonus A cash bonus paid over a 12-month period

Asset Value The total monetary value of the resources under the control of a company

Base Salary Monthly guaranteed salary times 12; does not include benefits or bonuses

CAD Canadian Dollars

CEO Chief Executive Officer

CFO Chief Financial Officer

Double Trigger

A clause in a change-of-control agreement that gives an executive the right to resign 
with severance when a combination of two factors occurs at the same time (usually, 
a change of control and a termination without cause or resignation based on adverse 
changes to the executive’s terms of employment)

DSU

Deferred Share Unit – an equity-based compensation element paid through the de-
posit of shares into a held account, which are paid out when the incumbent leaves 
the company; the values of DSUs are linked to market fluctuations and are designed to 
align the interests of Directors and executives with those of shareholders

Inter Quartile
A measure of statistical dispersion, being equal to the difference between 75th and 
25th percentiles; also called the mid-spread

Large Companies Listed Companies with asset values ranging over $1B CAD

LTI Long-term incentive; usually financial

LTIP

Long-term incentive plan – a plan comprised of compensation awards associated 
with the performance of the company for periods greater than one year; often equi-
ty-based and take forms such as stock options/grants, stock purchases, stock bo-
nuses, restricted stock grants, restricted stock units, deferred share units, and perfor-
mance share units

Market Capitalization
The total dollar value of a company’s outstanding shares multiplied by the current 
market price of a single share

Median
The mid-point in a series; half of the observations are lower than this number and half 
are higher

Mid-tier Companies Listed companies with Asset Values ranging between $500M CAD and $1B CAD

NEO

Named Executive Officer- A director, an officer, or another employee of a subsidiary of 
a company is a named executive officer of the company if that individual performs a 
policy-making function in respect of the company; usually the CEO, CFO and the three 
most highly-paid executive officers other than CEO and CFO

RSU

Restricted Stock Unit – an element of compensation in the form of company stock 
received by an employee according to vesting plan and distribution schedule; often 
based on performance indicators over a particular length of time; upon vesting, RSUs 
are assigned a fair market value and can be sold by the employee

Terminology and Acronyms
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Single Trigger
A clause in a change-of-control agreement that gives an executive the right 
to resign with severance for any reason, or no reason when there is a change 
of control

STIP Short-term Incentive Plan – A plan providing financial rewards, usually cash, 
based on performance criteria over a time frame of up to 12 months

Sunset Period A set period of time following a change of control during which an executive 
or company can exercise rights under a change of control provision

Target Bonus A cash award on the accomplishment of performance targets; usually paid 
out as a percentage of the annual base salary

Total Compensation Base Salary plus annual bonus plus long-term compensation plus pension 
and all other compensation

25th Percentile A quarter of the observations are lower than this number, and the three quar-
ters are higher

50th Percentile The mid-point in a series. Half of the observations are lower than this number 
and half are higher; also known as the Median

75th Percentile A quarter of the observations are higher than this number and three quarters 
are lower; identified in red when there are less than eight observations

Terminology and Acronyms continued
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TOP EARNING MINING EXECUTIVES
Total compensation 2019

CEO

Mark Cutifani
Anglo American Plc

$24,856,621

D. Mark Bristow
Barrick Gold Corp.

$23,046,578

Gary Goldberg
Newmont Corp.

$21,960,389

Lourenco Goncalves
Cleveland-Cliffs Inc.

$19,116,057

Roy C. Harvey
Alcoa Corp.

$17,510,527

COO

Robert Atkinson
Newmont Corp.

$6,523,113

Mark F. Hill
Barrick Gold Corp.

$6,342,891

Harry M.”Red” Conger, IV
Freeport McMoRan  
Copper and Gold Inc.

$4,530,170

Jeremy Langford
Endeavour Mining Corp.

$4,134,800

Mike Fraser
South32 Ltd.

$3,902,521

Chairperson of the Board

Jignhe Chen, Ivanhoe Mines Ltd. $1,339,349

Ramon Jara, Antofagasta PLC. $1,332,208

Manfu Ma, Ivanhoe Mines Ltd. $1,328,817

Richard P. Graff, Alacer Gold Corp. $1,187,576

Rodney P. Antal, Alacer Gold Corp. $1,187,576

CFO

Stephen Pearce
Anglo American Plc

$12,551,162

Pedro Farah
Nutrien Ltd.

$10,945,431

Graham P. Shuttleworth
Barrick Gold Corp.

$8,313,643

William F. Oplinger
Alcoa Corp.

$6,945,154

Nancy Buese
Newmont Corp.

$6,399,268

VP Corporate Development

Geoffrey P. Gold
Kinross Gold Corp.

$4,550,234

Jean Robitaille
Agnico Eagle Mines Ltd.

$2,944,708

Charles Carter
AngloGold Ashanti

$2,721,516

A.J. Golding
Teck Resource Ltd.

$2,636,250

Gerardo Fernandez
Yamana Gold Inc.

$2,154,141
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The 2020 Bedford Report includes data on over 1500 Board Members who are non-executive officers (NEO) of the 
Company.

For this report, Board member compensation includes fees earned and equity compensation. A few directors also 
receive bonus payments and pension payments, but as these are not typical and make up only a small portion of the 
total compensation; as such these two elements were left out. These separate payments are highlighted in respec-
tive top compensation graphs.

Total Compensation – Board members’ total compensation varied widely at all percentiles and all corporate asset 
tiers. Median total compensation ranged from $59,833 for directors at companies with asset values below $100 mil-
lion, up to $279,063, for directors at companies with asset values over $20 billion. 

Annual Director Retainers – Nearly 40% of the directors analyzed in the dataset obtained a yearly Directors retainer; 
generally, those companies with larger asset values paid higher retainers. The most notable differences are the higher 
retainers paid by companies with assets over $5 billion. Moreover, some companies also pay a combination of an 
annual retainer, board meeting fees, committee fees, and chairperson fees.

Meeting Attendance Fees – In 2019, nearly 60% of the directors from all companies researched have received a meet-
ing attendance fee, ranging from $300 up to $6,635. Most companies determine their meeting fee payments relative 
to their peers. The highest amount of meeting fees occurred mostly in companies headquartered outside Canada (Rio 
Tinto PLC, United Kingdom).

Compensation – Companies with larger corporate assets observed a greater, or equal, salary in comparison to equity 
compensation. On the other hand, companies below the $500 million asset mark preferred a larger settlement in 
equities.

Equity-Related Compensation – Directors were awarded equity grants by 63.38% of the companies surveyed, a 
decrease from the previous year’s 70%. Generally, equity accounts for a larger component of total compensation in 
larger tier corporations.

Board Member Activity – Generally, it was found that most board members took part in at least two or more commit-
tees in their respective firms. Across all tiers, the average number of committees a board member sits on is 3.

Female Board Members: There is a near 3 basis points increase (to 16%) in female board members across all compa-
nies in this report. This increase represents the commitment to greater diversification across boards.

1.0 BOARD OF DIRECTORS COMPENSATION

1.1 BOARD MEMBER COMPENSATION
Bedford’s Headline Findings
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• The graph below highlights the 25th percentile, median, and 75th percentile for the respective asset  
value group firms.

• The average and median compensation have a trend of increasing as asset value increases.

• The highest amount of compensation appeared in companies with assets above $20 billion  
– as highlighted below.

• In all asset tiers, there were directors receiving zero dollars in compensation. Although these directors skew the averages, 
due to the large sample size, this does not have a significant impact on the overall result.

Total Compensation Graph

Board Member Total Compensation

Assets ($ millions) 25% 50% 75% # of companies

Under 100 $28,734 $59,833 $92,793 101

100 to 200 $54,000 $100,489 $164,377 35

200 to 500 $73,000 $146,570 $202,391 35

500 to 1000 $111,808 $152,409 $208,837 23

1000 to 5000 $138,866 $201,059 $249,028 31

5000 to 20,000 $156,114 $244,429 $319,248 23

20,000+ $176,892 $279,063 $362,244 14
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Company Name
Fees 

Earned

Share-
Based 

Awards

Option-
Based 

Awards

Pension 
Value

Non-Equity 
Incentive Plan  
Compensation

All Other
Compensation 

$ Bonuses

Total
Compen- 

sation

Ivanhoe 
Mines Ltd.

Jinghe 
Chen

$48,425 $13,597 $1,276,689 $0 $0 $638 $1,339,349

Antofagasta 
plc

Ramon 
Jara

$1,314,958 $0 $0 $0 $17,250 $0 $1,332,208

Ivanhoe 
Mines Ltd.

Manfu Ma $37,817 $10,034 $1,276,689 $0 $0 $4,278 $1,328,817

Alacer Gold 
Corp.

Richard P. 
Graff

$656,816 $530,760 $0 $0 $0 $0 $1,187,576

Alacer Gold 
Corp.

Rodney P. 
Antal

$656,816 $530,760 $0 $0 $0 $0 $1,187,576

A typical composition of a board member’s compensation usually consists of two elements: the base salary and eq-
uity compensation. Some companies also pay non-equity incentive payments as well as pension towards directors, 
but among the 1553 directors researched, 14.16% received additional compensation through bonuses. In the graph 
below, equity is based on shares and options awarded.

Elements of Board Member Compensation

Assets ($millions) Fee Earned Equity Total Compensation

25th PERCENTILE

Under 100 $14,194 $16,950 $28,734

100 to 200 $24,250 $41,250 $54,000

200 to 500 $38,554 $23,320 $65,002

500 to 1000 $50,000 $35,486 $111,808

1000 to 5000 $64,430 $38,014 $152,741

5000 to 20,000 $85,714 $0 $156,114

20,000+ $77,549 $0 $176,892

50th PERCENTILE

Under 100 $25,500 $37,629 $59,833

100 to 200 $40,933 $75,000 $100,489

200 to 500 $59,711 $89,523 $143,062

500 to 1000 $67,341 $70,843 $152,409

1000 to 5000 $101,250 $100,238 $204,045

5000 to 20,000 $150,417 $30,005 $244,429

20,000+ $146,110 $79,614 $279,063

Board Member Total Compensation
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75th PERCENTILE

Under 100 $44,825 $60,000 $92,793

100 to 200 $59,876 $167,518 $164,377

200 to 500 $79,100 $146,096 $204,348

500 to 1000 $106,953 $120,439 $208,837

1000 to 5000 $140,230 $132,687 $249,028

5000 to 20,000 $195,718 $159,237 $319,248

20,000+ $213,507 $181,122 $362,244

BOARD MEMBER ANNUAL RETAINERS
Assets ($millions) 25% 50% 75%

Under 100 $16,961 $28,000 $51,538

100 to 200 $25,000 $30,000 $36,000

200 to 500 $36,000 $46,512 $60,000

500 to 1000 $46,000 $60,000 $66,345

1000 to 5000 $65,000 $75,000 $119,421

5000 to 20,000 $96,928 $141,348 $178,039

20,000+ $149,350 $201,842 $353,287
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150,000

200,000

250,000

300,000

350,000

400,000
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Board Member Annual Retainers

Elements of Board Member Compensation continued
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The table below shows the 25th, 50th, and 75th percentile of the meeting fees paid to directors by asset tiers. In this 
analysis, most companies observed a meeting fee between 1000 and 2000 dollars, especially for companies with 
assets between 100 million to 5 billion dollars. There were many companies in all asset tiers that did not have a meet-
ing attendance fees. 

BOARD MEMBER MEETING ATTENDANCE FEES

Assets ($millions) 25% MEDIAN 75%

Under 100 $800 $1,000 $1,167

100 to 200 $500 $1,047 $1,356

200 to 500 $1,725 $1,500 $1,763

500 to 1000 $1,000 $1,500 $1,500

1000 to 5000 $1,000 $1,500 $1,500

5000 to 20,000 $1,750 $2,000 $2,713

20,000+ $1,356 $1,356 $6,782

• The percentage of share-based compensation pay out increases as company assets increase.  
Small sized companies tend to gain equity compensation from options invested.

• Companies with assets above 5 billion dollars tend to offer share-only compensation, but as per the  
analysis above, equities generally account for a large portion of total compensation for larger companies.

• In 2019, approximately 50% of all directors researched received equity compensation.

0% 30% 60% 90% 120%

Under 100

100 to 200

200 to 500

500 to 1000

1000 to 5000

5000 to 20,000

20,000+

Shares Granted Options Granted Shares and Options

Board Member Equity Compensation Structure
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At the median, Board Chairs earned between $48,221 at companies with assets under 100 million, to $331,725 at com-
panies with assets over $20 billion. 

The list only included non-executive chairpersons and independent lead directors.

The Chairs of Boards and Lead Directors are compensated at higher levels than regular Board Members due to the 
experience required to fulfil the role, the increased responsibilities, and the assumption of risk associated with the 
position.

Many of the Board Chairs are experienced board members in the same company, and/or other companies. There is 
also a further analysis on board member activities.

Many Board Chairs take on additional responsibilities in a company by sitting as chair of various committees. Similarly, 
many board chairs serve as committee members in multiple committee groups.

The compensation structure of Board Chairs and Lead Directors is primarily composed of a fee earned and equity in 
the company. In general, companies with a greater amount of assets observe a larger compensation in fees than in 
equity.

The average and median compensation have a trend of increasing as asset value increases, but the growth is not 
significant.

As per the analysis above, the 20 billion plus asset tier observes the largest retainer.

1.2 BOARD CHAIR AND LEAD DIRECTOR COMPENSATION
Bedford’s Headline Findings
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Chairperson RETAINER ANALYSIS

Assets ($millions) 25% 50% 75%

Under 100 $25,750 $48,221 $68,448

100 to 200 $40,000 $45,000 $75,000

200 to 500 $61,773 $90,000 $116,250

500 to 1000 $43,927 $85,229 $144,625

1000 to 5000 $125,000 $155,000 $230,000

5000 to 20,000 $195,526 $250,000 $303,539

20,000+ $183,173 $331,725 $490,953

The median Board Chair Annual Retainer increased 
for all asset levels in 2019.
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BOARD CHAIR AND LEAD DIRECTOR COMPENSATION
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Assets ($millions) Fee Earned Equity Total Compensation

25th PERCENTILE

Under 100 $23,985 $22,725 $50,467

100 to 200 $37,250 $75,000 $112,943

200 to 500 $71,572 $23,320 $82,268

500 to 1000 $79,614 $39,807 $173,715

1000 to 5000 $134,375 $58,973 $214,644

5000 to 20,000 $176,875 $0 $260,000

20,000+ $193,727 $0 $303,855

50th PERCENTILE

Under 100 $42,500 $37,629 $94,709

100 to 200 $51,616 $96,500 $182,063

200 to 500 $82,071 $115,634 $209,778

500 to 1000 $132,114 $85,011 $205,775

1000 to 5000 $157,781 $119,421 $296,076

5000 to 20,000 $269,490 $27,528 $318,456

20,000+ $208,97 $107,893 $439,099

75th PERCENTILE

Under 100 $145,500 $60,688 $145,500

100 to 200 $59,792 $179,000 $213,054

200 to 500 $115,664 $157,198 $315,000

500 to 1000 $160,224 $132,690 $327,258

1000 to 5000 $212,863 $181,905 $376,958

5000 to 20,000 $321,842 $166,303 $517,500

20,000+ $590,471 $212,304 $802,775

Elements of Chair Compensation
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TOP EARNING CHAIRS

Company Name
Fees 

Earned

Share-
Based 

Awards

Option-
Based 

Awards

Pension 
Value

Non-Equity 
Incentive Plan 
Compensation

All Other
Compensation 

$ Bonuses

Total
Compen- 

sation

Glencore plc
Anthony 
Hayward

$1,525,935 $0 $0 $0 $0 $0 $1,525,935

Antofagasta 
plc

Jean-Paul 
Luksic

$1,332,208 $0 $0 $0 $15,923 $0 $1,348,130

Anglo  
America plc

Stuart 
Chambers

$1,186,150 $0 $0 $0 $0 $11,862 $1,198,012

Alacer Gold 
Corp.

Edward C. 
Dowling

$656,816 $530,760 $0 $0 $0 $0 $1,187,576

Excelsior 
Mining Corp.

Mark J. 
Morabito

$98,889 $416,250 $603,347 $0 $0 $0 $1,102,097

• Median total compensation decreased for companies with assets of $20B+

•  Median total compensation for companies with assets under $100M remained relatively unchanged

•  Median total compensation for companies with assets between $100M and $20B generally increased

Highlights of Chair Compensation

Chair Compensation continued
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TOP EARNING LEAD DIRECTORS
Assets ($millions) Fee Earned Equity Total Compensation

25th PERCENTILE

Under 100 $21,667 $30,182 $50,294

100 to 200 $44,000 $42,776 $114,970

200 to 500 $62,097 $54,386 $128,017

500 to 1000 $65,000 $109,212 $219,983

1000 to 5000 $89,000 $50,000 $179,000

5000 to 20,000 $191,380 $130,491 $278,207

20,000+ $200,460 $91,224 $278,207

50th PERCENTILE

Under 100 $30,000 $52,440 $68,713

100 to 200 $54,125 $164,375 $166,286

200 to 500 $93,757 $99,518 $192,629

500 to 1000 $106,152 $133,353 $239,505

1000 to 5000 $128,000 $90,002 $206,840

5000 to 20,000 $200,000 $144,879 $356,413

20,000+ $254,960 $182,449 $474,978

75th PERCENTILE

Under 100 $58,000 $68,690 $82,054

100 to 200 $57,970 $279,111 $325,875

200 to 500 $99,879 $167,238 $236,258

500 to 1000 $106,152 $133,353 $239,505

1000 to 5000 $128,000 $90,002 $206,840

5000 to 20,000 $200,000 $144,879 $356,413

20,000+ $254,960 $182,449 $474,978

LEAD DIRECTOR RETAINER ANALYSIS

Assets ($millions) 25% 50% 75%

Under 100 $10,000 $22,611 $30,000

100 to 200 $35,000 $41,000 $30,000

200 to 500 $50,769 $67,062 $87,404

500 to 1000 $79,471 $95,192 $103,989

1000 to 5000 $56,538 $115,000 $142,500

5000 to 20,000 $187,018 $199,035 $235,525

20,000+ $276,990 $328,408 $379,825

The Lead Director Retainer increased from 2018 for all asset values except for 
those at the 75th percentile for companies greater than $20B.
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• Median total compensation increased for companies with assets of $20B+ as much as 38% for  
companies in the 25th percentile

• Median total compensation decreased for companies with assets of $1B-$20B

Highlights of Lead Director Compensation
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Company Name
Fees 

Earned

Share-
Based 

Awards

Option-
Based 

Awards

Pension 
Value

Non-Equity 
Incentive Plan 
Compensation

All Other
Compensation 

$ Bonuses

Total
Compen- 

sation

Osisko 
Mining

Patrick 
Anderson

$19,375 $248,250 $527,590 $0 $0 $0 $795,215

Barrick Gold 
Corporation

J. Brett  
Harvey

$145,959 $364,898 $0 $0 $0 $0 $510,857

Fortescue  
Metals Group Ltd.

M. Barnaba 
AM

$363,962 $0 $0 $22,614 $0 $52,523 $439,099

Nevada  
Copper Corp.

Tom  
Albanese

$146,622 $0 $227,534 $0 $0 $0 $374,156

Cleveland-Cliffs 
Inc.

D.C. Taylor $240,832 $132,687 $0 $0 $0 $0 $373,520
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All companies reported the existence of an Audit Committee, whose primary responsibility is to oversee the financial re-
porting and disclosures. Board members sitting on this committee are often required to be independent. With the growth 
of risk awareness, members on this committee are also responsible for determining operational and credit risks, and the 
committee is commonly named “Audit and Risk Committee.”

Audit Committee Chairs usually receive an additional retainer for their dedicated services. The chairperson fee for 
this committee is often higher compared to other existing committees in the company. Audit Committee chairs are 
well-qualified individuals and CPA certified.

Audit Committee Chairs and Audit Committee Members usually receive additional compensation due to the higher 
workload and responsibilities compared to other Board Members. In 2019, nearly 70% of the Audit Committee Chairs 
received an additional retainer.

For Non-chair Audit Committee members, approximately 35% received an Audit Committee Member fee. As the size 
of the company grows, a member of the Audit Committee is more likely to receive committee retainers.

1.3 AUDIT COMMITTEE 
Bedford’s Headline Findings
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AUDIT COMMITTEE MEMBER TOTAL COMPENSATION
Assets ($millions) 25% 50% 75%

Under 100 $32,996 $57,311 $91,262

100 to 200 $61,553 $117,699 $165,540

200 to 500 $79,777 $162,835 $202,160

500 to 1000 $122,705 $166,315 $205,908

1000 to 5000 $131,906 $189,001 $189,001

5000 to 20,000 $157,671 $280,000 $319,912

20,000+ $172,564 $263,140 $354,282

Audit Committee Member Total Compensation
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AUDIT CHAIR PREMIUM

Assets ($millions) 25% 50% 75%

Under 100 $5,500 $8,000 $10,615

100 to 200 $7,067 $9,750 $11,750

200 to 500 $14,135 $15,000 $22,906

500 to 1000 $15,000 $15,500 $19,904

1000 to 5000 $20,000 $20,000 $26,538

5000 to 20,000 $25,000 $33,173 $38,245

20,000+ $33,173 $39,800 $53,076

Audit Chair Retainer increased for all median
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Overall, audit committees offer its members a larger amount of compensation due to the additional burden of com-
mitments. As discussed above, audit committee members are well-qualified individuals that have an opportunity 
cost. Therefore, companies must adequately compensate audit committee members to satisfy all parties.
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The Compensation committee or Remuneration committee plays the role of determining director and annual executive 
payments, bonus pay-outs, and all other benefit arrangements. For many companies, this committee also plays a part 
in human resources management.

The compensation committee member retainer varies from $0 for firms with under $100 million assets, to $12,500 for 
firms with $20+ billion assets.

Among the companies researched, approximately 30% paid retainers to Compensation Committee Members. At the 
same time, roughly 60% of the committee chairs received annual chairperson retainers.

Compared to last year, the percentage of Compensation Committee Chairs receiving retainers has increased.

The retainer for chairperson is usually much higher than that paid to other members of the committee, asides from the 
audit committee.

The Compensation Committee, otherwise called the remuneration committee, is in charge of determining compen-
sation for executives and directors. This committee usually consists of independent directors with finance and legal 
backgrounds.

1.4 COMPENSATION COMMITTEE

Bedford’s Headline Findings
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COMPENSATION COMMITTEE MEMBER TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $32,855 $55,862 $90,523

100 to 200 $63,155 $110,408 $172,500

200 to 500 $90,400 $167,764 $208,777

500 to 1000 $120,843 $183,112 $232,871

1000 to 5000 $144,000 $206,840 $263,857

5000 to 20,000 $159,228 $273,341 $318,465

20,000+ $167,808 $213,507 $353,981
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The median for total compensation for non-chair committee members observe a steady increase for companies 
with a greater amount of corporate assets. The trend of larger companies distributing a larger sum of compensation 
remains consistent throughout.
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COMPENSATION COMMITTEE CHAIR PREMIUM

Assets ($millions) 25% 50% 75%

Under 100 $4,589 $5,000 $7,500

100 to 200 $4,025 $5,000 $10,000

200 to 500 $10,000 $13,269 $16,190

500 to 1000 $9,000 $10,000 $13,269

1000 to 5000 $13,269 $15,461 $20,000

5000 to 20,000 $20,000 $25,000 $27,865

20,000+ $26,538 $26,538 $52,784

Median Compensation Committee Chair retainers increased from 2018 except 
in the $5B - $20B asset range which remained relatively unchanged.
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The Corporate Governance Committee or Nomination Committee acts as the governor and supervisor of the directors 
and executive teams. The committee would review the qualification of director nominees and monitor current directors’ 
status. For many companies, this committee is combined with the Compensation Committee.

Among the companies researched, approximately 30% paid retainers to Compensation Committee Members.

For Corporate Governance Committee Chairmen, 45% received an annual chairperson retainer.

The retainer for chairperson is usually much higher than that paid to other members of the committee.

1.5 CORPORATE GOVERNANCE COMMITTEE
Bedford’s Headline Findings
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CORPORATE GOVERNANCE COMMITTEE MEMBER COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $33,248 $71,909 $94,115

100 to 200 $88,858 $124,738 $124,738

200 to 500 $112,198 $163,984 $205,848

500 to 1000 $113,171 $163,984 $209,431

1000 to 5000 $154,620 $206,996 $265,047

5000 to 20,000 $158,642 $278,686 $329,412

20,000+ $228,227 $319,119 $426,267
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CORPORATE GOVERNANCE CHAIR PREMIUM
Assets ($millions) 25% 50% 75%

Under 100 $0 $0 $5,000

100 to 200 $3,800 $5,000 $9,875

200 to 500 $1,250 $9,250 $13,317

500 to 1000 $9,714 $10,000 $13,269

1000 to 5000 $10,000 $13,269 $15,000

5000 to 20,000 $10,000 $13,269 $18,245

20,000+ $18,245 $23,221 $28,197

Median Corporate Governance Chair retainers generally increased 
by approximately $2,000-$5,000
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Generally, the retainer offered to the Corporate Governance Committee Chair is lower than the retainer offered to the 
Audit, and Compensation Committee Chairs. 
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Public awareness of climate change, increasingly stringent legislation around worker health and safety, and the need to 
respect culture, heritage and protect the environment wherever miners operate has made the EHSC Committee a highly 
important committee of the Board. This committee is responsible for ensuring a safe and healthy workplace, compliance 
with applicable safety and environmental legislation, and making sure the corporation operates in an ethical manner 
throughout the world. 

Given the increase in demand from investors in sustainable practices, the EHSC committee serves a significant, yet es-
sential, role to ensuring safe, and eco-friendly practices.

Among the companies researched 55% paid retainers to Environmental, Health, Safety, and Community Committee. 
This is a 20% increase from the previous year.

For EHSC Committee Chairmen, nearly 70% received annual chairperson retainer.

The retainer for chairperson is usually higher than that paid to other members of the committee. This is due to the 
additional burdens that come with the title of Chair.

1.6 ENVIRONMENTAL, HEALTH, SAFETY  
AND COMMUNITY COMMITTEE (EHSC)
Bedford’s Headline Findings
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EHSC COMMITTEE MEMBER TOTAL COMPENSATION
Assets ($millions) 25% 50% 75%

Under 100 $58,726 $119,367 $177,001

100 to 200 $120,000 $162,969 $212,637

200 to 500 $76,977 $162,835 $232,729

500 to 1000 $121,270 $181,122 $216,283

1000 to 5000 $133,000 $197,376 $234,750

5000 to 20,000 $157,323 $289,932 $319,489

20,000+ $166,908 $319,119 $426,267

0

100000

200000

300000

400000

500000

20,000+5000 to 20,0001000 to 5000500 to 1000200 to 500100 to 200Under 100

EHSC Committee Member Compensation

25% 50% 75%

EHSC Committee Member Compensation



BEDFORD  Board & Executive Compensation in the Mining Industry 2020

33

Home

THE BEDFORD REPORT 2020

EHSC CHAIR RETAINER PREMIUM
Assets ($millions) 25% 50% 75%

Under 100 $3,691 $5,000 $7,500

100 to 200 $5,000 $7,500 $10,000

200 to 500 $10,000 $10,000 $14,250

500 to 1000 $8,125 $10,500 $12,702

1000 to 5000 $10,000 $13,269 $17,961

5000 to 20,000 $12,702 $18,245 $28,399

20,000+ $19,904 $26,538 $36,490

EHSC Chair retainer:
• Increased for companies with assets under $100M and over $20B

• Remained relatively unchanged for asset values of$100M-$1B and $5B-$20B

• Decreased by 30% for asset values of $1B-$5B
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The median retainer amount for other chair committees is typically larger due to work commitment associated with 
this role. Although EHSC is a less technical role, the work attributed by the EHSC committee has a significant impact 
on a company’s image in society. 
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There are a number of companies researched, there exist board committees that are not in this report. In particular, this 
frequently includes the technical committee, nomination committee, and risk committee.

The technical committee is usually responsible for the review and approval of technical issues as well as the technical 
sustainability reports provided to company assets.

The risk committee is sometimes combined with the audit committee and is responsible for foreseeing potential risk 
factors and determine the possible loss.

The nomination committee is responsible for electing directors. In many cases, nomination and corporate governance 
committees were merged due to the similarities in their practices.

For most companies researched, there would also exist an ad hoc committee for a specific purpose, which is often 
called “Special Committee.” Members of this committee are all independent and would receive additional compensa-
tion and retainers for the work contributed.

1.7 OTHER COMMITTEES
Bedford’s Headline Findings
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To our surprise, most board members sit on more than one committee

This analysis seeks to determine the activity of committee members. This particularly assesses the interaction of com-
mittee members within an organization. The purpose of this is to analyze the effective number of committees that a 
board member participates in.

Generally, throughout all asset classes, board members will participate in 3 different committees. This may be due to 
their commitment to the firm, required contracts, or financial incentives.

For firms with larger corporate assets, there was a smaller increase in membership in 3+ committees in comparison 
to 2 committees due to the sample size of directors. Overall, board members try to join as many committees as time 
allows them to be a part of in order to gain exposure, increase enterprise value, and aid the respective firm.

1.8 COMMITTEE MEMBER ACTIVITY ANALYSIS
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This section assesses the distribution of RSUs/PSUs in comparison to DSUs at all levels of asset tiers. Based on the com-
panies recorded in the data set, 872 clearly highlighted their distribution practices of the two.

RSUs are stocks that vest according to a schedule. Upon vesting, RSUs are assigned a fair market value and can be 
sold by the holder. PSUs are similar to RSUs except they are tied to the results of one or more performance metric with 
at least one metric based on return to shareholders. Lastly, DSUs are paid through the deposit of shares into a held 
account, which are paid out when the holder leaves the company.

Generally, above the $100 million asset tier mark, firms are more favourable of DSUs as, when settled in cash, they are 
non-dilutive. They do not attach voting rights. They are also viewed favourably by shareholders rights groups because 
they are viewed as being better aligned with the longer-term perspective of shareholders.

Below the 100 million asset tier mark, there is a near equivalent distribution of RSUs/PSUs and DSUs as smaller com-
panies are generally indifferent between the two.

1.9 RESTRICTED SHARE UNITS/PERFORMANCE  
SHARE UNITS VS. DEFERRED SHARE UNITS

RSU/PSU’s vs. DSU’s ANALYSIS

Assets ($millions) RSU/PSU DSU

Under 100 101 117

100 to 200 35 65

200 to 500 57 105

500 to 1000 21 55

1000 to 5000 48 128

5000 to 20,000 7 74

20,000+ 9 50
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NAMED EXECUTIVE OFFICER  
COMPENSATION
The 2020 Report gathered detailed compensation data 
on over 1000 Named Executive Officers (NEOs) from over 
280 Canadian and international companies. For accu-
racy and year-to-year comparison purposes, all com-
pensation used is the amount paid for twelve months. 
Compensation for interim NEOs who served less than 
12 months was calculated by proportioning the provid-
ed amount for the period in the fiscal year. This report 
provides detailed insight into the compensation of the 
following roles:
• Chief Executive Officer (CEO)
• Chief Financial Officer (CFO) & Vice President, Finance
• Chief Operating Officer (COO)
• Vice President, Corporate Development/ Strategy
• Vice President, Operations
• Vice President, Exploration
• Vice President, Legal/ General Counsel

COMPENSATION IN OTHER 
EXECUTIVE ROLES
The Bedford Consulting Group can provide compensa-
tion data and information on many other executive posi-
tions, which is listed below in detail. For further informa-
tion, please contact Bedford for a custom report.

Chief Human Resources Officer; VP Human Resources; VP 
Geology; VP Engineering; Chief Communications Offi-
cer; VP Construction; Corporate Controller; VP Technical 
Services; Executive Chair; VP Safety and Environment; 
VP Administration; VP Projects; Corporate Secretary; VP 
mining; VP Investor Relations; Country Manager; VP Sales 
and Marketing; General Manager.

NAMED EXECUTIVE OFFICERS’  
COMPENSATION COMPOSITION
The compensation package for NEOs mentioned above 
usually contains the following elements: Base salary, 
bonus share-based awards,  
option-based awards, annual/short-term incentive plan, 
long-term incentive plan, and all other potential compen-
sation. Among companies researched, 23% also provid-
ed pension to NEOs. As the sample data is rather small, 
it has been excluded from the summary table in each 
section below.  
The analysis below breaks down compensation ele-
ments. For clarity, this analysis combines options-grant-
ed, and shares-awarded under “equity”.

2.0 EXECUTIVE COMPENSATION

At the 50th percentile, CEO total compensation ranged from $396,703 for companies with under $100 million in assets to 
$6,955,342 at companies with over $20 billion in assets.

CEO compensation structure was primarily comprised of salary, long-term equity and short and long-term incentives. For 
companies with assets above $20 billion, CEOs found themselves being compensated primarily by equity. At the lower 
scale, CEOs had a fair mix of salary and equity where salary outweighed equity.

This year, none of the companies with under $100 million assets offered long-term payments of any kind to their CEOs. 
On the other hand, nearly 20% CEOs of companies with under $100 million assets received an annual incentive.

Companies with asset value below $1 billion are more likely to compensate CEOs with options rather than shares.

2.1 CHIEF EXECUTIVE OFFICER COMPENSATION
Bedford’s Headline Findings
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CEO COMPENSATION
Assets ($millions) 25% 50% 75%

Under 100 $290,762 $396,703 $569,261

100 to 200 $324,067 $720,029 $963,032

200 to 500 $469,614 $975,894 $1,999,577

500 to 1000 $1,091,528 $1,664,011 $2,130,279

1000 to 5000 $2,195,966 $2,195,966 $2,195,966

5000 to 20,000 $2,403,566 $4,048,975 $6,892,371

20,000+ $2,474,765 $6,955,342 $12,000,951
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The graph above displays the distribution of CEO total compensation in seven different asset tiers. This showcases 
the 25th, 50th, and 75th percentile for the average compensation for each tier. Based on the chart below, it is con-
clusive that the CEO’s compensation is likely to increase as the company’s asset value increases, as indicated by the 
median and average shown. 

CHIEF EXECUTIVE OFFICER COMPENSATION
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Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $197,018 $0 $0 $0 $6,366 $290,762

100 to 200 $274,649 $0 $0 $350,00 $0 $324,067

200 to 500 $278,649 $36,611 $36,399 $57,964 $0 $469,614

500 to 1000 $340,000 $186,300 $182,005 $12,991 $4,554 $1,091,528

1000 to 5000 $667,050 $517,202 $467,773 $293,842 $13,250 $2,195,966

5000 to 20,000 $742,859 $0 $637,300 $140,031 $11,928 $2,403,566

20,000+ $682,599 $0 $40,317 $346,392 $1,694 $2,474,765

50th PERCENTILE

Under 100 $270,000 $67,778 $18,875 $0 $13,200 $296,703

100 to 200 $357,573 $129,243 $45,878 $350,000 $220,378 $720,029

200 to 500 $410,300 $298,050 $196,556 $104,825 $19,834 $975,894

500 to 1000 $525,000 $500,000 $417,459 $13,981 $18,000 $1,664,011

1000 to 5000 $727,479 $1,404,000 $701,260 $562,119 $87,954 $3,210,522

5000 to 20,000 $1,002,088 $1,307,611 $988,321 $613,454 $88,982 $4,048,975

20,000+ $1,308,878 $925,844 $1,312,420 $2,400,000 $366,020 $6,955,342

75th PERCENTILE

Under 100 $360,000 $198,553 $113,547 $0 $51,737 $569,261

100 to 200 $457,626 $382,119 $183,535 $350,000 $115,744 $963,032

200 to 500 $490,348 $826,405 $386,993 $105,489 $90,500 $1,999,577

500 to 1000 $632,434 $1,076,481 $629,350 $14,972 $31,883 $2,130,279

1000 to 5000 $881,973 $1,916,812 $1,071,680 $830,396 $166,068 $4,614,164

5000 to 20,000 $1,326,900 $3,650,479 $1,286,594 $1,332,340 $306,448 $6,892,371

20,000+ $1,734,909 $5,382,988 $1,898,523 $4,723,764 $366,020 $12,000,951

Elements of CEO Compensation

Annual Incentives
Among all 283 CEOs researched, 141 received annual incentive payments. The table below summarizes the percent-
age of CEOs receiving the yearly bonus for each asset tier. Generally, annual bonuses have observed a small in-
crease as 2019 was a strong year for the mining industry. Based on the analysis below, companies with larger assets 
are more likely to offer a bonus to their CEOs. Whereas, smaller companies offer equity due to cash constraints.

The calculation method for annual bonuses varies much by company, but the bonus criteria usually considers per-
sonal performance and corporate performance both financially and non-financially. Companies would also set target 
and maximum incentive levels for benchmark purposes.
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CEO ANNUAL BONUS PREVALENCE

Assets ($millions) 2020 Report 2019 Report

Under 100 20% 25%

100 to 200 32% 43%

200 to 500 64% 58%

500 to 1000 76% 73%

1000 to 5000 84% 80%

5000 to 20,000 83% 88%

20,000+ 75% 80%

The following chart analyses the equity structure of CEO compensation by breaking out share-based awards, op-
tion-based awards, and both.

The data shows the percentage of companies paying share and option awards by asset tier. Noticeably, there is no 
company in the above $20 billion asset tier that only offered option awards. Furthermore, this tier also has the highest 
percentage of companies paying both share and option awards.

Companies with asset values below $1 billion tend to compensate their CEO more with options than shares. As a re-
sult, it is conclusive that companies above $1 billion prefer a share-based awarded composition, whereas companies 
on the other spectrum prefer options.

CEO Equity Compensation

CEO Equity Compensation Structure

0% 20% 40% 60% 80%

Under 100

100 to 200

200 to 500

500 to 1000

1000 to 5000

5000 to 20,000

20,000+

Shares and Options Options Awarded Shares Awarded
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There is a strong upward trend in CEO median salary from 2018 to 2019 for firms with assets below $20 billion, except for 
firms in the $200 to $500 million range. On the other end of the spectrum, CEO median salaries have observed a decline 
of 19% for firms with over $20 billion assets.

CEO Median Salary

CEO Equity Compensation Structure
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Company Name Salary Equity
Annual 

Incentive 
Plan

Long Term
Incentive Plan

All Other
Compensation

Total
Compensation

Anglo Ameri-
can plc

Mark  
Cutifani

$2,233,351 $0 $2,972,153 $18,456,494 $525,295 $24,856,621

Barrick Gold 
Corporation

D. Mark 
Bristow

$2,388,420 $11,989,933 $7,165,260 $0 $69,913 $23,046,578

Newmont Corp.
Gary  

Goldberg
$1,392,5517 $17,608,625 $2,017,129 $0 $49,853 $21,960,389

Cleveland-Cliffs 
Inc.

Lourenco 
Goncalve

$1,791,315 $6,338,010 $0 $1,098,673 $0 $19,116,057

Alcoa Corp.
Roy C. 
Harvey

$1,282,670 $14,203,854 $1,257,016 $0 $86,852 $17,510,527

Top Paid CEO Analysis

CEO SEVERANCE
Severance Upon Change of Control

Over half of the CEOs researched had change of control arrangements in their employment contracts.

Of the CEOs that had change of control provisions, 63% had double trigger provisions and 36% had single trigger 
provisions.

The most common arrangement (39%) was an award of 24 months of salary, plus 24 months of bonus when the 
event is triggered.

The longest award time after a change of control was 72 months of salary.

Typically, on a change of control, stock option awards and share based awards will automatically vest, meaning that 
stipulated vesting periods will accelerate or be waived.  It is impossible to determine the financial impact this will have 
on compensation as each situation will differ.

CEO SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

6 10 12 18 24 30 36 72

0 0% 1% 5% 3% 14% 1% 10% 1%

6 1% 0% 0% 0% 0% 0% 0% 0%

12 0% 0% 7% 0% 0% 0% 0% 0%

18 0% 0% 0% 3% 0% 0% 0% 0%

24 0% 0% 0% 1% 39% 1% 0% 0%

30 0% 0% 0% 1% 0% 1% 0% 0%

36 0% 0% 0% 0% 0% 0% 7% 0%

The table below shows the percentage of each type of entitlement for CEOs who had change of control agreements 
in 2019.
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Severance Upon Termination Without Cause

Just over half of the companies included in the Bedford study had a termination without cause agreement with the CEO.

The most common agreement entitled the CEO to 24 months of salary, plus 24 months of bonus.

Nearly 15% of the CEOs were entitled to only 24 months of salary, with no bonus awarded.

Only 14% of the CEOs were entitled to 12 months of salary and bonus payment after termination without cause.

Thirteen per cent of CEOs were entitled to 12 months of salary, with no bonus payments

CEO SEVERANCE AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

3 6 10 12 15 18 24 30 36

0 1% 2% 1% 14% 1% 9% 15% 0% 5%

6 1% 0% 0% 0% 0% 0% 0% 0% 0%

9 0% 0% 0% 1% 0% 0% 0% 0% 0%

12 0% 0% 0% 14% 0% 0% 3% 0% 1%

18 0% 0% 0% 0% 0% 3% 0% 0% 0%

24 0% 0% 0% 0% 0% 0% 28% 1% 0%

30 0% 0% 0% 1% 0% 0% 0% 1% 0%

36 0% 0% 0% 0% 0% 0% 0% 0% 1%

The table below shows the percentage of each type of entitlement for CEOs who had termination without cause 
agreements in 2019.
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A CFO’s primary responsibility includes the company’s financial planning, financial risk management, record keeping, 
and financial reporting. For the mining industry, a CFO’s responsibility may also include participating in searching for 
new business opportunities, assess prospective contracts, lead strategy and planning efforts, and foresee asset sus-
tainability. For small asset companies, a CFO may even take up the role of maintaining a positive relationship between 
the company and external stakeholders.

 The Bedford 2020 report collected compensation data on 267 CFOs, of which 157 are from companies with assets 
greater than 100 million dollars.

At the median, total compensation varied from $170,259 for companies with asset values under $100 million to 
$3,229,065 at companies with asset values over 20 billion dollars.

Generally, there is a large distinction of total compensation for companies under the $1 billion mark to the $20 billion 
mark. As per the graph below, companies above the $20 billion point are exhibiting a much higher level of total com-
pensation. This finding is consistent with larger companies compensating all roles at a greater level.

The highest percentage of CFOs receiving annual incentive payments, 95%, occurred for companies with assets be-
tween $5 billion to $20 billion dollars. In contrast, 83% of CFOs above the $20 billion mark received an annual incen-
tive payment.

90% of the CFOs working at companies with under $100 million in assets did not receive an annual bonus.

2.2 CHIEF FINANCIAL OFFICER COMPENSATION
Bedford’s Headline Findings

• As shown in the graph below, CFO compensation in companies with asset values above $20 billion dollars ranks the 
highest.

• Overall, both the median and the average compensation of CFOs increases as the company asset value increases. 
This finding is consistent with the results of CEO compensation distributions.

• The top paid CFO in the list researched is Stephen Pearce from Anglo American Plc. Mr. Pearce received $12,551,162 in 
2019. Pearce remains the highest paid CFO through 2018, and now 2019.

• 9 CFOs received over $5 million dollars in 2019.

General Display for Total Compensation

CFO TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $86,035 $170,259 $292,543

100 to 200 $196,117 $350,000 $350,000

200 to 500 $399,713 $647,858 $934,765

500 to 1000 $434,234 $652,940 $996,174

1000 to 5000 $1,037,421 $1,353,180 $2,029,920

5000 to 20,000 $1,723,537 $2,031,721 $2,811,511

20,000+ $1,524,520 $3,229,065 $6,495,255
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The table below shows the 25th, 50th, and 75th percentile of each pay component and the total compensation for all 
CFOs researched by asset tier.  Overall, CFO compensation tends to increase as company size increases.

The CFOs in companies with assets below $100 million dollars have a higher turnover rate comparing to those in other 
asset groups, resulting in a larger sample set compared to others. As the sample dataset size increases, the data is 
more plausible as there are a larger set of observations that can be analysed.
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ELEMENTS OF CFO COMPENSATION

Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $66,634 $0 $10,000 $41,545 $8,591 $86,035

100 to 200 $84,410 $0 $47,843 $200,000 $12,799 $196,117

200 to 500 $192,827 $37,860 $87,270 $49,558 $12,358 $399,713

500 to 1000 $243,656 $67,759 $105,409 $9,547 $6,472 $434,234

1000 to 5000 $401,650 $380,249 $245,669 $345,439 $18,643 $1,037,421

5000 to 20,000 $475,000 $0 $392,774 $122,026 $35,257 $1,723,537

20,000+ $404,980 $0 $276,782 $563,768 $34,839 $1,524,520

50th PERCENTILE

Under 100 $130,625 $10,366 $38,089 $41,545 $15,527 $170,259

100 to 200 $216,833 $76,500 $75,000 $200,000 $34,790 $350,000

200 to 500 $282,396 $144,770 $129,240 $89,566 $22,503 $647,858

500 to 1000 $342,059 $148,930 $148,930 $10,364 $21,709 $652,940

1000 to 5000 $425,000 $587,750 $351,789 $679,139 $36,185 $1,353,180

5000 to 20,000 $554,674 $620,989 $463,802 $260,274 $62,858 $2,031,721

20,000+ $817,974 $439,776 $761,362 $1,763,617 $34,839 $3,229,065

75th PERCENTILE

Under 100 $200,000 $62,852 $65,582 $41,545 $55,696 $292,543

100 to 200 $280,950 $241,916 $87,554 $200,000 $109,686 $546,502

200 to 500 $370,577 $488,540 $179,718 $97,859 $51,236 $934,765

500 to 1000 $400,000 $463,721 $256,398 $11,182 $31,527 $996,174

1000 to 5000 $497,111 $864,124 $432,534 $1,012,838 $83,691 $2,029,920

5000 to 20,000 $732,899 $1,208,030 $600,421 $724,317 $95,424 $2,811,511

20,000+ $1,043,241 $2,116,700 $1,227,572 $2,352,262 $203,278 $6,495,255

CFO Total Compensation
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Among the 16 CFOs researched for companies with assets over $20 billion dollars, 13 received annual incentive pay-
ments in 2019.

19 CFOs were included in the data set for companies with an asset value between $5 billion to $20 billion dollars, and 
18 of them got an annual bonus last year.

Annual Incentive Payments

ANNUAL INCENTIVES ANALYSIS

Assets ($millions) 2020 2019

Under 100 22% 20%

100 to 200 31% 41%

200 to 500 70% 55%

500 to 1000 70% 67%

1000 to 5000 84% 76%

5000 to 20,000 95% 95%

20,000+ 81% 93%

The following bar graph looks at the equity structure of CFO compensation by analysing which asset tiers offer share-
based awards, option-based awards, and both. 

The data shows for each asset tier the percentage of companies paying share and option awards. Noticeably, there is 
no company in the above $20 billion asset tier that only offered option awards. Rather, it is an equivalent split of share-
based, and option-based awards.

Companies with asset values below $1 billion tend to compensate their CFO more with options than shares. As a result, 
it is conclusive that companies above $1 billion prefer a share-based award composition, whereas companies on the 
other spectrum prefer options.

Companies below $1 billion use the options awarded to their CFOs as an incentive measure to ensure that management 
continues to strive to achieve the greatest amount of return from their respective options.

CFO Equity Composition

CFO Equity Compensation Structure
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• There is a consistent trend in CFO median salary from 2018 to 2019 for almost all tiers of the assets.  
The graph suggests that there is a small linear increase for all tiers except for the $500 million to $1 billion 
tiers, which exhibited a growth of 57%.

• Overall, CFO salaries went up by an average of 14% over the year. This may be due to the strong fiscal 
year that the mining sector exhibited in 2019.

CFO Median Salary

CFO Median Salary
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Top Paid CFO Analysis
Company Name Salary Equity

Annual  
Incentive Plan

Long Term 
Incentive Plan

All Other
Compensation

Total
Compensation

Anglo  
American plc

Stephen 
Pearce

$1,345,433 $0 1,843,616 $8,826,616 $130,477 $12,551,162

Nutrien Ltd.
Pedro 
Farah

$866,316 $8,766,589 $761,362 $0 $189,779 $10,945,431

Barrick Gold 
Corp

Graham 
P. Shuttle-

worth
$995,175 $4,509,329 $2,278,992 $0 $39,021 $8,313,6

Alca Corp..
William F. 
Oplinger

$836,223 $5,316,749 $583,683 $0 $65,297 $6,945,154

Freeport  
McMoRan Inc.

Kathleen L. 
Quirk

$800,000 $4,582,627 $0 $1,251,600 $130,709 $6,783,216
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CFO SEVERANCE
Severance Upon Change of Control
Just over half of the CFOs researched in 2019 had change of control arrangements in their employment contracts.

Of the CFOs that had change of control provisions, 64% had double trigger provisions and 35% had single trigger 
provisions.

The most common arrangement was an award of 24 months of salary, plus 24 months of bonus upon triggering the 
contract.

The longest award time was 36 months of salary after a change of control. Approximately 6.3% of the CFOs re-
searched were entitled to 36 months of salary, plus 36 months of bonus.

Typically, on a change of control, stock option awards and share based awards will automatically vest, meaning that 
stipulated vesting periods will accelerate or be waived.  It is impossible to determine the financial impact this will have 
on compensation as each situation will differ.

CFO SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

6 10 12 18 24 30 33 36

0 1% 1% 9% 3% 11% 1% 0% 0%

6 1% 0% 0% 0% 0% 0% 0% 0%

12 0% 0% 8% 1% 5% 1% 0% 1%

18 0% 0% 0% 4% 0% 0% 0% 0%

24 0% 0% 0% 1% 38% 0% 0% 0%

30 0% 0% 0% 0% 0% 1% 0% 0%

33 0% 0% 0% 0% 0% 0% 1% 0%

36 0% 0% 0% 0% 1% 0% 0% 6%

The table below shows the percentage of each type of entitlement for CFOs who had change of control agreements 
in 2019.

Severance Upon Termination Without Cause

Slightly below half of the companies included in the Bedford study had a termination without cause agreement with the 
CFO.

The most common agreement entitled the CFO to 24 months of salary, plus 24 months of bonus.

Nearly 15% of the CFOs were entitled to only 24 months of salary, with no bonus awarded.

18% of the CFOs were entitled to 12 months of salary and bonus payments after termination without cause.
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The table below shows the percentage of each type of entitlement for CFOs who had change of control agreements 
in 2019.

CFO SEVERANCE AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

3 5 6 10 12 18 24 30 33 36

0 3% 1% 1% 1% 14% 6% 15% 0% 1% 0%

6 0% 0% 2% 0% 0% 0% 0% 0% 0% 0%

12 0% 0% 1% 0% 18% 1% 2% 0% 0% 1%

18 0% 0% 0% 0% 0% 2% 0% 0% 0% 0%

24 0% 0% 0% 0% 0% 1% 28% 0% 0% 0%

33 0% 0% 0% 0% 0% 0% 0% 1% 0% 0%

36 0% 0% 0% 0% 0% 0% 1% 0% 2% 0%

Chief Operating Officers are responsible for overseeing a company’s operations and report directly to the CEOs.  
For the mining industry, in particular, COOs are responsible for ensuring efficient mining and process operations and be-
ing aware of safety and quality issues. In companies without executives specifying in health and environmental affairs, 
a COO might also pick up these roles as well.

The Bedford 2020 report collected compensation data on 98 COOs, of which 72 are from companies with assets 
greater than $100 million dollars.

At the median, total compensation varied from $325,829 for companies with asset values under $100 million to 
$5,436,529 at companies with asset values over $20 billion dollars.

Generally, COO compensations have increased from the previous Bedford 2019 report as the mining industry ob-
served a strong 2019 fiscal year. As a result, many C level executives were compensated for their efforts at a greater 
level.

57% of COOs received an annual bonus in 2019, which is a 6% decrease compared to the previous year.

All COOs researched for companies with asset value between $5 billion and $20 billion have received annual incen-
tive payments in 2019.

Several COOs took on additional responsibilities by pursuing VP positions at the same time. As a result, COOs are gen-
erally more compensated than CFOs due to the additional burden of their responsibilities.

2.3 CHIEF OPERATING OFFICER

Bedford’s Headline Findings
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• As shown in the graph below, COO compensation for companies with asset value above 20 billion dollars is the largest.

• Overall, both the median and the average compensation of COOs increases as the company asset value increases.

• 5 COOs in the list were granted compensation over $4,500,000 in 2019.

General Display for Total Compensation

COO TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $274,366 $325,829 $433,274

100 to 200 $355,609 $478,655 $795,127

200 to 500 $514,450 $886,412 $1,204,484

500 to 1000 $428,934 $734,659 $1,322,923

1000 to 5000 $834,267 $1,490,383 $1,956,456

5000 to 20,000 $1,252,683 $1,816,460 $2,337,361

20,000+ $3,863,706 $5,436,529 $6,387,947
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Among the 11 COOs researched for companies with asset value between $5 to $20 billion dollars, all of them received 
annual incentive payments in 2019.

The lowest number of COOs receiving annual incentives appeared in companies with assets below $100 million, where 
only 23% were granted a bonus in 2019. This is a decrease from the previous year; however, this result is consistent with 
2018 data where only 23% received an annual incentive.

According to the summarized data below, a COO is more likely to get bonus payments in companies in higher asset tiers.

Overall, 57% of the COOs researched have received a bonus payment this year.

Annual Incentive Payments

ANNUAL INCENTIVES ANALYSIS
Assets ($millions) 2020 2019

Under 100 23% 30%

100 to 200 58% 60%

200 to 500 71% 61%

500 to 1000 56% 62%

1000 to 5000 83% 82%

5000 to 20,000 100% 100%

20,000+ 50% 80%
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ELEMENTS OF COO COMPENSATION

Assets  
($millions) Salary Equity

Annual  
Incentive 

Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $185,766 $3,717 $29,919 $0 $6,346 $274,366

100 to 200 $245,552 $58,625 $44,018 $0 $0 $355,609

200 to 500 $286,621 $100,385 $98,978 $0 $16,094 $514,450

500 to 1000 $293,750 $26,710 $61,117 $4,793 $19,881 $428,934

1000 to 5000 $402,985 $149,276 $273,115 $0 $45,349 $834,267

5000 to 20,000 $509,250 $0 $446,550 $56,970 $22,801 $1,252,683

20,000+ $545,126 $2,178,204 $908,219 $473,634 $89,584 $3,863,706

50th PERCENTILE

Under 100 $230,000 $29,867 $42,427 $0 $8,692 $325,829

100 to 200 $299,376 132,605 $75,000 $0 $0 $478,655

200 to 500 $321,875 $271,791 $158,392 $0 $16,094 $886,412

500 to 1000 $383,008 $137,22 $65,200 $7,195 $21,639 $734,659

1000 to 5000 $451,035 $565,000 $369,849 $0 $667,259 $1,490,383

5000 to 20,000 $550,000 $752,400 $505,947 $60,905 $63,990 $1,816,460

20,000+ $724,978 $2,868,145 $1,253,448 $636,590 $113,029 $5,436,529

75th PERCENTILE

Under 100 $284,240 $113,993 $107,814 $0 $16,596 $433,274

100 to 200 $438,346 $250,000 $126,278 $0 $0 $795,127

200 to 500 $447,706 $610,839 $191,398 $0 $16,094 $1,204,484

500 to 1000 $398,073 $306,252 $315,467 $9,598 $49,333 $1,322,923

1000 to 5000 $523,486 $688,719 $464,623 $0 $142,963 $1,956,456

5000 to 20,000 $650,928 $1,045,36 $542,957 $71,517 $175,840 $2,337,361

20,000+ $916,653 $3,342,831 $1,598,677 $799,545 $192,372 $6,387,947

• The bar graph below shows the equity structure of CFO compensation by analysing who offers share-based 
awards, option-based awards, and both. 

• The data shows for each asset tier the percentage of companies paying share and option awards. Noticeably, there 
is no company in the above 20 billion asset tier that only offered option awards. Rather, it was mostly distributed 
through shares awarded.

• As opposed to the CEO and CFO analysis above, companies with asset value below $1 billion tend to compensate 
their COOs with a near equivalent of shares and options, whereas previously it was a large composition of primarily 
options.

COO Equity Composition

The table below shows the 25th, 50th, and 75th percentile of each component and the total compensation for all 
COOs researched by asset tier.

COO Total Compensation
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COO Equity Compensation Structure
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• There is a consistent trend in COO median salary from 2018 to 2019 for almost all tiers of the assets. Similar to CEOs, 
COOs above the $20 billion asset tier mark observed a downward trend in median salaries.

• The above $20 billion tier observed a significant decrease in median salary. This decrease may be due to a change 
in distribution of compensation where some executives were primarily compensated by equity in the 2019 fiscal 
year.

COO Median Salary
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COO Median Salary
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COO SEVERANCE
Severance Upon Change of Control

Almost 60% of the COOs researched this year had change of control arrangement sin their employment contracts.

Of the COOs who had change of control provisions, 70% had double trigger provisions, and 28% had single trigger 
provisions.

The most common arrangement (35%) was an award of 24 months of salary, plus 24 months of bonus when trig-
gered.

The longest change of control award time was 36 months of salary. Approximately 7.5% of the COOs researched were 
entitled to 36 months of salary, plus 36 months of bonus.

Typically, on a change of control, stock option awards and share based awards will automatically vest, meaning that 
stipulated vesting periods will accelerate or be waived.  It is impossible to determine the financial impact this will have 
on compensation as each situation will differ.
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COO SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

6 12 18 24 30 36

0 5% 3% 3% 14% 0% 3%

12 0% 12% 2% 8% 0% 2%

18 0% 0% 5% 2% 0% 0%

24 0% 0% 0% 35% 0% 0%

30 0% 0% 0% 0% 2% 0%

36 0% 0% 0% 0% 0% 8%

The table below shows the percentage of each type of entitlement for COOs who had change of control agreements 
in 2019.

The table below shows the percentage of each type of entitlement for COOs who had termination without cause 
agreements in 2019.

Severance Upon Termination Without Cause

Over half of the companies included in the Bedford study had a termination without cause agreement with the COO.

The most common agreement entitled the COO to 24 months of salary, plus 24 months of bonus. Only about 8% of 
the CFOs were entitled to only 24 months of salary, with no bonus awarded.

Nearly 17% of the COOs were entitled to 24 months of salary, with no bonus awarded.

Nearly 17% of the COOs were entitled to only 12 months of salary and bonus payments after termination without 
cause.

COO SEVERANCE AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

3 6 12 18 24

0 3% 5% 17% 7% 8%

6 0% 2% 0% 0% 0%

12 0% 1% 17% 0% 5%

18 0% 0% 0% 3% 2%

24 0% 0% 0% 0% 32%

COO SEVERANCE
Severance Upon Change of Control continued
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For the mining industry, VP Corporate Development played an important role in marketing the company to potential 
investors, raising capital and searching for funding. Executives at this position are also responsible for developing and 
executing corporate strategy, by which this role is often called VP, Strategic Development. These executives seek to 
find the best developing approach for the corporation and put forth effort to maximize the advantages of their cur-
rent assets.

This report collected compensation data on 29 VPs, Corporate Development, of which 20 are from companies with 
assets greater than $100 million dollars.

At the median, total compensation varied from $270,520 for companies with asset values below $100 million to 
$2,636,250 at companies with asset values over $20 billion.

64% of VPs received an annual bonus in 2019, which is a 2-percentage-point decrease compared to 2018.

The increasing trend in total compensation becomes clearer for companies with asset values above $100 million 
dollars. However, due to a sample size of companies with $20 billion assets and higher, there is a decrease from the 
previous asset tier.

2.4 VICE PRESIDENT, CORPORATE DEVELOPMENT
Bedford’s Headline Findings

VP CORPORATE DEVELOPMENT TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $230,250 $270,520 $335,249

100 to 200 $391,950 $391,950 $391,950

200 to 500 $401,203 $644,070 $696,000

500 to 1000 $545,064 $584,438 $818,129

1000 to 5000 $823,938 $900,126 $953,337

5000 to 20,000 $2,009,164 $2,549,425 $3,346,090

20,000+ $2,636,250 $2,636,250 $2,636,250
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• For VP, Corporate Development in companies with asset values above $1 billion, 100% received an annual bonus.

• Nearly 62% of VPs, Corporate Development received annual incentive payments in 2019, which is a 6% decrease 
compared to 2018, but it’s possibly due to the shrinkage of the data set.

• Generally, a larger number of shares are awarded above the $1 billion mark as per the analysis below. There was only 
one data point for companies over $20B (Teck Resources Ltd.) who offered their VP an equivalent mix of both.

ANNUAL INCENTIVES ANALYSIS

Assets ($millions) 2020 2019

Under 100 11% 32%

100 to 200 0% 33%

200 to 500 80% 68%

500 to 1000 67% 75%

1000 to 5000 100% 75%

5000 to 20,000 100% 194%

20,000+ 100% 100%
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ELEMENTS OF VP CORPORATE DEVELOPMENT COMPENSATION

Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $137,500 $41,750 $46,530 $0 $3,316 $230,250

100 to 200 $150,000 $135,000 $0 $100,000 $6,950 $391,950

200 to 500 $200,000 $140,000 $100,572 $0 $11,168 $401,203

500 to 1000 $259,875 $138,970 $161,928 $0 $38,473 $545,064

1000 to 5000 $320,664 $292,564 $168,744 $0 $10,589 $823,938

5000 to 20,000 $469,273 $631,425 $431,250 $0 $34,516 $1,757,891

20,000+ $665,000 $1,457,400 $427,400 $0 $0 $2,636,250

50th PERCENTILE

Under 100 $175,905 $50,250 $46,530 $0 $6,632 $270,520

100 to 200 $150,000 $135,000 $0 $100,000 $6,950 $391,950

200 to 500 $249,252 $194,000 $135,817 $0 $12,399 $644,070

500 to 1000 $315,000 $172,940 $195,855 $0 $75,211 $584,438

1000 to 5000 $342,084 $299,042 $192,821 $0 $23,300 $900,126

5000 to 20,000 $533,746 $773,964 $587,559 $0 $62,663 $2,437,829

20,000+ $665,000 $1,457,400 $427,400 $0 $0 $2,636,250

75th PERCENTILE

Under 100 $181,771 $102,162 $46,530 $0 $117,337 $335,249

100 to 200 $150,000 $135,000 $0 $100,000 $6,950 $391,950

200 to 500 $262,500 $250,000 $156,750 $0 $13,630 $696,000

500 to 1000 $333,314 $303,843 $229,783 $0 $111,950 $818,129

1000 to 5000 $398,507 $308,750 $197,716 $0 $36,861 $953,337

5000 to 20,000 $687,500 $1,564,595 $753,142 $0 $84,722 $2,888,910

20,000+ $665,000 $1,457,400 $427,400 $0 $0 $2,636,250

VP Corporate Development Total Compensation continued
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VP Corporate Development Equity Compensation Structure
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VP CORPORATE DEVELOPMENT SEVERANCE
Severance Upon Change of Control

Approximately 71% of these VPs researched had change of control arrangements in their employment contracts.

Of the executives who had change of control provisions, 60% had double trigger provisions, and 35.5% had single 
trigger provisions.

The most common arrangement (37%) was an award of 24 months of salary, plus 24 months of bonus when triggered.
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VP CORPORATE DEVELOPMENT SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

6 12 18 20 24 36

0 7% 15% 0% 0% 7% 11%

12 0% 11% 2% 0% 2% 0%

18 0% 0% 2% 0% 0% 0%

20 0% 0% 0% 2% 0% 0%

24 0% 0% 0% 0% 37% 0%

36 0% 0% 0% 0% 0% 4%

The table below shows the percentage of each type of entitlement for VPs, Corporate Development who had change 
of control agreements in 2019.

The table below shows the percentage of each type of entitlement for VPs Corporate Development who had termina-
tion without cause agreements in 2019.

Severance Upon Termination Without Cause

Approximately 60% of the companies included in the Bedford study had a termination without cause agreement with 
the VP, Corporate Development.

For those with termination agreements, 32% entitled the VP, Corporate Development to 24 months of salary, plus 24 
months of bonus.

16% of the Vice Presidents, Corporate Development were entitled to 12 months of salary and bonus payment after 
termination without cause.

VP CORPORATE DEVELOPMENT SEVERANCE  
AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

3 6 12 18 20 24 36

0 0% 5% 17% 5% 0% 2% 8%

6 0% 3% 0% 0% 0% 0% 0%

12 0% 1% 17% 3% 3% 0% 0%

18 0% 0% 0% 5% 0% 0% 0%

24 0% 0% 0% 0% 0% 32% 0%
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The median for VP Operations varies from $236,491 for companies with assets under $100 million, to $4,723,764 from 
companies with assets above 20 billion.

Bedford researched 41 VPs, Operations this year and 36 were from companies with asset value above 100 million.

The percentage of VPs, Operations receiving annual bonuses is almost 100% for all companies above 1 billion-dollar 
assets.

Among all companies researched, 80% of the VPs received an annual incentive payment which is nearly a 7% in-
crease from the previous year.

VP Operations from companies with assets above $20 billion dollars receive a significantly higher compensation com-
pared to those not in this tier. As per the graph below, the total median compensation is more than triple the $5 billion 
to $20 billion asset tier.

2.5 VICE PRESIDENT, OPERATIONS
Bedford’s Headline Findings

VP OPERATIONS TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $227,040 $236,491 $342,276

100 to 200 $350,571 $408,128 $507,286

200 to 500 $523,524 $886,295 $1,087,248

500 to 1000 $299,824 $418,924 $618,781

1000 to 5000 $924,671 $1,031,387 $1,059,863

5000 to 20,000 $899,620 $1,552,407 $2,241,933

20,000+ $1,175,201 $4,723,764 $5,748,131



BEDFORD  Board & Executive Compensation in the Mining Industry 2020

63

Home

THE BEDFORD REPORT 2020

0

1000000

2000000

3000000

4000000

5000000

6000000

20,000+5000 to 20,0001000 to 5000500 to 1000200 to 500100 to 200Under 100

VP Operations Total Compensation

25% 50% 75%

ANNUAL INCENTIVES ANALYSIS

Assets ($millions) 2020 2019

Under 100 50% 60%

100 to 200 50% 56%

200 to 500 100% 83%

500 to 1000 25% 33%

1000 to 5000 100% 80%

5000 to 20,000 100% 100%

20,000+ 80% 100%
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ELEMENTS OF VP OPERATIONS COMPENSATION

Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $194,834 $0 $20,626 $0 $21,060 $227,040

100 to 200 $265,597 $0 $33,171 $0 $8,120 $350,571

200 to 500 $351,088 $218,134 $52,578 $0 $0 $523,524

500 to 1000 $179,227 $124,089 $294,814 $1,515 $24,000 $299,824

1000 to 5000 $345,645 $79,688 $145,195 $0 $13,248 $924,671

5000 to 20,000 $225,598 $0 $120,641 $0 $0 $899,620

20,000+ $585,679 $365,737 $772,324 $0 $592 $1,175,201

50th PERCENTILE

Under 100 $225,000 $3,188 $21,251 $0 $27,719 $236,491

100 to 200 $326,745 $49,173 $39,806 $0 $11,085 $408,128

200 to 500 $382,740 $450,304 $62,727 $0 $0 $886,295

500 to 1000 $286,765 $137,166 $294,814 $3,029 $24,000 $418,924

1000 to 5000 $360,25 $398,652 $265,748 $0 $27,019 $1,031,387

5000 to 20,000 $447,564 $251,088 $296,139 $0 $23,962 $1,552,407

20,000+ $585,679 $654,162 $956,695 $1,427,744 $17,250 $4,723,764

75th PERCENTILE

Under 100 $236,491 $34,750 $31,563 $0 $34,379 $342,276

100 to 200 $375,023 $152,948 $46,441 $0 $15,142 $507,286

200 to 500 $397,637 $554,614 $75,446 $0 $0 $1,087,248

500 to 1000 $368,147 $170,931 $294,814 $4,544 $24,000 $618,781

1000 to 5000 $475,572 $484,300 $402,254 $0 $63,034 $1,059,863

5000 to 20,000 $558,746 $676,891 $471,235 $0 $234,101 $2,241,933

20,000+ $1,326,900 $672,738 $981,243 $2,323,402 $27,865 $5,748,131

VP Operations Total Compensation
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VP Operations Compensation Structure
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VP OPERATIONS SEVERANCE
Severance Upon Change of Control

 Approximately 62% of the VPs researched had change of control arrangements in their employment contracts, 58% 
with double trigger provisions, and 42% with single trigger provisions.

 The most common arrangement (54.5%) specified 24 months of salary, plus 24 months of bonus.

VP CORPORATE DEVELOPMENT SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

3 12 18 24

0 5% 14% 9% 5%

12 0% 5% 0% 5%

18 0% 0% 5% 0%

24 0% 0% 0% 55%
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The table below shows the percentage of each type of entitlement for VPs Corporate Development who had termina-
tion without cause agreements in 2019.

Severance Upon Termination Without Cause

51% of the companies included in the Bedford study had a termination without cause agreement with the VP, Opera-
tions.

For those with termination agreements, the most common entitlement (37%) was 12 months of salary plus 12 months of 
bonus.

21% of the VPs, Operations were entitled to 24 months of salary and bonus payment after termination with cause.

VP OPERATIONS SEVERANCE  AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

3 12 18 24

0 5% 21% 5% 5%

12 0% 37% 0% 0%

18 0% 0% 5% 0%

24 0% 0% 0% 21%

The median for VP Exploration varies from $232,208 for companies with assets under $100 million to $452,031 from 
companies with assets above $20 billion. The deficit between the two values is small due to the fact that there is only 
one sample size for above $20 billion.

Bedford researched 56 VPs, Exploration this year and 37 were from companies with asset values above $100 million.

The percentage of VPs, Exploration receiving annual bonuses is the highest for companies with assets between $200 
to $500 million dollars

Among all companies researched, only 57% of the VPs received an annual incentive payment which has sharply 
increased by 13% compared to 2018. This might be caused by the increase in data set size.

The trend and differences in compensation by asset tiers wasn’t as obvious compared to other executive roles men-
tioned above.

The graph below outlines the distribution as well as the percentiles and average of VP, Exploration’s total compen-
sation by asset tier. Among VPs, Exploration at companies with assets between $200 and $500 million dollars, 75% 
have received an annual bonus, which is the highest percentage among all asset tiers.

Above the $1 billion asset tier mark, almost all VPs received an annual incentive.

VP Exploration are least likely to receive additional equity through share-based and option-based compensation in 
comparison to other executives throughout this report.

This is a unique position that mostly only appears in the mining industry. For this industry, VP Exploration plays a critical 
role in managing geology departments and evaluating resources. These executives are also highly involved in the 
exploration and development of the company’s current assets.

2.6 VICE PRESIDENT OF EXPLORATIONS



BEDFORD  Board & Executive Compensation in the Mining Industry 2020

67

Home

THE BEDFORD REPORT 2020

VP EXPLORATION DEVELOPMENT TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $181,878 $232,208 $358,973

100 to 200 $199,728 $403,829 $199,728

200 to 500 $372,176 $525,779 $775,407

500 to 1000 $455,702 $546,404 $856,445

1000 to 5000 $757,649 $1,065,799 $1,557,758

5000 to 20,000 $935,149 $935,149 $935,149

20,000+ $452,031 $452,031 $452,031
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Vice President of Explorations continued
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ANNUAL INCENTIVES ANALYSIS
Assets ($millions) 2020 2019

Under 100 17% 30%

100 to 200 38% 50%

200 to 500 88% 75%

500 to 1000 71% 60%

1000 to 5000 91% 42%

5000 to 20,000 100% 33%

20,000+ 100% NA

ELEMENTS OF VP EXPLORATION DEVELOPMENT COMPENSATION

Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $149,551 $3,131 $77,145 $0 $7,235 $181,878

100 to 200 $153,775 $22,114 $65,000 $0 $2,513 $199,728

200 to 500 $231,500 $55,796 $69,440 $0 $0 $372,176

500 to 1000 $215,000 $71,301 $97,150 $0 $6,000 $455,702

1000 to 5000 $320,653 $148,750 $253,348 $0 $7,745 $757,649

5000+ $340,783 $118,800 $332,787 $110,101 $8,985 $1,014,457

50th PERCENTILE

Under 100 $179,750 $59,530 $80,000 $0 $55,743 $232,208

100 to 200 $162,200 $134,169 $110,000 $0 $3,467 $403,829

200 to 500 $262,097 $115,852 $81,031 $0 $13,703 $525,779

500 to 1000 $242,125 $149,889 $132,320 $0 $7,500 $546,404

1000 to 5000 $384,800 $403,200 $293,589 $0 $22,184 $1,065,799

5000+ $377,189 $237,600 $389,892 $110,101 $17,970 $1,093,764

75th PERCENTILE

Under 100 $205,802 $99,669 $90,000 $0 $166,895 $358,973

100 to 200 $210,000 $230,957 $130,000 $0 $4,420 $506,052

200 to 500 $294,974 $271,742 $131,742 $12,274 $16,686 $775,407

500 to 1000 $288,433 $486,996 $168,833 $965 $17,772 $856,445

1000 to 5000 $416,535 $749,089 $306,096 $0 $36,309 $1,557,758

5000+ $413,594 $356,400 $446,998 $110,101 $26,954 $1,173,072

VP Exploration Development Total Compensation continued
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VP Exploration Compensation Structure
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VP EXPLORATION SEVERANCE
Severance Upon Change of Control

52% of VPs of Exploration researched had change of control arrangements in their employment contracts.

Of the VPs that had change of control provisions, 70% had double trigger provisions, and 29% had single trigger pro-
visions.

The most common arrangement (41%) was an award of 24 months of salary, plus 24 months of bonus when the 
event is triggered.

VP EXPLORATION SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

12 18 24 36

0 9% 3% 18% 3%

12 6% 6% 6% 0%

18 0% 3% 0% 0%

24 0% 0% 39.4% 0%

30 0% 0% 3% 0%

36 0% 0% 0% 3%

The table below shows the percentage of each type of entitlement for VPs, Exploration who had change of control 
agreements in 2019.



BEDFORD  Board & Executive Compensation in the Mining Industry 2020

70

Home

THE BEDFORD REPORT 2020

The table below shows the percentage of each type of entitlement for VPs Exploration who had termination without 
cause agreements in 2019.

Severance Upon Termination Without Cause

Over half of the companies included in the Bedford study had a termination without cause agreement with the VP of 
Exploration.

For those with termination agreements, the most common entitlement was 24 months of salary, plus 24 months of 
bonus.

Approximately 20% were entitled to 12 months of salary and bonus payment after termination without cause.

VP EXPLORATION SEVERANCE AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

12 18 24 36

0 18% 6% 15% 3%

12 21% 6% 0% 0%

24 0% 0% 30.3% 0%

The median for VP Legal Affairs varies from $318,676 for companies with assets under $100 million to $2,654,134 from 
companies with assets above $20 billion.

Although the sample set is rather small with only 42 observants, there is a clear trend that the median and average 
total compensation increases as company asset increases. Due to the small sample size of 10 for the $5B to $20B 
asset tiers, the total compensation is informative only and may not be a true representation of the industry.

Among all companies researched, 72% of VPs Legal Affairs received annual incentive payments. This is an 8% de-
crease from the previous year.

All companies with assets above $5 billion paid annual bonus to their VPs Legal Affairs. This is consistent with the 
results from last year.

Compared to other executive officers, VPs Legal Affairs are more likely to receive both share-based and option-based 
compensation.

Most of the companies researched would also assign an executive member to be in charge of all legal affairs en-
countered during corporate operation. These executives supervise company operations and guide management 
team to follow regulations and amendments.

2.7 CHIEF LEGAL OFFICER, VICE PRESIDENT,  
LEGAL AFFAIRS, AND GENERAL COUNSEL
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CHIEF LEGAL OFFICER, VP LEGAL OFFICER
 TOTAL COMPENSATION

Assets ($millions) 25% 50% 75%

Under 100 $301,030 $318,676 $536,491

100 to 200 $168,500 $314,258 $462,559

200 to 500 $304,474 $377,992 $558,062

500 to 1000 $376,794 $439,401 $614,703

1000 to 5000 $1,351,536 $2,112,692 $2,654,039

5000 to 20,000 $1,300,481 $1,696,427 $2,177,017

20,000+ $2,476,826 $2,654,134 $2,831,442
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Chief Legal Officer, Vice President,  
Legal Affairs, and General Counsel continued
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ANNUAL INCENTIVES ANALYSIS

Assets ($millions) 2020 2019

Under 100 67% 100%

100 to 200 33% 43%

200 to 500 43% 64%

500 to 1000 75% 83%

1000 to 5000 86% 75%

5000 to 20,000 100% 100%

20,000+ 100% 100%

ELEMENTS OF VP EXPLORATION DEVELOPMENT COMPENSATION

Assets  
($millions)

Salary Equity
Annual  

Incentive Plans

Long Term  
Incentive  

Plan

All Other  
Compen- 

sation

Total  
Compen- 

sation

25th PERCENTILE

Under 100 $225,540 $66,990 $66,772 $0 $0 $301,030

100 to 200 $180,625 $42,500 $39,729 $0 $2,487 $168,500

200 to 500 $236,125 $0 $72,656 $0 $4,473 $304,474

500 to 1000 $218,224 $86,999 $0 $1,926 $5,322 $376,794

1000 to 5000 $374,767 $361,956 $296,561 $0 $23,522 $1,351,536

5000 to 20,000 $379,325 $225,478 $283,845 $0 $31,973 $1,300,481

20,000+ $729,948 $387,325 $587,570 $867,793 $0 $2,476,826

50th PERCENTILE

Under 100 $252,000 $84,304 $116,544 $0 $0 $318,676

100 to 200 $226,312 $91,417 $39,729 $0 $13,474 $314,258

200 to 500 $270,000 $124,800 $87,075 $0 $10,552 $377,992

500 to 1000 $264,524 $111,217 $13,444 $3,852 $16,514 $439,401

1000 to 5000 $424,993 $640,000 $351,739 $0 $54,600 $2,112,692

5000 to 20,000 $447,550 $582,213 $307,806 $0 $43,018 $1,696,427

20,000+ $758,647 $774,650 $596,941 $867,793 $0 $2,654,134

75th PERCENTILE

Under 100 $312,283 $123,990 $166,316 $0 $0 $536,491

100 to 200 $320,651 $96,925 $51,557 $0 $82,753 $462,559

200 to 500 $295,351 $151,510 $110,208 $0 $10,942 $558,062

500 to 1000 $297,672 $233,992 $73,349 $5,778 $28,889 $614,703

1000 to 5000 $514,174 $1,343,724 $396,328 $0 $105,829 $2,654,039

5000 to 20,000 $620,137 $1,155,261 $378,374 $0 $118,349 $2,177,017

20,000+ $787,345 $1,161,975 $606,311 $867,793 $0 $2,831,442

Chief Legal Officer, VP Legal Officer 
Total Compensation continued
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Chief Legal Officer, VP Legal Officer 
Compensation Structure

0% 20% 40% 60% 80% 100%

Under 100

100 to 200

200 to 500

500 to 1000

1000 to 5000

5000 to 20,000

20,000+

Shares and Options Options Awarded Shares Awarded

CHIEF LEGAL OFFICER, VP LEGAL OFFICER SEVERANCE
Severance Upon Change of Control

70% of the CLOs researched this year had change of control arrangements in their employment contracts, 85% with 
double trigger provisions, and 12% with single trigger provisions.

The most common arrangement was an award of 24 months of salary, plus 24 months of bonus.

CHIEF LEGAL OFFICER SEVERANCE AFTER A CHANGE OF CONTROL

Months of Salary Awarded

Months of Bonus 
Awarded

6 12 18 24 36

0 4% 7% 4% 0% 7%

12 0% 7% 4% 4% 0%

18 0% 0% 7% 0% 0%

24 0% 0% 0% 54% 0%

36 0% 0% 0% 0% 4%

The table below shows the percentage of each type of entitlement for Chief Legal Officer who had change of control 
agreements in 2019.
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The table below shows the percentage of each type of entitlement for the Chief Legal Officers who had termination 
without cause agreements in 2019.

Severance Upon Termination Without Cause

55% of the companies included in the Bedford study had a termination without cause agreements with the Chief 
Legal Officer.

The most common agreement entitled the executive to 24 months of salary, plus 24 months of bonus.

27% of contract holders were entitled to 12 months of salary and bonus payment after termination without cause.

CHIEF LEGAL OFFICER SEVERANCE AFTER A TERMINATION WITHOUT CAUSE

Months of Salary Awarded

Months of Bonus 
Awarded

12 18 24 36

0 0% 5% 5% 5%

12 27% 5% 5% 0%

24 0% 0% 50% 0%
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DIVERSITY
For the companies researched in this report, diversity is achieved in various aspects. Nearly all companies researched 
showed the awareness of the need for female representation in a senior management team, but many companies 
haven’t implemented any requirements for now. In 2019, women are still under-represented in the mining industry.

Bedford’s study on 2019 compensation shows only 16.3% of the board members researched were female, while only 
8.2% of executives are female. This is an 3% increase for board members, and 1.05% increase for executives. 

Diversity also appears in terms of background and experience. For the companies researched, the executive team 
and the board often comprise of people from various technical backgrounds. A typical composition would include at 
least one each from finance, geology, engineering, and law backgrounds. 

There is also a trade-off between experience and level of education, most executives and directors holding a bach-
elor’s degree have more than 30 years of experience and are often the most experienced personnel in the company 
group. As discussed above, various committees require members to hold certifications to be an eligible member. For 
example, the audit committee requires literate financial individuals with the CPA certification, and some EHSC commit-
tees required expertise in the environmental field. 

3.0 TRENDS IN GOVERNANCE

CFO

VP, Legal Affairs

COO

CEO

Other

Female Executive Roles
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PENSION AND DIFFERENCES IN PAYMENTS
The Bedford 2020 Compensation report included companies from outside North America as well. Among the over 
300 companies researched, over 20% were companies headquartered (or mainly operated) outside North Ameri-
ca. This is a 12% increase on international observations showcasing applicable data. As opposed to North American 
companies that put a greater emphasis on equity distribution, Asian companies tend to put a greater emphasis on 
pensions and other benefits. A notable difference between these companies and North American mining companies 
appeared on pension and other benefit payments.  
In North America, many companies had defined benefit plans that showcased the pension contributions.

TERM LIMIT AND MANDATORY RETIREMENT OF DIRECTORS
Bedford found that nearly 95% of all mining companies surveyed did not have Board term limits for their directors in 
2019. Generally, the term limits for the companies that portrayed the information had a range of 5 to 15 years, with 15 
being the 75th percentile. 

BOARD MEMBER INVOLVEMENT
Based on a sample size of 75 random board members in the data set, Bedford found that a majority of board mem-
bers are in at least 2 or more boards at one time. Although most companies do not have covenants regarding the 
number of boards a member can take part in, it was found that board members are quite active in the community. In 
the explored data, most board members participated in boards within the mining industry, however some members 
were in other industries such as financial institutions, infrastructure, and technology.

By becoming a member of multiple boards, members can boast their total compensation, and gain experience in the 
field of directorship. This allows the respective board members to build up their experiences to make their way to-
wards becoming a potential chairperson in a given company.

On the other hand, approximately 96% of the directors in the Bedford Report did not have a mandatory retirement 
age. For the companies that listed a mandatory retirement age, the average was from 70 to 75, with nearly 48% of 
companies setting a mandated retirement age of 72. 

BOARD TERM LIMIT IN YEARS

5 Years 3.23%

7 Years 11.29%

10 Years 16.13%

12 Years 25.81%

15 Years 43.55%
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