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Directors’ remuneration report
Annual statement

DEAR SHAREHOLDER,
On behalf of the Board, I am pleased to 
present the Remuneration Committee’s  
(‘the Committee’) Directors’ remuneration 
report for 2017.

Having been a member of the Remuneration 
Committee since 2011, I was duly appointed 
Chair of the Committee on 19 December 
2017 to replace Mr C.V. Geoghegan. 
The change in chairmanship was agreed 
with Mr Geoghegan in preparation for 
the Company’s remuneration plans 
for Senior Management in early 2018. 
As Mr Geoghegan was due to complete 
three terms (nine years) as a Non-Executive 
Director in May 2018 he would cease to be 
regarded as independent as defined in the 
UK Corporate Governance Code (April 2016).

As in previous years, this report is split into 
three sections: the Annual Statement, the 
Remuneration Policy and the Annual Report 
on Remuneration. SIG’s current Remuneration 
Policy was approved by Shareholders with a 
99.4% vote of support at the 11 May 2017 
Annual General Meeting (‘AGM’) and is due 
for renewal in 2020. Our Remuneration 
Policy, detailed on pages 81 to 83, remains 
consistent with that approved by Shareholders 
at the 2017 AGM, and is reproduced in full 
for both ease of reference and in order to 
provide context to the decisions taken by the 
Committee during the year.

REMENURATION COMMITTEE 
MEMBERSHIP
As at 31 December 2017, the Committee 
comprised the five independent Non-
Executive Directors of the Company.

Chair of the 
Committee Members

Ms J.E. Ashdown Ms A. Abt

Mr I.B. Duncan

Mr M. Ewell

Mr C.V. Geoghegan

REMUNERATION DECISIONS  
IN 2017
SIG’s clear strategy over 2017 has been the 
continued focus on seeking to grow its three 
core markets of insulation and interiors, 
roofing and exteriors and air handling by 
combining the reputational strengths of 
its local brands with the scale efficiencies 
and know-how of a multinational group. 
Furthermore, by working together more as 
a Group, and by fully leveraging its scale 
and presence in the marketplace, our aim 
is to make SIG’s whole greater than the 
sum of the parts, for example by improving 
the way in which we conduct procurement. 
However, while enacting our transformation 
programme, we need to ensure that we 
balance business change with the day-to-day 
operations of the Group, and that we remain 
focused on our customers.

For the year ended 31 December 2017, 
underlying Profit Before Tax (‘PBT’) was 
£79.2m and Group Working Capital to Sales 
was 9.0%. The objectives linked to underlying 
Profit Before Tax, Group Working Capital and 
Health & Safety in the annual bonus were 
achieved in part. The resulting annual bonus 
outcome was therefore 70% of salary for Mr 
N.W. Maddock and Mr M. Oldersma. This is 
payable, two-thirds in cash and one-third 
deferred as shares in the Company.

Based on performance to 31 December 
2017, 100% of the awards granted under 
the 2014 Long Term Incentive Plan (‘LTIP’) 
in September 2015 will lapse. These awards 
were based two-thirds on ROCE and one-
third on underlying earnings per share  
(‘EPS’); targets were not met in respect of 
either element.

DIRECTORATE CHANGES
Mr S.R. Mitchell stepped down from 
the Board as Group Chief Executive 
on 11 November 2016, and Mr D.G. 
Robertson retired from the Board as Group 
Finance Director on 31 January 2017. All 
payments made to both individuals were 
in line with the Company’s Remuneration 
Policy in place at the time, and consistent 
with their service agreements and statutory 
employment rights. Further details of both 
individuals’ exit payments and treatment of 
outstanding equity awards may be found on 
page 80 of the 2016 Annual Report and page 
93 of this Report. 

As replacements for the outgoing Group 
Chief Executive and Group Finance 
Director, Mr M. Oldersma was appointed 
as Chief Executive Officer on 3 April 2017 
and Mr N.W. Maddock was appointed as 
Chief Financial Officer on 1 February 2017. 
Further details of Mr M. Oldersma and 
Mr N. W. Maddock’s remuneration packages 
may be found on pages 84 to 85.

IMPLEMENTATION OF THE 
REMUNERATION POLICY IN 2018
Towards the end of 2017 the Committee 
reviewed the salaries of our Executive 
Directors. This review took into account 
a number of factors including individual 
experience and performance, pay conditions 
across the Group, economic factors and 
the business environment. Following this 
review, the Committee agreed that base 
salaries for the Executive Directors would 
increase by 1.5% for 2018. This is consistent 
with the increase for members of the Senior 
Leadership Team, and with the average 
increase across the rest of the Group.

Following a review of the annual bonus in 
2017, the Committee made a change to 
the mix of performance measures to better 
support the Company ethos of Stronger 
Together, as reflected in the 2018 bonus 
metrics. The metrics for the 2018 annual 
bonus will be linked 50% to Group underlying 

“ Our aim is to ensure that 
remuneration arrangements support 
the strategic aims of the Company 
and enable the recruitment, 
motivation and retention of senior 
executives while also complying with 
the requirements of regulation.”

JANET ASHDOWN CHAIR OF THE REMUNERATION COMMITTEE
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PBT and 50% to Group ROCE. Any bonus 
payments will also be subject to a health & 
safety gateway eg bonuses may be reduced 
to nil at the Remuneration Committee’s 
discretion in the event of a major health & 
safety incident. One-third of the bonus will 
continue to be deferred into shares for three 
years for Executive Directors. Both annual 
bonuses and LTIP awards are subject to 
malus and clawback provisions.

The Remuneration Committee is conducting 
a review of the incentive arrangements 
for the Executive Directors and other Key 
Executives of the Company. At the time of 
this Report the Committee is consulting 
with Shareholders on different incentive 
approaches. At the end of the consultation 
period, if the Committee determines to make 
any changes to the incentive arrangements, 
a revised Remuneration Policy will be put  
to Shareholders at a General Meeting of  
the Company.

If the Committee determines not to proceed 
with a new plan, awards will be made to 
Mr Oldersma and Mr Maddock in 2018 
under the existing LTIP. The performance 
measures will be determined closer to the 
time and disclosed via a stock exchange 
announcement and in next year’s report.

The Annual Report on Remuneration 
will be subject to an advisory vote at the 
forthcoming AGM. We continue to value any 
feedback from Shareholders and hope to 
receive your support at the AGM.

JANET ASHDOWN
CHAIR OF THE REMUNERATION COMMITTEE

8 March 2018

COMPLIANCE STATEMENT
This report, prepared by the Committee 
on behalf of the Board, has been prepared 
in accordance with the provisions of the 
Companies Act 2006 (‘the Act’), the Listing 
Rules of the Financial Conduct Authority and 
the Large and Medium-sized Companies 
and Groups (Financial Statements and 
Reports) (Amendment) Regulations 2013. 
The Act requires the Auditor to report to 
the Company’s Shareholders on the audited 
information within this report and to state 
whether in their opinion those parts of the 
report have been prepared in accordance 
with the Act. The Auditor’s opinion is set out 
on pages 167 to 177 and those aspects of 
the report that have been subject to audit 
are clearly marked.

It is considered that throughout the year 
under review the Company has complied 
with the governance rules and best practice 
provisions applying to UK-listed companies.

REMUNERATION POLICY
The Directors’ Remuneration Policy was 
approved by a binding vote at the 2017 
AGM and took effect from the date of the 
AGM. This section presents the full Policy, for 
ease of reference. The sections presented 
are as disclosed in the 2016 Directors’ 
Remuneration Report, save the following 
changes:

 � References to financial years have been 
updated where appropriate.

 � Pay scenario charts have been updated to 
reflect the latest salaries.

 � Details of current Non-Executive 
Directors’ letters of appointment.

The Company’s policy is to provide 
remuneration packages that fairly reward 
the Executive Directors for the contribution 
they make to the business and that are 
appropriately competitive to attract, retain 
and motivate Executive Directors and 
Senior Managers of the right calibre. A 
significant proportion of remuneration 
takes the form of variable pay, which is 
linked to the achievement of specific and 
stretching targets that align with the creation 
of Shareholder value and the Company’s 
strategic goals. The Group’s financial  
and strategic objectives are set out in the 
Strategic Report on pages 8 to 41.

The Remuneration Policy for Executive 
Directors is summarised in the table overleaf:
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Directors’ remuneration report
Directors’ remuneration policy

FIXED REMUNERATION

Element
Purpose and link  
to strategy Operation and process Opportunity Performance metrics

Recovery of 
sums (clawback)

Base salary To attract and retain 
talent in the labour 
market in which the 
Executive Director is 
employed.

Reviewed on an annual basis 
(with effect from January) or 
following a significant change 
in responsibilities, taking 
into account the individual’s 
performance and experience, 
with reference to published 
remuneration information 
from similar sized companies 
(excluding financial services) 
and companies operating in a 
similar sector. The Committee 
also takes account of the 
annual salary review for the 
rest of the Group.

It is anticipated that salary 
increases will generally be in 
line with the general employee 
population.

In certain circumstances 
(including, but not limited to, a 
significant increase in role size 
or complexity, or no increase 
for a number of years) the 
Committee has discretion to 
make appropriate adjustments 
to salary levels.

Not applicable. Not applicable.

Benefits To provide benefits 
that are appropriately 
competitive within 
the relevant labour 
market.

Benefits include (but are 
not limited to) a company 
car, medical and permanent 
health insurance. Benefits are 
reviewed annually and their 
value is not pensionable.

Benefits may vary by role. 
The cost of benefits may vary 
as a result of factors outside 
the Company’s control (eg 
increases in healthcare 
insurance premiums), though it 
is not anticipated that the cost 
of benefits will exceed £35,000 
per annum per Executive 
Director over the term of this 
Policy.

The Committee retains the 
discretion to approve a 
higher cost in exceptional 
circumstances (eg relocation).

Not applicable. Not applicable.

Pension To provide retirement 
benefits that are 
appropriately 
competitive within 
the relevant labour 
market.

The Company provides a 
contribution to a defined 
contribution pension scheme 
(open to all UK-based 
employees of the Group), or 
provides a cash equivalent at 
the request of the individual.

15% of base salary. Not applicable. Not applicable.

Share 
Incentive 
Plan (‘SIP’)

To encourage share 
ownership across all 
UK-based employees 
using HMRC tax-
advantaged schemes.

The SIP is an HMRC tax-
advantaged plan which 
provides all UK-based 
employees with a potentially 
tax-efficient way of purchasing 
shares and receiving matching 
shares. The Company gives one 
matching share for each share 
purchased by the employee 
up to a maximum of £20 each 
month.

Executive Directors are entitled 
to participate in the SIP on 
the same terms as other 
employees.

Maximum opportunity is in line 
with HMRC limits. 

Not applicable. Not applicable.
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VARIABLE REMUNERATION

Element
Purpose and link  
to strategy Operation and process Opportunity Performance metrics

Recovery of 
sums (clawback)

Annual bonus 
and Deferred 
Share Bonus 
Plan (‘DSBP’)

To incentivise 
and reward the 
achievement of 
annual financial 
and non–financial 
targets, in line with 
the Company’s 
strategic priorities. 
Mandatory deferral of 
part of the bonus into 
shares to strengthen 
shareholder 
alignment.

The annual bonus is reviewed 
annually prior to the start 
of each financial year to 
ensure bonus opportunity, 
performance measures, targets 
and weightings are appropriate 
and continue to support the 
strategy.

Executive Directors are 
required to defer one–third 
of any bonus earned into an 
award over SIG shares for a 
period of three years under the 
DSBP. Dividend equivalents are 
payable over the vesting period 
in respect of the DSBP awards 
which vest.

Maximum opportunity is 100% 
of salary.

For entry level and target 
performance, the bonus 
earned is up to 30% and up to 
65% of maximum, respectively.

Performance is 
determined by the 
Committee on an 
annual basis by 
reference to Group 
financial measures 
and non-financial 
measures.

The personal/strategic 
element will not be 
weighted more than 
30% of the total in  
any year.

When assessing 
financial performance, 
the Committee 
typically considers 
underlying Profit 
Before Tax (‘PBT’) 
and Group working 
capital, as well as 
other indicators of 
performance defined 
at the start of the year.

Details of the 
measures and 
weightings applicable 
for the financial 
year under review 
are provided in the 
Annual Report on 
Remuneration.

The annual 
bonus is subject 
to malus and 
clawback, ie 
forfeiture or 
reduction of the 
deferred portion 
or recovery of 
paid amounts, 
in exceptional 
circumstances. 
Such 
circumstances 
may include (but 
are not limited 
to) material 
misstatement 
of the Group’s 
financial 
results or gross 
misconduct.

Long Term 
Incentive 
Plan (‘LTIP’)

To incentivise and 
reward the delivery 
of the Group’s long 
term strategy whilst 
providing strong 
alignment with 
Shareholders.

Executive Directors are granted 
annual awards of nil-cost 
options or conditional share 
awards, which vest based on 
performance over a minimum 
of three years.

Awards normally vest after 
three years, and a two-year 
holding period applies for 
vested awards, during which 
time Executive Directors may 
not sell shares save to cover 
tax.

Dividend equivalents are 
payable over the vesting and 
holding periods in respect of 
the awards which vest.

Maximum annual award is up 
to 150% of salary.

In exceptional circumstances, 
such as to facilitate the 
recruitment or retention of 
an executive, or to recognise 
exceptional individual 
performance which the 
Committee considers has 
generated significant value for 
Shareholders, the Committee 
may, in its absolute discretion, 
exceed this maximum annual 
opportunity, up to 200% of 
salary.

Threshold performance will 
result in vesting of no more 
than 25% of the award.

Vesting of LTIP awards 
is subject to the 
Group’s performance 
measured over a 
minimum of three 
years.

The performance 
measures and 
respective weightings 
may vary year-on-year 
to reflect strategic 
priorities, subject to 
retaining an element 
based on underlying 
EPS growth and 
Return On Capital 
Employed (‘ROCE’).

Details of the 
measures, weightings 
and performance 
targets used for 
specific LTIP grants 
are included in the 
Annual Report on 
Remuneration.

LTIP awards are 
subject to malus 
and clawback, 
ie forfeiture or 
reduction of 
unvested awards 
or recovery of 
vested awards, 
in exceptional 
circumstances 
(eg material 
misstatement 
or gross 
misconduct).
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The Committee is satisfied that the 
Remuneration Policy on pages 81 to 83 is 
in the best interests of Shareholders and 
does not promote excessive risk-taking. 
The Committee has discretion to adjust the 
formulaic annual bonus and LTIP vesting 
outcomes to ensure alignment of pay with 
performance, ie to ensure the final outcome 
is a fair and true reflection of underlying 
business performance. Any adjustments will 
be disclosed in the relevant Annual Report 
on Remuneration. The Committee also 
retains discretion to make non-significant 
changes to the Policy without reverting  
to Shareholders.

NOTES TO THE REMUNERATION 
POLICY TABLE
PAYMENTS FROM EXISTING AWARDS
Executive Directors are eligible to receive 
payment under any award made prior to the 
approval and implementation of the 2017 
Remuneration Policy including under the 
existing LTIP.

SELECTION OF PERFORMANCE 
MEASURES
Annual bonus and LTIP performance 
measures used under the annual 
performance bonus are selected annually to 
reflect the Group’s main short and long term 
strategic objectives and reflect financial and 
non-financial priorities, as appropriate.

In respect of the annual bonus, Group PBT is 
selected for the year as an objective as it is a 
well understood measure of the Company’s 
financial performance. The use of Group 
ROCE helps reinforce delivery of other key 
strategic goals.

In respect of the LTIP, the Committee 
continues to believe that ROCE reinforces 
the focus on capital efficiency and delivery of 
strong returns for our Shareholders, thereby 
further strengthening the alignment of 
management’s incentives with SIG’s strategy. 
The Committee also continues to believe that 
underlying EPS is a key driver of long term 
Shareholder value for SIG.

Performance targets are set to be stretching 
and achievable, taking into account the 
Group’s strategic priorities and the economic 
environment in which the Company 
operates. Targets are set taking into account 
a range of reference points including the 
Group’s strategic plan and broker forecasts 
for both SIG and its peers. The Committee 
believes that the performance targets set 
are very challenging and that the maximum 
outcomes are only available for truly 
outstanding performance.

REMUNERATION POLICY FOR 
OTHER EMPLOYEES
Our approach to salary reviews is consistent 
across the Group, with consideration given 
to the level of responsibility, experience, 
individual performance, salary levels in 
comparable companies and the Company’s 
ability to pay. Remuneration surveys are 
referenced, where appropriate, to establish 
market rates. 

Senior managers participate in a similar 
annual bonus plan to that for the Executive 
Directors, with performance measures 
tailored to individual business areas. A 
limited number of senior managers are also 
eligible to receive LTIP awards. Performance 
conditions are consistent for all participants, 
while award sizes vary by organisational level. 
All UK employees are eligible to participate in 
the SIP on the same terms. 

Pension and benefits arrangements are 
tailored to local market conditions, and 
so various arrangements are in place for 
different populations within SIG. Executive 
Directors participate in the same pension 
scheme as other senior managers.

APPROACH TO RECRUITMENT 
REMUNERATION
The Committee’s policy is to set pay for 
new Executive Directors within the existing 
Remuneration Policy in order to provide 
internal consistency. The Committee aims 
to ensure that the Company pays no more 
than is necessary to appoint individuals of an 
appropriate calibre. 

When appointing a new Executive Director, 
the Committee may use any element of 
remuneration as set out in the Policy table. 
Where an individual is appointed on an initial 
salary that is below market, any shortfall may 
be managed with phased increases over 
a period of years, subject to the Executive 
Director’s development in the role and 
Company performance. This may result in 
above-average salary increases during  
this period.

The annual bonus is normally reduced on 
a pro rata basis to reflect the proportion of 
the year employed. The Committee retains 
flexibility to apply different performance 
measures and targets in the first year of 
appointment, depending on the timing and 
nature of the appointment. The maximum 
level of variable remuneration which may be 
granted to a new Executive Director is set 
out in the Policy table.

In addition to the components of 
remuneration included in the Policy table, 
the Committee may also make additional 
cash and/or share-based awards to a new 
externally appointed Executive Director to 
‘buy out’ incentive arrangements forfeited 
on leaving a previous employer, when it 
considers this to be in the best interests 
of the Group and our Shareholders. The 
Committee may exercise the discretion 
available under the relevant Listing Rule 
to facilitate this, ie in the event that a 
different structure is required. In doing 
so, the Committee will ensure that any 
‘buyout awards’ have a fair value no higher 
than that of the awards forfeited and will 
consider relevant factors including any 
performance conditions attached to these 
awards, the likelihood of those conditions 
being met, and the remaining vesting period 
of these awards. Where, in the Committee’s 
opinion, awards forfeited are still subject 
(at date of appointment) to substantive 
performance conditions, any awards made 
in compensation will have SIG-specific 
performance conditions attached.

Where an Executive Director is appointed 
through internal promotion, and the 
individual has contractual commitments 
made prior to their promotion to the Board, 
the Company will continue to honour these 
arrangements. 

SHARE OWNERSHIP GUIDELINES
To further align Executive Directors’ 
interests with those of Shareholders, the 
Company has established the principle of 
requiring Executive Directors to build up 
and maintain a beneficial holding of shares 
in the Company equivalent to a minimum 
of 200% of base salary. Under normal 
circumstances it is expected that this should 
be achieved within five years of appointment. 
It is anticipated that this guideline will be 
achieved mainly by the vesting of shares 
through the Company’s share plans.

EXECUTIVE DIRECTOR SERVICE 
CONTRACTS
Subject to the considerations set out 
overleaf, the Company’s policy is to limit 
termination payments to pre-established 
contractual arrangements. In the event that 
the employment of an Executive Director 
is terminated, any compensation payable 
will be determined in accordance with the 
terms of the service contract between the 
Company and the Executive Director, as well 
as the rules of any incentive plans.

Directors’ remuneration report
Directors’ remuneration policy
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Executive Directors have service agreements 
with an indefinite term and which are 
terminable by either the Group or the 
Executive Director on six months’ notice in 
the case of the Chief Executive Officer and 
on 12 months’ notice in the case of the Chief 
Financial Officer.

If employment is terminated by the Company, 
the departing Executive Director may have a 
legal entitlement (under statute or otherwise) 
to additional amounts, which would need to 
be met. In addition, the Committee retains 
discretion to settle any claims by or on behalf 
of the Executive Director in return for making 
an appropriate payment and contributing 
to the legal fees incurred by the Executive 
Director in connection with the termination 

of employment, where the Company wishes 
to enter into a settlement agreement and the 
individual must seek independent legal advice.

There is no provision in the Executive 
Directors’ service contracts for compensation 
to be payable on termination of their 
contract over and above sums due in 
respect of notice and accrued but untaken 
holiday, and as outlined below regarding 
annual bonus and LTIP. Executive Director 
service contracts are available to view at the 
Company’s registered office.

In certain circumstances, the Committee may 
approve new contractual arrangements with 
departing Executive Directors including (but 
not limited to) settlement, confidentiality, 
outplacement services, restrictive covenants 

and/or consultancy arrangements. These 
will be used sparingly and only entered into 
where the Committee believes that it is in 
the best interests of the Company and its 
Shareholders to do so.

Executive Director Date of service contract

Mr N.W. Maddock 6 October 2016

Mr M. Oldersma 13 March 2017

LEGACY ARRANGEMENTS
For the avoidance of doubt, it is noted that 
the Company will honour any commitments 
entered into that have been disclosed 
previously to Shareholders.

LEAVER AND CHANGE OF CONTROL PROVISIONS
When considering termination payments under incentive plans, the Committee reviews all potential incentive outcomes to ensure they are 
fair to both Shareholders and participants. The table below summarises how the awards under the annual bonus, the DSBP and the LTIP are 
typically treated in specific circumstances, with the final treatment remaining subject to the Committee’s discretion.

Plan Scenario Timing and calculation of vesting/payment

Annual 
bonus

Death, injury, ill health or disability, retirement, or 
any other reason the Committee may determine.

The Committee will determine the bonus outcome based on 
circumstances and the date of leaving. Performance against targets 
is typically assessed at the end of the year in the normal way 
and any resulting bonus will be prorated for time served during 
the year. The cash element of the bonus is normally paid on the 
normal payment date. The Committee has discretion to disapply 
performance test and/or time prorating, and to accelerate payment.

Change of control. The Committee will assess the most appropriate treatment for the 
outstanding bonus period according to the circumstances.

All other reasons. No bonus is paid.

Deferred 
Share Bonus 
Plan (‘DSBP’)

Death, injury, ill health or disability, retirement, or 
any reason other than misconduct or circumstances 
where the Company could have summarily 
dismissed the Executive Director.

Awards vest on the normal vesting date, although the Committee 
has discretion to accelerate vesting in certain circumstances as set 
out in the rules of the DSBP.

Change of control. Awards vest immediately.

Misconduct or circumstances where the Company 
could have summarily dismissed the Executive 
Director.

Awards lapse.

Long Term 
Incentive 
Plan (‘LTIP’)

Death, ill health or disability, redundancy, 
retirement, sale of the employing company or 
business out of the Group or any other reason as 
the Committee may determine.

Any outstanding awards will normally vest on the normal vesting 
date subject to performance, and be prorated for time. The 
Committee has discretion to disapply performance and/or time 
prorating in exceptional circumstances, and to accelerate vesting.

Change of control. Any outstanding awards will normally vest immediately subject 
to performance up to the point of the change of control, and 
be prorated for time. The Committee has discretion to disapply 
performance and/or time prorating in exceptional circumstances.

All other reasons. Awards lapse.
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PAY-FOR-PERFORMANCE: SCENARIO ANALYSIS
The following charts provide an estimate of the potential future reward opportunities for the Executive Directors, and the potential split 
between the different elements of pay under three different performance scenarios: “minimum”, “on-target” and “maximum”. Potential reward 
opportunities are based on SIG’s current Remuneration Policy (unchanged), applied to salaries as at 1 January 2018. Note that the projected 
values exclude the impact of any share price movements. 

Maximum

On-target

Minimum

£2,105k

£1,124k

£684k

27%

33%

32%

61%

100%

Maximum

On-target 6%6%

Minimum

£1,364k

£733k

£450k

33%

61%

100%

27% 40%41%

32%

Fixed remuneration Annual bonus Long  term incentives

Chief Financial OfficerChief Executive Officer

Assumptions underlying the scenarios:
 — The “minimum” scenario includes base salary, pension and benefits only (ie fixed remuneration)
 — The “on-target” scenario includes fixed remuneration as above, plus target bonus payout of 65% of maximum and threshold LTIP vesting of 

up to 25% of maximum award
 — The “maximum” scenario includes fixed remuneration, plus full bonus payout (100% of salary) and full LTIP vesting (150% of salary).

NON-EXECUTIVE DIRECTORS
The Non-Executive Directors (‘NEDs’), including the Chairman, do not have service contracts. The Company’s policy is that NEDs are appointed 
for specific terms of three years unless otherwise terminated earlier in accordance with the Articles of Association or by, and at the discretion 
of, either party upon three months’ written notice. NED appointments are reviewed at the end of each three-year term. NEDs will normally be 
expected to serve two three-year terms, although the Board may invite them to serve for an additional period.

NED letters of appointment are available to view at the Company’s registered office.

Summary details of terms and notice periods for NEDs are included below:

NED Date of current letter of appointment Effective date of appointment Expiry of current term

Mr A.J. Allner 10 October 2017 1 November 2017 14 May 2020

Ms A. Abt 5 March 2015 12 March 2015 15 May 2021

Ms J.E. Ashdown 3 April 2017 11 July 2011 14 May 2020

Mr I.B. Duncan 9 December 2016 1 January 2017 14 May 2020

Mr M. Ewell 2 May 2017 1 August 2011 11 May 2019 

Mr C.V. Geoghegan1 4 April 2016 1 July 2009 10 May 2018

Mr L Van de Walle2 11 May 2016 1 October 2010 N/A

Mr J.C. Nicholls3 4 April 2016 6 November 2009 N/A

1.  Mr C.V. Geoghegan will retire from the Board on 9 March 2018.
2.  Mr L. Van de Walle retired on 31 October 2017.
3.  Mr J.C. Nicholls retired on 31 March 2017.

NEDs do not receive benefits from the Company and they are not eligible to join the Company’s pension scheme or participate in any bonus or 
share incentive plan. Any reasonable expenses that they incur in the furtherance of their duties are reimbursed by the Company.
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Details of the Remuneration Policy on NED fees are set out in the table below:

Purpose and link to 
strategy Operation and process Opportunity

To attract and 
retain NEDs of the 
highest calibre with 
experience relevant 
to the Company.

Fees are reviewed annually in May with any increase 
effective from 1 May.

The fee paid to the Chairman is determined by the 
Committee, and fees to NEDs are determined by the 
Board. Fee levels are benchmarked against comparable 
companies, and take account of the time commitment and 
the responsibilities of the NEDs.

Other than for the Company Chairman, fees comprise 
a base fee for acting as an NED of the Company, and 
additional fees for acting as Senior Independent Director or 
as Chairman of a Board Committee, as appropriate.

Additional fees may also be paid in respect of Company 
advisory Boards.

It is anticipated that increases to Chairman and NED fee 
levels will typically be in line with market levels of fee 
inflation. In exceptional circumstances (including, but 
not limited to, material misalignment with the market 
or a change in the complexity, responsibility or time 
commitment required to fulfil an NED role) the Board has 
discretion to make appropriate adjustments to fee levels 
to ensure they remain market competitive and fair to  
the Director.

The maximum annual aggregate fee, for all Group NEDs, 
is £500,000 as set out in the Company’s Articles of 
Association.

EXTERNAL DIRECTORSHIPS
The Committee acknowledges that Executive Directors may be invited to become independent Non-Executive Directors of other quoted 
companies which have no business relationship with the Company and that these duties can broaden their experience and knowledge to the 
benefit of the Company.

Executive Directors are permitted to accept such appointments with the prior approval of the Chairman. Approval will be given only where 
the appointment does not present a conflict of interest with the Group’s activities and the wider exposure gained will be beneficial to the 
development of the individual. Where fees are payable in respect of such appointments, these would be retained by the Executive Director.

CONSIDERATIONS OF CONDITIONS ELSEWHERE IN THE GROUP
The Committee considers the pay and employment conditions elsewhere in the Group when determining remuneration for Executive 
Directors, and the Company seeks to promote good relationships with employee representative bodies as part of its employee engagement 
strategy. However, the Committee does not currently consult specifically with employees on the Executive Director Remuneration Policy. 

CONSIDERATION OF SHAREHOLDER VIEWS
When determining remuneration, the Committee takes into account the guidelines of investor bodies and Shareholder views. The Committee 
is always open to feedback from Shareholders on the Remuneration Policy and arrangements, and commits to undertaking Shareholder 
consultation in advance of any significant changes to the Remuneration Policy.
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ANNUAL REPORT ON 
REMUNERATION
The following section provides details 
of how SIG’s 2017 Remuneration Policy 
was implemented during the financial 
year ended 31 December 2017, and how 
the Remuneration Committee intends to 
implement the Remuneration Policy in 2018. 

THE REMUNERATION COMMITTEE
The key responsibilities of the Remuneration 
Committee are to:

 � determine the Remuneration Policy 
for Executive Directors and such other 
members of the Executive Management 
as it is designated to consider;

 � design specific remuneration packages 
which include salaries, bonuses, equity 
incentives, pension rights and benefits;

 � review the Executive Directors’ service 
contracts;

 � ensure that failure is not rewarded and 
that steps are always taken to mitigate 
loss on termination, within contractual 
obligations;

 � review remuneration trends across the 
Group; and

 � approve the terms of and recommend 
grants under the Group’s incentive plans.

The Committee’s Terms of Reference, which 
are reviewed regularly, are set out on the 
Company’s website (www.sigplc.com).

As at 31 December 2017, the Committee 
comprised five independent Non-Executive 
Directors of the Company, all of whom 
are considered to be independent within 
the definition set out in the UK Corporate 
Governance Code (April 2016) ('the Code’).

Chair of the Committee Members

Ms J.E. Ashdown
(from 19 December 2017)
Mr C.V. Geoghegan 
(until 19 December 2017 and 
continued as a member)

Ms A. Abt
Mr I.B. Duncan
Mr M. Ewell
 

During the year the Committee met seven 
times. Attendance by individual members of 
the Committee is disclosed in the Corporate 
Governance section of the Directors’ Report 
on page 64.

Only members of the Committee have the 
right to attend Committee meetings. The 
Chairman of the Board, Chief Executive 
Officer, Chief Financial Officer, Group 
Human Resources Director and Company 
Secretary attend the Committee’s meetings by 
invitation, but are not present when their own 
remuneration is discussed. The Committee 
also takes independent professional advice, 
on an ad hoc basis, as required. See ‘External 
advisors’ for more details.

The Committee reviews its own performance 
annually and considers where improvements 
can be made as appropriate.

KEY ACTIVITIES OF THE 
COMMITTEE IN 2017
The Committee met seven times in 2017.  
Its key activities included:

 � Review and approval of the 2016 
Directors’ Remuneration Report.

 � Review and approval of incentive 
outcomes for the annual bonus and LTIP 
in respect of performance for the year to 
31 December 2016.

 � Approval of opportunities/award levels 
and performance targets for 2017 annual 
bonus.

 � Review of Executive Director salaries and 
total remuneration.

 � Review of the Non-Executive Chairman fee.
 � Review and approval of remuneration 

packages and appointment terms for the 
Chief Executive Officer.

 � Consideration and approval of 
remuneration for leavers.

 � Consideration of external market 
developments and best practice in 
remuneration.

 � Review of the Remuneration Policy, 
consideration of potential revisions and 
related Shareholder consultation.

 � Preparation for the 2017 AGM.

EXTERNAL ADVISORS
Mercer Kepler, an independent firm of 
remuneration consultants appointed by 
the Committee after consultation with the 
Board, continued to act as the remuneration 
advisor to the Committee during the 
year. Mercer Kepler attends Committee 
meetings as required and provides advice 
on remuneration for executives, analysis 
on all elements of the Remuneration Policy 
and regular market and best practice 
updates. Mercer Kepler reports directly to 
the Committee Chairman and is a signatory 
to, and abides by the Code of Conduct 
for Remuneration Consultants of UK-
listed companies (which can be found at 
www.remunerationconsultantsgroup.com). 
Mercer Kepler’s parent, the MMC 
Group, does not provide any other non-
remuneration-related services to the 
Company. The Committee is satisfied that 
the advice it receives from Mercer Kepler is 
independent. Mercer Kepler’s fees for the 
year were charged on a time and materials 
basis and totalled £34,525 in respect of 2017 
(2016: £22,950). 

Deloitte LLP, external Auditor to the Group, 
has, when requested, performed specific 
procedures on the LTIP calculations at the 
end of the respective performance periods. 
Deloitte LLP were not asked to perform this 
service in 2017. 
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SHAREHOLDER VOTE AT THE 2017 AGM
The following table shows the results of the advisory vote on the Annual Report on Remuneration of the 2016 Directors’ Remuneration Report 
and the results of the binding vote on the current Remuneration Policy at the 11 May 2017 AGM:

For Against Total votes cast Votes Withheld

Annual Report on Remuneration Total number of votes 471,280,940 2,847,372 474,128,312 1,860,948

% of votes cast 99.4% 0.6% 100% 0.0%

Current Remuneration Policy Total number of votes 472,863,033 3,111,554 475,974,587 14,673

% of votes cast 99.4% 0.6% 100% 0.00%

SINGLE TOTAL FIGURE OF REMUNERATION FOR EXECUTIVE DIRECTORS (AUDITED) 
The table below sets out the single total figure of remuneration received by each Executive Director for services rendered to the Company as 
an Executive Director for the year to 31 December 2017 and the prior year: 

Executive Director
Base salary1

£’000

Taxable 
benefits2 

£’000
Pension3

£’000

Annual 
bonus4

£’000
LTIP5

£’000
Other 6
£’000

Total
remuneration

£’000

Mr M. Oldersma7 2017
2016

420
–

 18
–

63
–

293
–

–
–

–
–

794
–

Mr N.W. Maddock 8 2017 330 14 50 232 – 0.13 626

2016 – – – – – – –

Mr M. Ewell9 2017 200 – – – – – 200

2016 100 – – – – – 100

Mr D.G. Robertson10 2017 28 3 4 nil – – 35

2016 336 31 50 84 – – 501

The figures in the table above have been calculated as follows:
1. Base salary/fee: amount earned for the year.
2. Benefits: include, but are not limited to, company car or car allowance, medical and permanent health insurance.
3. Pension: the Company’s pension contribution during the year of 15% of salary, an amount of which was paid by salary supplement.
4. Annual bonus: payment for performance during the year (including deferred portion). The Bonus is calculated as a percentage of base salary, however, payment generated is pro rata for 

the year for the Executive Directors. 
5. LTIP: the value at vesting of awards vesting on performance over the three-year periods ended 31 December 2017 and 31 December 2016. There is no vesting in respect of either 2016 or 2017. 
6. Other: includes SIP, value based on the face value of matching shares at grant.
7. Mr M. Oldersma was appointed as Chief Executive Officer on 3 April 2017.
8. Mr N.W. Maddock commenced employment on 23 January 2017 and was appointed as Chief Financial Officer on 1 February 2017. The figures relate to the period he served as an 

Executive Director ie 1 February 2017 to 31 December 2017. The total bonus payable for his period of employment is £236,811.
9. Mr M. Ewell was appointed as Interim Chief Executive with effect from 11 November 2016, and received a fixed salary of £50,000 per month, and did 

not participate in any incentive scheme or receive pension contributions or benefits. Mr Ewell stepped down as Interim Chief Executive on 31 March 
2017 and continued to serve as an Executive Director for a handover to the new Chief Executive Officer, Mr M. Oldersma, until 30 April 2017. His base salary shown in the table reflects time 
served as an Executive Director. Fees paid to Mr M. Ewell in respect of his service as a Non-Executive Director are shown in Non-Executive Director single total figure table on page 92.

10. Mr D.G. Robertson retired as a Executive Director on 31 January 2017 and ceased to be an employee on 28 February 2017. The figures relate to the period he served as an Executive 
Director ie 1 January 2017 to 31 January 2017. He received £35,195.42 for his employment from 1 February 2017 to 28 February 2017.
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INCENTIVE OUTCOMES FOR 2017 (AUDITED)
ANNUAL BONUS IN RESPECT OF 2017
In 2017, the maximum bonus opportunity for Executive Directors was 100% of salary. 90% of bonus was based on financial performance (of 
which 60% was linked to underlying Profit Before Tax (‘PBT’) and 30% on Group Working Capital) and 10% on Health & Safety.

Further details of the bonuses paid, including the financial and non-financial targets and objectives set and actual performance, are provided 
in the tables below:

FINANCIAL ELEMENT 
Performance targets

Measure
Weighting

(% of salary) Threshold Target Stretch
Actual 

performance
Payout

(% of salary)**

Original underlying PBT* 60% £77.43m £81.50m £85.58m n/a n/a

Revised underlying PBT* 60% £71.10m £74.90m £78.60m £79.20m 60%

Group Working Capital to Sales 30% 8.90% 8.40% 7.90% 9.00% nil

Total 90% 60%

*  The underlying PBT targets stated above have been adjusted from those originally set at the commencement of the performance year, to reflect that certain of the Group’s businesses were 
closed, divested or placed under review during the performance year. The underlying PBT targets were adjusted proportionately to account for these changes in the Group’s businesses. 
The figures stated in the table above reflect the Group’s published underlying PBT for 2017 as stated in the Financial Statements on page 100 of this report, which do not factor in results 
for business which were closed, divested or under review in 2017. 

The Committee is satisfied that the adjusted targets are not materially easier or more difficult to achieve than the targets as originally set. The adjustment has resulted in 60% of the 
proportion of annual bonuses referable to PBT vesting.

** The Bonus is calculated as a percentage of base salary however payment generated is pro rata for the year for the Executive Directors.

NON-FINANCIAL ELEMENT

For 2017, non-financial performance was measured through the Company’s Health & Safety performance, focusing on the Group’s Accident 
Incident Rate (‘AIR’) and Health & Safety initiatives. The Committee reviewed performance and determined that the targets were achieved in 
full, and 10% of bonus (out of a maximum of 10%) was payable.

OVERALL BONUS OUTCOMES
Based on performance in respect of both the financial and non-financial elements, an overall outcome of 70% (out of a maximum of 100%) 
was warranted.

Mr N.W. Maddock and Mr M. Oldersma received bonuses of 70% of pro-rated salary for 2017. Two-thirds of the bonus will be paid in March 
2018 and one-third will be deferred into shares, vesting in March 2021. As in previous years, bonus payments are subject to clawback (ie 
forfeiture or reduction in exceptional circumstances).

Mr D.G. Robertson retired from the Board on 31 January 2017 and ceased as an employee on 28 February 2017. He was eligible to receive 
a pro-rated bonus in respect of the period 1 January 2017 to 28 February 2017, subject to performance as determined and approved in the 
normal manner. The Committee noted that investigations relating to the historical overstatement of profit had concluded that Mr Robertson 
was not aware of or involved in the irregularities identified but decided that, due to his position of responsibility, no bonus should be 
payable to Mr Robertson for 2017. The Committee concluded that there was no reason to apply clawback for previous years. Details of the 
irregularities identified are fully described on page 61 of the Corporate Governance report.

Mr M. Ewell did not participate in any incentive plans during the period he served as Interim Chief Executive.
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LONG TERM INCENTIVE PLAN: 2015 AWARDS
On 17 September 2015, Mr D.G. Robertson received an award of 274,323 nil-cost options, under the 2015 LTIP. Vesting of the award was 
dependent on three-year average Return on Capital Employed (‘ROCE’), defined as underlying operating profit after tax divided by average net 
assets plus average net debt (two-thirds of the award), and three-year cumulative underlying EPS performance (one-third), in each case for the 
period ending 31 December 2017. There was no retesting of performance. The performance targets are illustrated below:

Average ROCE 2015–2017
(operating profit after tax divided by the sum of total
equity plus net debt)

Cumulative underlying EPS 2015–2017
(pence)

ROCE element of the award (2/3rd) EPS element of the award (1/3rd)

0%
11% 14%

100%

%
 v

es
tin

g

0%

25%

38p 48p

100%

%
 v

es
tin

g

For the ROCE element, if three-year average ROCE over the three financial years ended 31 December 2017 is less than or equal to 11%, no 
shares will vest. Awards vest in full for ROCE of 14% or higher and vesting is on a straight-line basis between these two points. 

For the EPS element, if cumulative underlying EPS over the three financial years ended 31 December 2017 is less than 38p, no shares will vest. 
25% of the award will vest for EPS of 38p, and the award will vest in full for EPS of 48p or higher; vesting is on a straight-line basis between 
these two points.

Actual average ROCE was 10.3% and cumulative underlying EPS was 9.8p which resulted in zero vesting for both elements. 100% of the total 
award will therefore lapse. 

LONG TERM INCENTIVE PLAN: 2017 AWARDS
On 24 April 2017, Mr M. Oldersma and Mr N.W. Maddock were granted awards under the LTIP of 954,003 and 459,965 shares respectively; 
details are provided in the table below. The three-year period over which performance will be measured will be 1 January 2017 to 
31 December 2019. The award is eligible to vest in its entirety on the third anniversary of the date of grant (ie 23 April 2020), subject to ROCE 
and EPS performance. Executive Directors will additionally be required to hold any vested awards for a further two-year period, to encourage 
long term decision-making and further improve Shareholder alignment.

Executive Director Date of grant
Shares subject to 
award

Market price  
at date of award

Face value  
at date of award

Face value  
at date of award
(% of salary)

Mr M. Oldersma 24 April 2017 954,003 117.4p £1,120,000 200%1

Mr N.W. Maddock 24 April 2017 459,965 117.4p £540,000 150%

1.  Mr M. Oldersma received an LTIP award of 200% of salary in 2017 pursuant to the terms of his recruitment. It is intended that he will receive annual awards of 150% of salary in future 
years, in line with the normal maximum under the Remuneration Policy. 

These awards will vest based on three-year average ROCE (representing two-thirds of the award) and three-year cumulative underlying EPS 
(representing one-third of the award). The performance targets are illustrated overleaf:
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Average ROCE 2017–2019
(operating profit after tax divided by the sum of total
equity plus net debt)

Cumulative underlying EPS 2017–2019
(pence)

ROCE element of the award (2/3rd) EPS element of the award (1/3rd)

0%
10% 13.5%

100%

%
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g
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For the ROCE element, if three-year average ROCE over the three financial years ending 31 December 2019 is less than or equal to 10%, no 
shares will vest. Awards vest in full for ROCE of 13.5% or higher and vesting is on a straight-line basis between these two points.

For the EPS element, if cumulative underlying EPS over the three financial years ending 31 December 2019 is less than or equal to 31p,  
no shares will vest. Awards vest in full for cumulative underlying EPS at 38p or higher and vesting is on a straight-line basis between these  
two points.

As in previous years, the ROCE and EPS targets have been calibrated with reference to analysis based on internal and external data and the 
Committee’s view of what it believes will provide an appropriate level of stretch.

As in previous years, malus and clawback provisions apply to LTIP awards. A two-year holding period also applies to vested awards, during 
which time Executive Directors may not sell shares save to cover tax.

SINGLE TOTAL FIGURE OF REMUNERATION FOR NON-EXECUTIVE DIRECTORS (AUDITED)
The table below sets out the single total figure of remuneration received by each NED for services rendered to the Company as a Non-
Executive Director for the year to 31 December 2017 and the prior year: 

Base fee £’000

Committee Chair/ 
Senior Independent Director 

fees £’000
Additional Advisory Board 

fees £’000 Total fees £’000

Non-Executive Director 2017 2016 2017 2016 2017 2016 2017 2016

Mr L. Van de Walle1 141 168 – – – – 141 168

Mr A.J. Allner (Chairman)2 29 – – – – – 29 –

Ms A. Abt 49 48 – – – – 49 48

Ms J.E. Ashdown 49 48 – – – – 49 48

Mr M. Ewell3 32 40 – – – – 32 40

Mr C.V. Geoghegan4 49 48 10 10 25 17 84 75

Mr J.C. Nicholls5 12 48 3 10 – – 15 58

Mr I.B. Duncan6 49 – 7 – – – 56 –

1. Mr L. Van de Walle retired as Chairman on 31 October 2017.

2. Mr A.J. Allner was appointed as Chairman on 1 November 2017.

3. Mr M. Ewell received a salary for acting as Interim Chief Executive until 31 March 2017 and as an Executive Director for a further month to 30 April 2017 (see Executive Director single total 
figure table on page 89). He resumed his Non-Executive Directorship fee from 1 May 2017. The figures shown in the table relate to fees paid to him in his capacity as a Non-Executive Director.

4. Mr C.V. Geoghegan received a fee of £25,000 in 2017 for his additional services as the Non-Executive Chairman of the SIG Offsite Board.

5. Mr J.C. Nicholls retired as a Director and Audit Committee Chair on 31 March 2017.

6. Mr I.B. Duncan was appointed a Director on 1 January 2017 and Audit Committee Chair with effect from 1 April 2017.
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BOARD CHANGES
Mr M. Oldersma was appointed as Chief 
Executive Officer on 3 April 2017, and his 
remuneration package comprised a salary of 
£560,000, and incentive opportunities and 
pension contribution in line with the Policy. 
Mr N. Maddock was appointed as Chief 
Financial Officer on 1 February 2017, and his 
remuneration package comprised a salary of 
£360,000, and incentive opportunities and 
pension contribution in line with the Policy. 

PAYMENTS FOR LOSS OF OFFICE
Mr D.G. Robertson retired from the Board as 
Group Finance Director on 31 January 2017 
and remained an employee until 28 February 
2017. Details of his termination payments 
are set out in the 2016 Annual Report on 
Remuneration. 

In April 2017, 32,078 shares from Mr D.G. 
Robertson’s 2014 DSBP award vested. He 
also received an award of 24,797 shares 
in 2017 under the DSBP in respect of his 
annual bonus for the 2016 performance 
year, which vest on 31 March 2020.

PAYMENTS TO FORMER 
DIRECTORS
Following the end of his directorship, Mr 
D.G. Robertson received payments totalling 
£556,194 in 2017, which includes £35,195 for 
his period of employment from 1st February 
2017 to 28 February 2017. 

Mr S.R. Mitchell received payments in 
lieu of notice in monthly instalments until 
November 2017 amounting to £710,212. 

IMPLEMENTATION OF 
REMUNERATION POLICY IN 2018
BASE SALARY
The Committee agreed that base salaries 
for the Chief Executive Officer and Chief 
Financial Officer would increase by 1.5% for 
2018. Annual salaries for 2017 and 2018 are 
shown in the table below. The average salary 
increase for 2018 across the wider workforce 
is 1.5%.

 
Executive Director

 January 
2018 

salary 
£

January 
2017 

salary 
£

 
% 

change

Mr M. Oldersma 568,400 560,000 1.5

Mr N.W. Maddock 365,400 360,000 1.5

PENSION AND BENEFITS
The Executive Directors will continue to 
receive pension contributions of 15% of  
base salary and receive benefits in line with 
the policy.

ANNUAL BONUS
The maximum annual bonus opportunity 
for Executive Directors in 2018 will remain 
unchanged at 100% of salary.

The 2018 bonus will be linked 100% to 
financial performance (50% to Group 
underlying PBT and 50% to Group ROCE). 
Any bonus payments will be further subject 
to a health & safety gateway, ie bonuses 
may be reduced to nil at the Remuneration 
Committee’s discretion in the event of a 
considerable health & safety incident. 

As in 2017 and in line with the Policy, one-
third of the annual bonus will be deferred in 
SIG shares for a period of three years. Malus 
and clawback provisions apply in exceptional 
circumstances.

LTIP
In the event that the Committee determines 
not to proceed with an alternative long 
term incentive plan as referred to in the 
Remuneration Chair’s Annual Statement 
at pages 80 to 81, the intention would 
be to grant awards under the existing 
LTIP to Executive Directors following 
either of the Remuneration Committee 
meetings scheduled to take place in 
April or September 2018. In such a case, 
the Committee would determine the 
performance measures and targets for such 
LTIP awards closer to the time, and disclose 
them in full in both the 2018 Annual Report 
on Remuneration and the relevant RNS 
announcement. Performance measures and 
targets for any such LTIP awards would be 
set in line with the prevailing Remuneration 
Policy and would be no less challenging  
in the circumstances than those attaching to 
awards granted to Executive Directors  
in 2017. 

CHAIRMAN AND NON-EXECUTIVE 
DIRECTOR FEES
Mr A.J. Allner’s fee as Chairman of the Board 
is £175,000. The basic fee payable to each 
Non-Executive Director is £49,000 pa. 
Upon appointment, Additional fees payable 
for chairing the Audit and Remuneration 
Committees are £10,000 and £8,000 pa 
respectively. The additional fee paid for being 
Senior Independent Director is £2,000 pa. 
Non-Executive Director fees are reviewed in 
May each year. Additional fees may also be 
paid in respect of Company advisory Boards. 

PERCENTAGE CHANGE IN 
CHIEF EXECUTIVE OFFICER 
REMUNERATION 
The table overleaf shows the percentage 
change in the Chief Executive Officer’s 
remuneration from the prior year compared 
to the average percentage change in 
remuneration for the Senior Leadership 
Team (‘SLT’).

Given that the Company operates across 
a number of diverse economies with pay 
levels and structures reflecting local market 
conditions, the Committee believes that 
using the SLT as a subset for purposes 
of comparing Chief Executive Officer pay 
against wider employee pay provides a 
more meaningful comparison than using 
pay data for all employees. To provide a 
meaningful comparison, the analysis includes 
only salaried employees and is based on a 
consistent set of employees, ie the same 
individuals appear in the 2017 and 2016 
populations.
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Chief Executive Officer £’000
Other  

employees

20171 20162 % change % change

Salary 570 584 -2.4% 1.9%

Taxable benefits 18 25 -28.0% 8.1%

Annual performance bonus (including deferred element)3 293 – n/a 120.6%

1. Based on the sum of remuneration paid to Mr M. Ewell from 1 January 2017 up to and including 31 March 2017 and to Mr M. Oldersma over the period 3 April 2017 to 31 December 
2017.

2. Based on the sum of remuneration paid to Mr S.R. Mitchell from 1 January 2016 up to and including 11 November 2016 and to Mr M. Ewell over the period 11 November 2016 to 31 
December 2016.

3. No comparison possible as a bonus was not paid to the Chief Executive Officer in 2016.

RELATIVE IMPORTANCE OF SPEND ON PAY
The table below shows the percentage change in total employee pay expenditure and Shareholder distributions (ie dividends and share 
buybacks) from the financial year ended 31 December 2016 to the financial year ended 31 December 2017.

2017
£m

2016
£m % change

Distribution to Shareholders 18.2 28.0 -35%

Employee remuneration 398.5 373.0 6.9%

The Directors are proposing a final dividend for the year ended 31 December 2017 of 2.50p per share (2016: 1.83p).

PAY-FOR-PERFORMANCE
The graph below shows the Company’s Total Shareholder Return (‘TSR’) performance (share price plus dividends paid) compared with the 
performance of the FTSE All Share Support Services Index over the nine year period to 31 December 2017. This index has been selected 
because the Company believes that the constituent companies comprising the FTSE All Share Support Services Index are the most appropriate 
for this comparison as they are affected by similar commercial and economic factors to SIG. The table overleaf details the Chief Executive 
Officer’s single figure of remuneration and actual variable pay outcomes over the same period.

HISTORICAL TSR PERFORMANCE
Growth in value of a hypothetical £100 holding over the nine years to 31 December 2017. 
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2009 2010 2011 2012 2013 2013 2014 2015 2016 2016 2017 2017

Incumbent C.J. Davies C.J. Davies C.J. Davies C.J. Davies C.J. Davies1 S.R. Mitchell2 S.R. Mitchell S.R. Mitchell S.R. Mitchell4 M. Ewell5 M. Ewell M. Oldersma6

Chief Executive 
Officer single figure of 
remuneration (£’000) 1,354 1,087 1,065 1,024 1,031 987 968 765 581 100 150 794

Annual bonus outcome 
(% of maximum) 45% 54% 96% 54% 50% 60.5% 57.0% 0%3 n/a n/a n/a 70%

LTIP vesting outcome  
(% of maximum) 0% 0% 0% 0% 0% n/a n/a 19.5% n/a n/a n/a  n/a
1. The figures shown pertain to the period 1 January 2013 to 31 December 2013 (includes remuneration in lieu of salary, pension and other benefits after 1 March 2013).
2. Mr. S.R. Mitchell was appointed to the Board on 10 December 2012 and became the Chief Executive on 1 March 2013. The 2013 figure pertains to the period 1 January 2013 to 31 

December 2013.
3. Mr S.R. Mitchell took the decision to waive his entitlement to the 2015 annual bonus.
4. Mr S.R. Mitchell stepped down as Chief Executive with effect from 11 November 2016, and his remuneration relates to the period served. He did not receive a bonus for 2016, and his 

outstanding LTIP awards lapsed. 
4. Mr M. Ewell was appointed as Interim Chief Executive with effect from 11 November 2016 and stepped down on 31 March 2017. He continued as an Executive Director until 30 April 2017, 

and his remuneration relates to the period served as CEO. Mr M. Ewell did not participate in any Group incentive schemes.
5. Mr M. Oldersma was appointed Chief Executive Officer on 3 April 2017. The 2017 figure pertains to the period 3 April 2017 to 31 December 2017.

DIRECTORS’ INTERESTS IN SIG SHARES (AUDITED)
The interests of the Directors in office during the year to 31 December 2017, and their families, in the ordinary shares of the Company at the 
dates below were as follows:

31 December 
2017

1 January  
2017

Ms A. Abt 8,500 8,500

Mr A.J. Allner 6,000 –

Ms J.E. Ashdown 44,450 44,450

Mr I.B. Duncan – –

Mr M. Ewell 27,450 27,450

Mr C.V. Geoghegan 40,000 40,000

Mr N.W. Maddock* 718 –

Mr M. Oldersma 39,000 –

* Includes partnership and matching shares acquired under the SIP.

There have been no changes to shareholdings between 1 January 2018 and 8 March 2018 save that on 15 January 2018 and 15 February 2018 
when Mr N.W. Maddock acquired a further 89 and 106 shares, respectively, under the SIP. 

None of the Directors had an interest in the shares of any subsidiary undertaking of the Company or in any significant contracts of the Group. 
Details of Directors’ interests in shares and options under SIG long term incentives are set out overleaf.
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DIRECTORS’ SHAREHOLDING (AUDITED)
The table below shows the shareholding of each Director against their respective shareholding requirement as at 31 December 2017:

Shares held Nil-cost options held

Owned 
outright or 

vested

Vested  
but subject  

to holding 
period

Vested 
but not 

exercised

Unvested 
and 

subject to 
performance 

conditions

Unvested  
and  

subject  
to deferral

Shareholding required 
(% basic salary)1

Current shareholding 
as a percentage of 

basic salary
Requirement

met2

Mr M. Oldersma 39,000 –  – 954,003 200 12.08% No

Mr N.W. Maddock 718 – – 459,965 200 0.31% No

Ms A. Abt 8,500

Mr A.J. Allner 6,000

Ms J.E. Ashdown 44,450

Mr I.B. Duncan 0

Mr M. Ewell 27,450

Mr C.V. Geoghegan 40,000

1. Executive Directors are expected to achieve target shareholding within 5 years of appointment.
2. Based on SIG share price of 176.2p as at 31 December 2017. Note that both the Executive Directors were appointed in 2017, consequently they have not yet built up the required holding.

DIRECTORS’ INTERESTS IN SIG SHARES AND OPTION PLANS (AUDITED) 

Date of grant Share price
Number of nil-cost 

options awarded
Face value at grant 

£ Performance period 1 Exercise period

LTIP

Mr M. Oldersma 24/04/2017 117.4p 954,003 1,120,000 01/01/2017–31/12/2019 24/04/2020–23/04/2027

Mr N.W. Maddock 24/04/2017 117.4p 459,965 540,000 01/01/2017–31/12/2019 24/04/2020–23/04/2027

1. Pro rated from appointment as Executive Director.

Under the SIP, the Company matches up to 
the first £20 of savings made each month 
by the employee which is used to purchase 
matching shares on a monthly basis. 
Mr N.W. Maddock participated in the SIP  
in 2017.

The market price of shares at 
31 December 2017 was 176.2p and the 
range during 2017 was 93.8p to 182p.

There were no options exercised by the 
Directors in 2017 (2016: 129,167) and the 
aggregate of the total theoretical gains on 
options exercised by the Directors during 
2017 amounted to £nil (2016: £131,033). This 
is calculated by reference to the difference 
between the closing mid-market price of 
the shares on the date of exercise and the 
exercise price of the options, disregarding 
whether such shares were sold or retained on 
exercise, and is stated before tax.

EXTERNAL DIRECTORSHIPS
Mr M. Oldersma holds external directorships 
at Kondor HOLDCO Ltd and KidsFoundation 
Holdings B.V. During 2017, he received 
£72,000 for each directorship, which he 
retained. He is also a Director of Oldersma 
Management & Consultancy Ltd which is a 
personal services company used to invoice 
KidsFoundation Holdings B.V.

APPROVAL OF THE DIRECTORS’ 
REMUNERATION REPORT
The Directors’ Remuneration Report set 
out on pages 80 to 96 was approved by the 
Board of Directors on 8 March 2018 and 
signed on its behalf by Janet Ashdown, Chair 
of the Remuneration Committee.

JANET ASHDOWN
CHAIR OF THE REMUNERATION COMMITTEE

8 March 2018
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