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Letter from the Chair 
Dear Shareholder
I am pleased to present the Directors’ 
Remuneration Report for the year ending 
31 December 2017, on behalf of the 
Board and as Chair of the Remuneration 
Committee.

The purpose of this report is to set out 
the remuneration of executive directors 
and demonstrate alignment to creating 
shareholder value while delivering the 
short and long term strategic business 
objectives of the company. The report 
is fully compliant with all corporate 
governance requirements and aims to 
clearly detail remuneration outcomes for 
2017 and the future application of the 
remuneration policy in 2018.

The Committee and I are proud of the 
business transformation led by our 
executives and the wider leadership 
team. Not only have they continued to 
safely deliver core business activities, in 
a year with ongoing industry challenges, 
but they have also accelerated 
achievement of our strategy through the 
acquisition of AFW and the formation 
of Wood. This includes successfully 
delivering initial synergies committed 
to as part of the transaction process, 
implementing a new organisation 
structure and forming an integrated 
leadership team before year end. 

As Chair, I have led the Committee in 
reviewing and proposing remuneration 
arrangements, in consultation with our 
shareholders, in a year of substantial 
change. During 2017 we have continued 
to proactively engage with shareholders 
and to listen and understand wider views 
and concerns in a constantly changing 
executive remuneration environment.  

This engagement extended to include 
our new stakeholders, following the 
acquisition of AFW, to ensure we 
communicated the remuneration 
principles we apply, along with our 
strategy to reward fairly for exceptional 
performance against stretch targets. As 
a reminder our principles are:

• Alignment with strategy and delivery 
of shareholder value 

• Simplicity and balance 
• Internally fair, externally competitive
• Proactive shareholder engagement 

During 2017 we carried out our first 
gender pay report in the UK, including 
eight entities in the legacy organisations 
of Wood Group and AFW; more 
information can be found on page 30. 
The Committee engages with leadership 
and the wider workforce to ensure our 
people policies, practices and processes 
are fair and support diversity and 
equality. We welcome the changes 
proposed in the corporate governance 
code; for example, this year we have 
taken a proactive decision to report 
on the Chief Executive pay ratio. As a 
Committee we will continue to take 
an active interest in the developments 
during 2018, ensuring a considered and 
proactive approach.

We were pleased to receive 
overwhelming support from you for 
our revised remuneration policy which 
achieved 94.2% votes in favour at the 
annual general meeting in May 2017.  

Remuneration and performance 
outcomes for 2017
Targets set for both the annual bonus 
plan 2017 and the Long Term Incentive 
Plan (LTIP), 2017 - 2019 performance 

period, took into account the challenging 
market conditions in the oil and gas 
sector and the associated uncertainty; 
they did not take into account the 
acquisition as it had not been agreed or 
announced at that time.

Annual bonus
As a Committee, we focused on 
establishing stretching non-financial 
objectives, with tangible performance 
outcomes focused on the delivery of 
short term strategic plans. Financial 
measures included a measure of profit 
and Days Sales Outstanding (DSO), in 
line with the remuneration policy. During 
the course of 2017, and taking into 
account the impact of the acquisition 
of AFW in Q4, the decision was taken 
to retain EBITA as the profit measure 
instead of operating profit; guidance 
to the market was based on EBITA. To 
ensure the assessment of the bonus 
remained sufficiently stretching, during 
the year the Committee increased the 
profit measure target to reflect the 
period of AFW ownership. The approach 
to assessing DSO remained unchanged 
from previous years with stretching 
targets set appropriately for 2017. 

The financial performance outcomes 
in 2017 reflected a relatively resilient 
performance in challenging oil and 
gas markets. The Group delivered and 
reported EBITA of $371.6m ahead of 
expectations, achieving 98.9% of target, 
resulting in partial payment. Whilst 
progress was made on managing DSO, 
this was only sufficient to achieve a 
partial payment.

HSSE measures totalled 10% of bonus 
opportunity; 2.6% was achieved as a 
result of the improvement against Total 
Recordable Case Frequency (TRCF); 
and a further 5% was achieved due to 
delivery against the HSSE 2017 plan.

Delivery against team and personal 
objectives achieved 91.6%; detailed 
disclosure of the achievements can 
be found on page 58 within section 2 
of the report. Taking all of the above 
into account, annual bonuses of 59.4% 
of maximum are being awarded to 
executive directors. 

LTIP 
The Committee wants to support our 
high calibre executive directors and other 
senior leaders and incentivise them to 
deliver our business objectives safely; we 
remain focused on ensuring the targets 
continue to be stretching. 

Jeremy Wilson Chair, Remuneration Committee

Board’s Report
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The 2017 business performance 
contributed to a low LTIP pay out for the 
performance period 2015-2017, which 
had 75% of performance measures 
attributed to AEPS and 25% to Total 
Shareholder Return (TSR). AEPS of 53.3c 
was down 16.8% on 2016 and did not 
meet threshold performance, resulting 
in zero award for this measure; the 
underlying cause for this was our inability 
back in 2015 to predict the length and 
severity of the cyclical industry downturn. 
The TSR performance achieved 56th 
percentile, resulting in award just above 
threshold. This resulted in an overall 
achievement of 10.9% of the maximum 
award available for all participants.

Proposed policy application for 2018
The following section details the changes 
that we plan to make in implementing 
our policy in 2018. In particular, we have 
incorporated significant focus on delivery 
of our cost synergy targets, in line with 
our business strategy.

Base salary - last year we informed 
you of our intention to review, and if 
appropriate, increase base salaries in 
recognition of the executive directors' 
development in their roles, taking 
into account their performance and 
contribution to delivering the strategic 
business objectives.

During 2017 the Committee spent a 
significant amount of time considering 
executive pay during our scheduled 
meetings with particular reference to the 
implications of the AFW acquisition. We 
engaged with our largest shareholders 
to gather their views on executives’ 
salaries and our proposals for 2018. 
In recognition of Robin and David’s 
increased responsibilities in a business 
of significantly increased scale and 
complexity and their performance and 
contribution, the Committee has decided 
to increase their remuneration with effect 
from 1 January 2018. The Committee 
and Board have every confidence in their 
ability to deliver and want to ensure their 
remuneration is commensurate with their 
roles in the new organisation. 

When determining the appropriate 
level of remuneration to lead Wood 
and deliver the considerable stretching 
targets the Board has set, including cost 
synergies of at least $170m by the end 
of the third year following completion, 
we considered the following:

• Performance to date: the 
restructuring and transformation of 

Wood Group, under Robin and David’s 
leadership has resulted in a strong 
balance sheet and cash position, 
despite the extremely challenging 
industry conditions. This enabled the 
acquisition of AFW at an appropriate 
premium, accelerating achievement of 
our business strategy

• The increased complexity and scale 
of the executive director roles – for 
example, increased number of service 
lines and countries with associated 
increased risk profile

• The executive directors and leadership 
team have already delivered more 
than $40m of annualised cost 
synergies, ahead of our prospectus 
commitments

• The maintenance of an appropriate 
balance between fixed and variable 
pay, with the latter designed to deliver 
reward, aligned to shareholders 
interests, if stretch targets are achieved

• The position of the proposed 
remuneration around the median of 
UK listed companies of a similar size 
and complexity

In our engagement with shareholders we 
had proposed to increase Robin’s base 
salary from £600,000 to £750,000, with 
the maximum variable pay opportunity 
remaining unchanged; and to increase 
David’s base salary from £390,000 to 
£475,000, with his maximum variable 
pay opportunity for annual bonus 
increasing from 140% to 150% and from 
160% to 175% for LTIP. 

Whilst we received some strong support 
for these increases, we also considered 
views that salary increases should be 
more paced with the longer term delivery 
of the benefits of the AFW transaction. 
We listened to this feedback and have 
significantly tempered the proposed 
increases. From 1 January 2018, Robin’s 
salary is £690,000 and David’s salary 
is £450,000. We will increase David’s 
maximum variable pay opportunity as 
originally proposed. The Remuneration 
Committee understands the focus on 
executive pay and has not taken these 
decisions lightly. However, we feel that 
these increases are the right thing to do 
for the company and to maintain a highly 
motivated and strongly performing 
leadership to deliver further shareholder 
value creation. We will review salaries 
again in 2019, taking into account 
business and individual performance.

Annual Bonus Plan – we will continue to 
pay out 50% at target. Maximum bonus 
opportunity for the Chief Executive will 
be 175% of salary and 150% for the CFO. 
Full details of the personal objectives, 
which account for 30% of the annual 
bonus opportunity, are contained in 
section 2.10. The other performance 
measures will be EBITA, accounting for 
20% of the annual bonus opportunity; 
cash generation, also accounting for 
20%; HSSEA at 10%; and a synergy 
target achievement at 20%.  

Long Term Plan - the maximum 
opportunity for the Chief Executive will 
be 200% of salary and 175% for the 
CFO. No portion of these awards may 
now be released until five years from 
grant in line with our focus on creating 
value for shareholders over the long 
term by linking a significant portion of 
executive directors’ remuneration to long 
term performance. For the performance 
period commencing 2018 the 
performance measures will be relative 
TSR at 50% weighting and a strategic 
measure based on cost synergies also at 
50% weighting. The strategic measure is 
to achieve the three-year synergy target 
of $170m; threshold will be $160m and 
the maximum will be achieved if $200m 
or greater synergies are realised. The 
Committee considers these measures 
are well aligned to our strategy and 
shareholders interest and focused on 
delivering substantial value. We will 
review our approach again for 2019.

As always, we seek and welcome your 
feedback. Should you wish to get in 
touch please email the Secretary to the 
Committee, Claire Yule.

I trust that in the report for 2017 we 
have clearly explained our application 
and intentions regarding future 
implementation of the Directors’ 
Remuneration Policy and I look forward 
to your support on the relevant 
resolution.

Jeremy Wilson  
Chair, Remuneration Committee

|  Directors' Remuneration Report
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Remuneration Committee
The Remuneration Committee advises the Board on executive 
remuneration and sets the remuneration packages of each 
of the executive directors within the approved policy. The 
Committee has a written charter, which is reviewed annually 
and is publicly available on the company website.

During 2017, the Remuneration Committee comprised the 
following independent non-executive directors: Jeremy 
Wilson (Chair), Mary Shafer-Malicki and Jann Brown. Where 
appropriate, the Committee receives input from the Chair of 
the Board, Chief Executive, CFO, Executive President of People 
& Organisation and the Head of Compensation & Benefits, who 
also acts as Secretary to the Committee.

The aim of the Committee is to establish an overall 
remuneration structure which will:

• Promote the long term success of the company and deliver 
the strategy

• Create a competitive total remuneration package that 
supports recruitment, retention and motivation of executive 
directors, through a balance of fixed and variable pay

• Reflect the size and complexity of the global business

• Take account of executives’ individual responsibilities and 
geographical location

• Align executive remuneration with the company’s long term 
strategy, maximising the interests of shareholders

• Take into account the broader setting of pay conditions 
elsewhere within the company

In setting remuneration policy the Committee gives full 
consideration to the relevant provisions of the UK Corporate 
Governance Code, relevant regulations enacted under 
the Companies Act 2006 and shareholder views through 
consultation.  

During the year, the Committee took advice from Deloitte 
LLP, who was retained as external advisor to the Committee. 
Deloitte adhere to the Remuneration Consultants Groups’ 
Code of Conduct. Deloitte received £69,270 for the provision 
of services to the Committee during the year. These fees 
consisted of core services (where the cost was agreed in 
advance) and additional services (which were charged 
on a time and materials basis). As well as advising the 
Remuneration Committee, Deloitte provided other services in 
2017, predominately related to tax compliance and advisory, 
integration activities related to the acquisition of AFW, systems 
consultancy and immigration advice. The Committee has 
reviewed the remuneration advice provided by Deloitte during 
the year and is comfortable that it has been objective and 
independent. The Committee has reviewed the potential for 
conflicts of interest and judged that there were appropriate 
safeguards against such conflicts.

During 2017, the Committee met four times to discuss 
remuneration issues and the operation of the Directors’ 
Remuneration Policy. There was full Committee attendance 
at each of these meetings. The Committee considered the 
following matters during the course of the year:

February
• Target setting for ABP 2017 and LTIP performance period 

2017- 2019

• Agreed final outcomes for ABP 2016, 2017 arrangements 
and deferred payments from 2014

• Agreed LTIP outcomes for 2014-2016 performance period, 
2017-2019 arrangements and deferred awards from 
performance period 2012-2014

• Approved 2016 Directors’ Remuneration Policy and Report

• Reviewed and approved Committee charter

May
• Considered reward implications for the proposed acquisition 

of AFW including existing remuneration policy, variable 
reward plans and transitional arrangements

• Annual bonus Q1 performance update

• AGM preparation

• Reviewed approach to UK gender pay gap reporting as part 
of considerations of pay in the wider group

August
• Reviewed update on reward implications for proposed AFW 

acquisition including transitional arrangements, retention, 
potential future policy application and related shareholder 
consultation process 

• Considered employee share plan arrangements and 
application for 2018

• Agreed approach to DRR 2017 for AGM 2018

• Determined process for Committee performance  
evaluation 2017

November
• Considered proposed 2018 remuneration and policy 

application for executive directors and agreed approach to 
shareholder consultation

• Reviewed ABP projected outcomes for 2017 and agreed 
process for determining achievement against 2017 objectives

• Considered ABP arrangements for 2018 and process for 
determining executive directors’ objectives

• Reviewed estimated LTIP performance for 2015-2017 and 
considered arrangements for 2018-2020 performance period

• Completed Committee performance evaluation against 
2017 objectives and agreed proposed 2018 objectives

Read the Remuneration Committee Charter at:  
www.woodplc.com/remcommittee

Committee meetings in 2017

Jan 
17

Feb 
17

Mar 
17

Apr 
17

May 
17

Jun 
17

Jul 
17

Aug 
17

Sep 
17

Oct 
17

Nov 
17

Dec 
17
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Statement of shareholder voting
The Committee encourages shareholder engagement. Where 
there are a substantial number of votes against any resolution 
on directors’ remuneration, the Committee would seek to 
understand the reasons for any such vote, and will detail here 
any actions in response to it.

The following table sets out the 2017 AGM voting in respect of 
our remuneration matters:

Item For (a) Against Number of 
Abstentions (b)

Advisory vote on the 
2016 annual report 
on Remuneration 
(2017 AGM)

299,339,821 
(96.85%)

9,737,501
(3.15%)

447,507

Binding vote on 
the 2017 Director’s 
Remuneration Policy 
(2017 AGM)

290,409,885 
(94.23%)

17,782,054 
(5.77%)

1,358,331

Notes to the Statement of shareholding voting

a. Discretionary votes have been added to “For” votes.

b. A vote abstained is not a vote in law and is not counted in the calculation 
of the percentage of votes “For” or “Against” a resolution.

Part 1: Policy Report
This part of the Directors’ Remuneration Report contains 
the Directors’ Remuneration Policy. This policy was approved 
by shareholders at the 2017 AGM, and took effect from that 
date. The objective of the remuneration policy is to provide a 
compensation package that promotes the long term success 
of the company and supports the strategy. It does this through 
a balance of fixed and variable pay, with the intent of creating 
a competitive total remuneration package which attracts and 
retains executives while creating an appropriate alignment 
between incentivising executive performance and the interests 
of shareholders.

There are no proposed changes to the policy, and therefore 
no requirement for shareholder vote at the 2018 AGM. The 
Committee will put a policy to shareholders again no later than 
the 2020 AGM.

The Directors' Remuneration Policy with  
updated scenario charts can be found at:
www.woodplc.com/rempolicy

|  Directors' Remuneration Report
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44%
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Salary 
46%

Benefits 
2%

Pension related 
benefits 

7%

Bonus 
38%

Long term incentives 
7%

Part 2: Annual Statement on Remuneration
2.1 Single figure of remuneration for each executive director
The following table set out the single figure of remuneration for each of the executive directors:

Executive directors - UK based (£’000)

Year Salary (a) Benefits (b) Bonus (c)
Long term 

incentives (d)

Pension 
related 

benefits (e) Total (f)

Robin Watson 2017 £600 £14 £623 £93 £90 £1,420

2016 £600 £14 £320 £156 £90 £1,179

David Kemp 2017 £390 £14 £324 £58 £59 £844

2016 £390 £14 £208 £80 £59 £751

Notes to the single figure of remuneration (executive directors)

a. Salary received during the year.

b. Taxable benefits received during the year. Taxable benefits include car allowance, private medical, dental and contributory health and welfare cover as 
applicable.

c. Bonus awarded in relation to the year, inclusive of all amounts subject to further deferral.

d. The value of long term incentives which vested in respect of performance periods ending during the year, inclusive of all amounts subject to further deferral. 
The figures have been calculated using the number of share options that vested multiplied by the closing mid-market share price on 29 December 2017 
of £6.50. LTIP performance periods commencing 2013 onwards accrue dividends from the commencement of the performance period, which are paid as 
additional share options; 80% is paid following the end of the performance period and 20% deferred for two years. The deferred element may continue to 
attract dividends which will be reported in the period in which they are received. The figure in the table includes dividends accrued to 31 December 2017.

e. Pension figure reflects cash value of defined contribution pension contribution or cash alternative. Further detail in relation to individual pension arrangements 
is provided in section 2.2.

f. The single figure of remuneration, being the sum of columns (a) to (f) inclusive.

Single figure remuneration % of total 2017

Robin  
Watson

David 
Kemp

Pension related 
benefits 

6%
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Bonus
For 2017, the maximum bonus opportunity for the executives 
was 175% of base salary for the Chief Executive and 140% for 
the CFO. Bonus measures were split between financial (60%) 
and non-financial (40%) measures as illustrated in the chart 
below; 10% of the non-financial corporate objectives related 
directly to HSSE performance measures.

Financial measures
In line with policy, the financial measures consisted of measures 
of profit and revenue collection, split 48% and 12% respectively. 
The profit measure for 2017 was intended to be operating profit 
before exceptional items, as outlined in section 2.10 of 2016 DRR. 
During the course of 2017, and taking into account the impact 
of the acquisition of AFW during Q4, the decision was taken to 
retain EBITA which is reflective of the measures both companies 
had previously used as the profit measure for the annual bonus 
plan. Guidance to the market was based on EBITA. 

DSO remains unchanged from previous years relating to 
revenue collection as a key contributing factor to cash flow.  

For the executive directors, profit threshold performance 
is 85% of the target set; maximum bonus is achieved when 
results exceed 115% of target. For DSO, threshold performance 
is 110% of the target set and maximum is 90%. The monthly 
average is taken over the year and a lower DSO indicates 
better performance.   

For both financial measures, threshold performance must 
be met before any award is paid; if target performance is 
met, 50% of the potential bonus opportunity is paid; 100% is 
payable for reaching maximum performance. Performance 
between threshold and target and between target and 
maximum will result in a proportionate award calculated on 
a straight-line basis. The relationship between performance 
against financial targets and bonus achieved is illustrated in 
the following graphs.

Single figure remuneration for Chair of the Board and 
non-executive directors
The following table sets out the single figure of remuneration 
for the Chair and each of the non-executive directors. Further 
details on the non-executive director fee structure are set out 
on page 66.

Chair & non-executive directors single figure of remuneration 
(£’000)

Year Total Fees

Ian Marchant 2017 £275.0

2016 £275.0

Linda Adamany (a) 2017 £17.2

2016 n/a

Thomas Botts 2017 £60.5

2016 £60.5

Jann Brown 2017 £64.3

2016 £63.7

Jaqueline Ferguson (b) 2017 £55.5

2016 £4.6

Roy Franklin (c) 2017 £14.3

2016 n/a

Richard Howson (d) 2017 £55.5

2016 £35.4

Mary Shafer-Malicki 2017 £55.5

2016 £55.5

Ian McHoul (c) 2017 £13.1

2016 n/a

Jeremy Wilson 2017 £60.5

2016 £58.7

Notes to the single figure of remuneration (Chair & non-executive directors)

a. Linda Adamany was appointed to the Board on 6 October 2017; fees 
shown are pro rata from this date and include an uplift as a non UK based 
director.

b. Jaqueline Ferguson was appointed to the Board on 1 December 2016; fees 
shown for 2016 are pro rata from this date.

c. Roy Franklin and Ian McHoul were appointed to the Board on 6 October 
2017; fees are pro rata from this date.

d. Richard Howson was appointed to the Board on 12 May 2016. Fees shown 
for 2016 are pro rata from this date.

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

financial measures  
60%

non-financial measures  
40%

48% 12% 10% 30%

HSSEProfit DSO
Corporate/ 

personal  
objectives

Relative weighting (% of bonus opportunity)

|  Directors' Remuneration Report
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For awards made in 2017, 75% of any award will be paid in 
cash in the March following the end of the performance year; 
the remaining 25% is deferred into nil cost share options for a 
further two years with continued employment a requirement 
to receive the deferred payment, other than for those 
classified as good leavers.

Financial performance outcomes
EBITA performance achieved 98.9% to target, resulting in a  
pay out of 22.6% of maximum 48%. DSO achieved 107.1% of 
target resulting in a pay out of 1.7% of maximum 12%. The 
financial targets for the bonus year ended 31 December 2017, 
and the extent to which they were achieved, are set out in the 
table below.

Measures Threshold Target Maximum Achieved

EBITA(a) $323m $375m $438m $371.6m

DSO (b) 77 days 70 days 63 days 75 days

Notes to financial performance outcomes

a. To ensure the assessment of the bonus remained sufficiently stretching, 
the Committee increased the profit measure target to reflect the period 
of Amec Foster Wheeler ownership.

b. DSO is the average for legacy Wood Group

Non-financial measures
Non-financial measures total 40% and were split between 
corporate and personal objectives (30%) and HSSE 
performance measures (10%). Detailed objectives and actual 
performance for 2017 are detailed below:

HSSE measures and performance:
HSSE performance relates directly to HSSE improvement 
targets (5%), measured using Total Recordable Case Frequency 
(TRCF), and delivery against the HSSE 2017 plan (5%).

For 2017, the TRCF target was to reduce by 25%, with a 10% 
reduction required before any pay out is achieved. At maximum, 
TRCF achievement accounted for 5% of the total bonus. 
The HSSE plan for 2017 contained a number of objectives 
including: delivery against leadership engagement plans; 
improvement measures for close out of assurance actions and 
a percentage completion of culture reviews on safety breaches.

Performance achievement is considered by the Safety, 
Assurance and Business Ethics Committee (SABE). TRCF 
improvement in legacy Wood Group was 13%, resulting in 
partial pay-out of this element (2.6%); delivery against the 
HSSE plan resulted in full pay out for that element (5%). This 
resulted in an overall pay out of 7.6% of total potential bonus.  

Corporate and personal objectives and performance:
Corporate and personal objectives are aimed at the 
achievement of the company’s business strategy. Achievement 
of objectives is considered by the Chair of the Board and the 
Remuneration Committee as part of the annual review process. 
Measurement against each of the objectives is based on 
tangible performance outcomes and demonstrable evidence of 
achievement during the year. Overall achievement of corporate 
and personal objectives as agreed by the Committee for the 
bonus year ended 31 December 2017 is 91.6%.

2017 was dominated by the AFW acquisition intended to 
accelerate the long term growth strategy as laid out in the 
strategic objectives for 2017. Both executive directors' personal 
contribution to the overall success of this transformational change 
and integration activities is reflected in the bonus outcome award. 
Activities to date have focused on building an effective leadership 
organisation structure with the ELT in place for Day 1 and a 
further two levels of the organisation by day 100; the focus of the 
executive directors has delivered annualised synergies of $40m 
to date. This was achieved in addition to delivering against the 
original objectives set at the beginning of the year.  
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Further details are set out in the tables below:

Corporate objectives Achievements

ELT through-cycle growth target -  
Delivery against the strategic framework & priorities:
• Overall business positioning for 2018 budget earnings to be 

greater than 2017 earnings
• Strategic acquisitions; complete appropriate acquisitive 

opportunities
• Achieve organic growth from established relationships, with 

wins balanced across the BUs
• Continue to broadening the service and sector mix in line with 

the Group strategy

Stability and effectiveness of the ELT:
• Develop the ELT working relationships and inter-relationships 

within the new organisational structure
• Assess team health in a measured manner  

(independently/via the Lintstock process)
• Outcome will be assessed by reviewing team effectiveness  

and success of roles in new structure

• Completed AFW acquisition accelerating strategic growth plans 
and resulting service and sector broadening by end 2017. The 
overall portfolio is now 57% oil and gas, with strengthened  
midstream and downstream presence and expanded into mining 
and minerals, nuclear, power and process

• Overwhelming shareholder support for the AFW transaction 
(over 99%)

• Embedded Wood Group revised organisation structure – the 
effectiveness of the ELT was fundamental in delivering the 
acquisition and acceleration of the business strategy. During Q4 
2017, an enhanced Wood organisation structure was achieved 
with the philosophy of “best of both”; this included leadership 
structure, assessment and selection to organisation level two

• ELT development plans and succession planning in place and 
ongoing monitoring of team effectiveness supported via external 
executive coaching

Personal objectives

Executive 
director

Objectives Achievements

Robin  
Watson

• Organisational transition - Fully embed the new 
organisation and complete the transition plan in 
2017

• Customers & stakeholders - Actively engage core 
stakeholder groups and key customers in dialogue 
about the Group’s strategic direction and potential

• Mature our tactical decisions and delivery, from 
our strategy - Provide mechanisms for delivering 
against the Group strategy and demonstrate 
continued tactical progress

• Group positioning in Governmental and business 
community relationships - provide a programme of 
engagement across key (but non-core) stakeholder 
groups

• Active safety and ethics leadership - provide a 
programme of active leadership and delivery in the 
safety and ethics arena

• Driving the plans of accelerating the strategy through the 
AFW acquisition was a focus for 2017 delivering all of personal 
objectives achievement. This includes:
• Multiple shareholder engagements during the course of 2017 

with a focus on clearly articulating the rationale of the deal 
and ensuring shareholder approval; this resulted in over 99% 
shareholder approval

• Internal engagement activities focused on the development 
of the Wood vision, values and behaviours through a focused 
culture workstream

• Strengthening of the ethics and compliance function globally.  
Leading the strategic focus on safety with a global campaign 
'Stand up for Safety'

David  
Kemp

• ERP & finance shared services - Deliver 2017 ERP 
and shared services plan for Finance

• IT&S outsourcing - Deliver outsourcing of IT 
Services to IBM in line with agreed service levels

• Entity simplification - Establish entity 
simplification project and deliver 2017 workscope

• Establish Group supply chain and real estate 
function - Establish function, implement agreed 
organisation structure and deliver efficiencies and 
savings

• Investor relations - Deliver 2017 investor 
engagement programme

• Risk management - Deliver agreed risk 
management and assurance action plan

• ERP and shared services programmes delivered substantially in 
line with plan and within budget. c.85% of legacy Wood Group 
business on Oracle ERP.

• IBM outsourcing of infrastructure and application services 
completed delivering significant savings

• 103 legal entities eliminated; a further 59 commenced and future 
further simplification planned

• Organisation designed and implemented; savings partially 
delivered with less success in Americas

• Delivered the investor engagement programme resulting in 
multiple engagements during the course of 2017 with a focus on 
ensuring deal approval with over 99% shareholder approval

• Risk and assurance plan delivered with Internal Audit extended 
into P&O, Legal, Ethics and Compliance, Commercial, Supply 
Chain in addition to Finance and IT

|  Directors' Remuneration Report
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Bonus award achievement summary:
The table below provides a summary of overall bonus achievement for each of the executive directors:

Executive 
director

Financial award Non-financial award Total award as 
% of max bonus 

opportunity
Total bonus 

payment
Total award as  

% of salary% achieved Payment % achieved Payment

Robin Watson 24.3% £255,212 35.1% £368,025 59.4% £623,237 103.9%

David Kemp 24.3% £132,710 35.1% £191,373 59.4% £324,083 83.1%

Long term incentives – Long Term Incentive Plan (LTIP)
The figures set out in the single figure of remuneration table are related to awards under LTIP 2015-2017, which vested at 31 
December 2017. Maximum awards and LTIP measures under the performance period were as per the table below:

Name Participation Level
Performance Measures split

TSR AEPS

Robin Watson 150% 25% 75%

David Kemp 125% 25% 75%

TSR is “Total Shareholder Return” and is a measure of the growth in John Wood Group PLC (JWG) share price plus dividends and 
other shareholder returns over the period; performance is measured relative to a peer group of comparative companies. Each 
company is ranked and JWG position in this group is taken as a measure of success. On reaching the threshold, or 50th percentile 
for TSR, 25% of the relevant measure becomes payable; and on reaching the maximum, or 75th percentile for TSR, 100% of the 
relevant measure becomes payable. For achievement between threshold and maximum, the allocation is on a straight line basis. 

The TSR peer group for 2015 – 2017 LTIP performance cycle comprised the following companies – Aker Solutions, Amec Foster 
Wheeler, Chicago Bridge & Iron Company, Fluor, Jacobs Engineering, KBR, McDermott, Petrofac, Saipem, SBM Offshore, Sulzer, 
Technip, The Weir Group, Worley Parsons and WS Atkins. The treatment of the TSR peer group for the performance period 2015-
2017 was considered by the Committee as a result of acquisition activity within the peer group with the following rationale applied: 
if a company has been in for more than half the performance period then this company will be retained in the peer group, adjusting 
to the end of the period for the movement in the acquirers share price – this should apply in the case of Technip, WS Atkins and 
Amec Foster Wheeler; if a company has been in for less than half the performance period, this company will be removed. 

AEPS is determined using actual foreign exchange rates. No adjustment is made to reflect changes in currency from the date the 
targets are set.

For the 2015-2017 performance period all vestings were made as nil cost options. For all participants, 80% is paid following the 
end of the performance period and 20% of the share options awarded is deferred for a further two years. The LTIP award accrues 
dividends from the commencement of the performance period, which are paid as additional share options. The deferred element 
may continue to attract dividends which will be reported in the relevant period. For executive directors, all awards granted from 
2017 will have 100% of all vestings subject to a further two year deferral period following the end of the performance period.

The targets for LTIP 2015-2017, and the extent to which they were achieved, are set out in the table below. For the performance 
period 2015-2017, AEPS did not meet threshold performance resulting in zero award for this measure. We achieved 56th percentile 
for our TSR peer group, which resulted in 10.9% award on this performance measure for all participants. 

Financial measures Threshold Maximum Achieved Award %

TSR 50th percentile 75th percentile 56.25th percentile 10.9%

AEPS 100.0 cents 120.0 cents 53.3 cents nil

Details relating to 2016 bonus and long term incentive awards can be found in the 2016 Annual Report: 
www.woodplc.com/ar16
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2.2 Pension related benefits
In line with the Directors’ Remuneration Policy, the executive directors can choose to participate in the relevant local defined 
contribution pension arrangement or receive a cash allowance in lieu of pension, or a combination thereof. Payment may be up to 
15% of base salary. 

The Chief Executive was provided with life assurance cover of £2,500,000. The CFO was provided with life assurance cover of four 
times basic salary, up to a maximum free cover limit as specified in the life assurance policy.

2.3 Long Term Incentive Plan interests awarded during the year
The following table sets out the awards made to each of the executive directors under the company’s share based long term 
incentive arrangements for the performance period 2017-2019. 

Share incentive plan interests awarded during the year

Executive 
director

Type of  
award

Participation 
Level

Salary 
relevant to 

performance 
cycle

Face value  
of the  
award

Percentage 
vesting at 
threshold

Performance 
period

Holding 
period for 

100% of 
award Targets

Robin 
Watson Conditional 

award of 
shares 

awarded 
under the 

LTP

200% £600,000 £1,200,000

25%
1 Jan 2017 –
31 Dec 2019

Two years 
from 

vesting

TSR threshold is set at 50th 
percentile with maximum at 

75th percentile; 25% becomes 
payable on reaching threshold; 

100% becomes payable on 
reaching maximum. EPS for 

the performance period 2017-
2019 was set as 44.8 cents at 

threshold and 74.8 cents at 
maximum 

David  
Kemp 160% £390,000 £624,000

 
Performance measures are based on relative TSR and EPS weighted equally at 50%. Performance is measured over a period 
of three financial years and for awards granted from 2017 onwards, 100% of any award is deferred for a period of two years 
following the end of the performance period. Malus and clawback will apply as detailed in the remuneration policy. This timeline is 
demonstrated below:

2.4 Payments to past directors
For the year ending December 2017, there were no payments made to past directors which require disclosure and have not already 
been disclosed in previous Directors’ Remuneration Reports.

2.5 Payments for loss of office
There were no payments made for loss of office to any director during 2017.

|  Directors' Remuneration Report

LTIP timeline

Year 1 Year 2 Year 3 Year 4 Year 5

Three year performance period Two year deferral period
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2.6 Statement of directors’ shareholding and share interests
Shareholding guidelines were reviewed during the 2016 directors’ remuneration policy review and approved by shareholders at the 2017 
AGM. The policy requires the Chief Executive to hold shares valued at 200% of base salary and the other executive directors to hold 
shares valued at 100% of base salary. The holding will be built up from after tax share awards which are not subject to any further 
performance or other conditions, such as continued employment. The holding does not include shares held by connected persons.

There have been no changes in the interests of directors between 31 December 2017 and 6 March 2018. 

The extent to which each director met the shareholding guidelines is shown in the table below:

Executive director
Shareholding at 31 December 2017 
(not including connected persons)

Value of shares held as a %  
of salary (a)

Shareholding guideline met at 
31 December 2017

Robin Watson 198,153 214.7% Achieved
David Kemp 23,891 39.8% Accumulating

 
Notes to shareholding guidelines achievement

a. Calculated using the closing mid-market share price on 29 December 2017 of £6.50 and base salary levels at the same date.

A summary of directors’ share interests and incentive plan interests are provided in the following two tables. The first table 
details directors’ interests in the ordinary shares of the company at 31 December 2017 with and without performance conditions; 
declaration includes shares held by connected persons as defined for the purposes of section 96B (2) of the Financial Services and 
Markets Act 2000. The second table details directors’ interests in long term incentive plans at 31 December 2017.

Directors’ interests in the ordinary shares of the company at 31 December 2017.

Beneficial interest

Shares owned 
outright as at  

1 January 2017

Shares owned 
outright as at  

31 December 2017

Interests in share incentive plans, 
awarded without performance 

conditions at 31 December 2017

Interests in share incentive plans, 
awarded subject to performance 

conditions at 31 December 2017
Executive directors
Robin Watson 146,951 203,346 43,422 413,164
David Kemp 2,216 23,891 28,784 219,819
Non-executive directors
Ian Marchant 22,777 22,777 – –
Linda Adamany (a) – 2,325 – –
Thomas Botts 8,500 8,500 – –
Jann Brown 11,382 12,575 – –
Jacqueline Ferguson – – – –
Roy Franklin (b) – – – –
Richard Howson – – – –
Mary Shafer-Malicki 3,450 3,450 – –
Ian McHoul (c) – 389,225 – –
Jeremy Wilson 10,000 10,000 – –

 
Notes to share interests

a. Linda Adamany was appointed to the board 6 October 2017

b. Roy Franklin was appointed to the board 6 October 2017

c. Iain McHoul was appointed to the board 6 October 2017. His previous role was CFO of AFW and the number of shares owned outright relates to the treatment 
of AFW shares which vested at the point of change of control.  

 
None of the executive directors had a material interest in any contract, other than a service contract, with the company or any of 
its subsidiary undertakings. At the date of this report the interests of the directors in the shares of the company remain as stated. 
Where applicable the December 2017 figures include interest in retained long term plan awards.
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Details of directors’ interests in long term incentive and bonus plans at 31 December 2017; all interests are awarded as share options:

 

Date of award/ 
performance 

period 

Performance 
conditions 

Y/N

Earliest 
exercise 

date

Exercise 
price 

per 
share

Market 
value at 
date of 

exercise  
per share

Number 
as at 1 

Jan 2017
Granted 

in 2017
Exercised 

in 2017
Lapsed 
in 2017

Dividends 
awarded as 

additional 
share 

options (a)

Number 
as at 31 

December 
2017

Robin Watson

LTIP 2012 - 2014 N March 2015 – £5.67 8,717  – 9,309 –  592 0

LTP 2013 - 2015 N March 2016 – – 1,870 –  –  –  –  1,870

LTP 2014 - 2016 N March 2017 – £5.67 17,778 –  14,222 –  –  3,556

LTP 2015 - 2017 N March 2018 – – 118,048 –  –  –  –  118,048

LTP 2016 - 2018 Y March 2019 – – 154,593 –  –  –  –  154,593

LTP 2017 - 2019 Y March 2022 – – – 140,523 –  –  –  140,523

ABP 2014 01 March 2015 N March 2017 – £5.67 27,275 –  27,275 –  –  0

ABP 2015 01 March 2016 N March 2018 – – 19,287 –  –  –  –  19,287

ABP 2016 01 March 2017 N March 2019 – – –  18,709 –  –  –  18,709

                       

Total 347,568 159,232 50,806 0 592 456,586

David Kemp

LTRP 13 April 2013 N 13 April 2017 – £6.89 20,000 –  20,000 –  –  0

LTP 2013 - 2015 N March 2016 – – 1,056 –  –  –  –  1,056

LTP 2014 - 2016 N March 2017 – £6.89 9,183 –  7,346 –  – 1,837

LTP 2015 - 2017 N March 2018 – – 63,009 –  –  –  –  63,009

LTP 2016 - 2018 Y March 2019 – – 83,738 –  –  –  –  83,738

LTP 2017 - 2019 Y March 2022 – – –  73,072 –  –  –  73,072

ABP 2014 01 March 2015 N March 2017 – £7.145 13,770 –  13,770 –  –  0

ABP 2015 01 March 2016 N March 2018 – – –  13,730 –  –  –  13,730

ABP 2016 01 March 2017 N March 2019 – – –  12,161 –  –  –  12,161

                       

Total 190,756 98,963 41,116 0 0 248,603

                       

Total for all executive directors 538,324 258,195 91,922 0 592 705,189

Notes to incentive plan interests

a. The 20% deferred element for LTIP performance period 2012-2014 attracts dividends which are paid as additional share options. For performance periods 
commencing 2013 onwards, dividend accrues on 100% of award; 80% is paid in March following the end of the performance period and 20% is deferred for 
two years. The deferred element may continue to attract dividends which will be reported in the relevant period.
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2.7  TSR performance summary & Chief Executive remuneration
In accordance with the reporting regulations the TSR performance summary will be built up until a 10 year period is disclosed, and 
will be maintained at a 10 year disclosure period.

As the company is included in the UK FTSE 250 index, but has been included in the FTSE 100 index for part of the period under 
review, both the UK FTSE 250 and UK FTSE 100 indices are shown, by way of providing a reasonable TSR comparison. The graph 
below compares the TSR on a holding of shares in John Wood Group PLC with the TSR on a holding of shares in the companies in 
the UK FTSE 250 and 100 indices for the last nine financial years.

Chief Executive remuneration
The total remuneration for the Chief Executive over the same period as the TSR performance graph detailed is listed in the 
following table. This table includes details of the annual bonus received in each year as a percentage of the maximum opportunity 
that was available, as well as the long term incentives which vested in each year as a percentage of the maximum number of shares 
that could have been received.

Chief Executive remuneration (£000)

Year 2009 2010 2011 2012 2012 2013 2014 2015 2016 2017

Chief Executive
Allister 

Langlands
Allister 

Langlands
Allister 

Langlands
Allister 

Langlands (a)
Bob 

Keiller (b)

Bob 
Keiller

Bob 
Keiller

Bob 
Keiller

Robin 
Watson (c)

Robin 
Watson

Chief Executive 
single figure of 
total remuneration 
(£’000)

£1,417 £1,314 £3,338 £2,276 £199 £1,624 £1,330 £1,147 £1,179  £1,420

Annual bonus award 
as a % of maximum 
opportunity

60% 84% 87% 76% 75% 60% 48% 37% 43% 59%

Long term incentive 
vesting rates as 
a % of maximum 
opportunity

0% 23% 100% 100% 25% 79% 51% 16% 25% 11% 

Notes to Chief Executive remuneration table

a. Allister Langlands was appointed Chair on 1 November 2012. His remuneration for 2012 related to his time as Group CEO only. 

b. Bob Keiller was appointed Group CEO on 1 November 2012. His remuneration for 2012 reflected his remuneration from appointment as Group CEO only. 
Long term incentives vesting during the year were awarded during his time as Wood Group PSN CEO and vested based on performance targets linked to 
performance of that division.

c. Robin Watson was appointed as Chief Executive on 1 January 2016. Long term incentives vesting during the year were awarded during his time as Wood Group 
PSN CEO and vested based on performance targets linked to performance of that division.
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Ratio of Chief Executive pay to average employee
For 2017, we have calculated the ratio of Chief Executive salary 
with a UK comparator group using two scenarios: 

• The ratio of Chief Executive base salary to the average base 
salary of the integrated UK workforce is 10:1

• The ratio of Chief Executive base salary, overtime, cash 
allowances and bonuses paid via payroll in 2017, to the 
comparator group is 13:1

The comparator group used relates to legacy Wood Group 
UK integrated payrolls, which represent 59% of the total 
UK workforce (legacy Wood Group). Integrated payrolls are 
those which are processed in house and directly from the ERP 
system. The calculations are based on actual payments made 
during 2017.

The average annual salary is £58,000; for the same group 
the average of salary, overtime, cash allowances and bonus 
pay is £65,000. The bonus figure used for the Chief Executive 
is inclusive of deferred elements, payable in equivalent share 
options following a two year deferral period, and the pension 
cash allowance. Other pension contributions and taxable 
benefit entitlement have not been included.

2.8 Percentage change in Chief Executive   
 remuneration
The following table provides a summary of the increases in 
remuneration for the Chief Executive as compared with the 
average increase for all other UK based employees in the 
company.

% change between 2016 and 2017

Salary Benefits (b) Bonus (c)

Chief Executive 0% -1.5% 93.9%

Average of all other  
UK employees (a) 0% -2.4% -6.8%

 
Notes to the percentage change in Chief Executive remuneration

a. Given the wide variation in inflation rates across the various geographies 
in which the company operates, the comparator group used is UK 
based employees; for 2017 legacy Wood Group has been used as the 
representative group due to the timing of the AFW acquisition. UK based 
employees constituted approximately 23% of the overall global workforce.

b. Benefits are based on a sample employee with a UK average salary of 
£58,000 per annum, receiving taxable employee benefits including car 
allowance, private family medical and dental insurance. The change 
between 2016 and 2017 is related to the reduced company cost of 
private medical and dental cover; the same cover is provided to the Chief 
Executive and average UK employee.

c. The bonus increase is based on average bonus award as a percentage of 
salary for 2016 against 2017. The percentage increase from 2016 to 2017 
for the Chief Executive is attributed to the increase in participation level, 
from 125% in 2016 to 175% in 2017, and a higher percentage performance 
outcome for 2017.

2.9 Relative importance of spend on pay
The table below is provided to assist shareholders in assessing 
the relative importance of the company’s spend on pay. It 
contains details of the remuneration paid to or received by all 
employees of the company as well as the value of distributions 
to shareholders by way of dividend and share buyback over the 
previous two years.

Item
2016 
($m)

2017 
($m)

Difference 
($m)

% 
change

Remuneration paid 
to or received by all 
employees of the 
Group

2,210.1 2,741.6 531.5 24.0%

Distributions to 
shareholders by 
way of dividend 
and share buyback

116.0 125.6 9.6 8.3%

2.10 Statement of implementation of remuneration  
 policy in the following financial year
The Directors’ Remuneration Policy was approved at the 
2017 Annual General Meeting (AGM). This section provides 
an overview of how the Committee will implement the 
remuneration policy in 2018 which is subject to shareholder 
approval at the 2018 AGM. There are no proposed changes to 
policy for 2018.

Base salary
As described in the letter from the Chair of the Committee, the 
Chief Executive base salary will increase to £690,000 and the 
CFO to £450,000 effective from 1 January. This will form part of 
the advisory notification to shareholders at the 2018 AGM.  

Executive
2017 annual 
base salary

2018 annual 
base salary % increase

Robin Watson £600,000 £690,000 15.0%

David Kemp £390,000 £450,000 15.4%

Benefits
The executive directors will continue to participate in existing 
benefit arrangements in line with the agreed remuneration 
policy.

|  Directors' Remuneration Report
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Bonus
The 2018 annual bonus opportunities for the executive directors 
will remain as 175% for the Chief Executive. As detailed in the 
Chair's letter, the CFO participation level will increase to 150%.   

Consistent with previous years, bonus measures will be split 
between financial, HSSE and non-financial measures with a 
balance of 60%, 10% and 30% respectively as illustrated in the 
chart below.

 

 
Financial measures
For 2018, the financial measures and the weighting will be:

• EBITA (as a measure of profit), weighted at 20%

• 2018 cost synergy target, weighted at 20%

• Cash generation measure, weighted at 20%

For profit and cash generation measures, threshold 
performance will be 90% of the target set, and maximum bonus 
is achieved when results exceed 110% of target. Targets for cost 
synergies will reflect the overall objectives built into the strategy. 

Threshold performance must be met before any of that 
element of the award is paid; if target performance is met, 
50% of the potential bonus opportunity is paid; 100% is 
payable for reaching maximum performance. Performance 
between threshold and target and between target and 
maximum will result in a proportionate award calculated on a 
straight-line basis.

For awards made in 2018, 75% of any award will be paid in cash 
in the March following the end of the performance year, with 
the remaining 25% deferred into nil cost share options for a 
further two years.

The Committee has set the targets for the annual bonus 
plan for the year ending 31 December 2018 at its meeting in 
March 2018. It is the opinion of the Committee that these are 
commercially sensitive and in line with previous practice, the 
details of annual bonus targets and the extent to which the 
targets are met will be disclosed retrospectively in next year’s 
report.

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

20% 20% 10% 30%

HSSEProfit Cash 
generation

Corporate/
personal  

objectives

Relative weighting (% of bonus opportunity)

20%

Cost 
synergies

Non-financial measures

HSSE measures
HSSE measures total 10% of bonus opportunity and will relate 
directly to HSSE improvement targets, measured using Total 
Recordable Case Frequency (TRCF), and delivery against the 
HSSE 2018 plan.

Corporate / personal objectives 
Non-financial measures relating to corporate/personal 
objectives, weighted as 30% of bonus opportunity are 
summarised in the tables below. These are considered stretching 
objectives, with tangible performance outcomes focused on the 
delivery of strategic plans. Detailed disclosure of performance 
against objectives will be contained in next year’s Directors’ 
Remuneration Report.

Corporate objectives

ELT Integration programme delivery and positioning for  
through-cycle growth

Develop and deliver deleveraging plan 

ELT leadership effectiveness and mitigate the likelihood and 
effect of any down-side risk/unexpected event

Personal objectives

Robin Watson

• Organisational transition: Fully embed the new organisation and 
complete the integration in 2018

• Customers & Stakeholders: Actively engage core stakeholder 
groups and key customers

• Corporate Affairs: Positioning and engagement programme
• Mature our tactical decisions and delivery, from our strategy: 

Provide mechanisms for delivering against the strategy and 
demonstrate continued tactical progress

• Active safety and ethics leadership: Provide a programme of 
active leadership and delivery in the safety and ethics arena

David Kemp

• Deliver 2018 Synergy Delivery Budget for Finance & 
Administration

• Develop and communicate long term deleveraging plan and 
deliver 2018 element

• Develop and deliver financing plan for Wood
• Deliver and govern an active cash management programme 

across the company
• Deliver functional integration plan delivering simpler and 

consistent operating model to Wood
• Provide thorough governance structure leadership, assessment 

of progress and reporting to Board 
• Develop and deliver Wood investor engagement programme
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Long Term Incentive Plan – LTIP
For 2018, there will be no change to the LTIP maximum 
opportunity, which will remain as 200% of salary. The award 
to the Chief Executive will be 200% of salary and the award to 
the CFO will be 175% of salary. As detailed in the letter from the 
Chair, the award for the CFO has increased from 160% in 2017. 

Awards achieved under LTIP will be deferred in full for a period 
of at least two years following the end of the three year 
performance period, resulting in a total holding period of five 
years from the year of the award being granted.

For the performance period commencing 2018, the 
performance measure will be relative TSR, at 50% weighting 
and a strategic measure, also at 50% weighting. The strategic 
measure is to acheive the three year cost synergy target of 
$170m; threshold will be $160m and maximum performance 
will be achieved at $200m. No award will be made for 
less than threshold performance; 25% becomes payable on 
reaching threshold and 100% is payable on reaching maximum 
performance. 

For TSR performance, no award is made for less than 
perfomance at the 50th percentile. On reaching the 50th 
percentile, 25% becomes payable and on reaching maximum 
performance of 75th percentile, 100% becomes payable. For 
achievement level between the 50th and 75th percentile the 
allocation is on a straight line basis.

The TSR peer group was reviewed by the Committee and 
has been amended as a result of acquisition activity and in 
recognition of the new organisation structure. 

The peer group for 2018 will be as follows: Aecom, Aker 
Solutions, Fluor, Jacobs, KBR, Hunting, McDermott, Petrofac, 
Saipem, SBM Offshore, SNC Lavalin, Stantec, Technip FMC, 
Tetratech, The Weir Group, Worley Parsons and WSP.

Pension and life assurance benefits
The executive directors will continue to participate in existing 
pension and life assurance arrangements in line with the Policy.

Shareholding requirements
The shareholding requirements will remain as 200% for the 
Chief Executive and 100% for all other executives.

Chair of the Board and non-executive director (NED) 
remuneration 
The Chair and NED fee structure for 2018 is set out below, 
which is unchanged from 2016:

2018 fees per annum

Chair of the Board remuneration £275,000

Annual non-executive director fee 
inclusive of all Committee attendance

£55,500

Additional fee for senior independent 
director

£5,000

Additional fee for Audit / Remuneration 
/ Safety, Assurance & Business Ethics 
Chairs

£5,000

|  Directors' Remuneration Report
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