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When the majority of FTSE 250 companies were fnalising their 2019 year end decisions earlier this year, the global

impact of COVID-19 was not yet known. Since that time, over 40% of FTSE 250 companies have announced board

level pay cuts, typically a temporary reduction in salary, and investors have issued clear guidance to remuneration

committees that decisions in the coming year should refect the employee, investor and wider stakeholder

experience.

Total remuneration (single fgure)

Looking back to 2019, the median FTSE 250 chief executive total ‘single fgure’ package fell by c.5% to £1.57m

(£1.66m in 2018). The median single fgure for the chief fnancial ofcer was £1.01m (£1.05m in 2018).

In the Top 50 companies, the median total package for the chief executive and chief fnancial ofcer fell by

c.5% year on year. The median chief executive package was £2.1m in 2019 (£2.2m in 2018), and £1.1m for the

chief fnancial ofcer (£1.2m in 2018).

2019 packages refect estimated values of share awards based on pre-COVID-19 share prices, therefore actual

values are expected to fall by up to 10% when restated next year.

Shareholder environment

The 2020 AGM season was quieter than in prior years, in particular in the largest FTSE 250 companies. Around

11% of companies received a ‘low vote’ (votes below 80% in favour) on the annual remuneration report, compared

to 17% in 2019. Only 7% of Top 50 companies received a low vote, compared to 24% in 2019. This may be attributed

to greater restraint and use of remuneration committee discretion, as investors continue to demonstrate an

expectation that pay should be aligned with wider business performance and shareholder experience. Following

changes to the UK Corporate Governance Code, we also have seen signifcant movement in terms of reductions

to incumbent executive pensions and executive alignment features such as post-employment shareholding

guidelines.

Remuneration policies

Nearly 60% of companies put a new remuneration policy to a vote in 2020, with generally high levels of support.

To date, we have seen limited examples of more innovative incentive arrangements such as restricted shares,

although we have seen a number of FTSE 100 companies recently gain high levels of support for these plans when

tailored in the right way. Given the challenges for remuneration committees in the current external environment,

in particular around target setting, we expect to see greater change coming in this area.

Incentive out-turns

Over the last fve years, there has been a gradual decline in the level of annual bonus payouts for executive

directors – a median of 61% of maximum in 2019 compared to 72% of maximum in 2015, and we have seen the use

of discretion to reduce the formulaic out-turns in the context of wider factors such as overall fnancial performance

and macroeconomic uncertainty. 15 companies used discretion to reduce annual bonus out-turns in 2019,

compared to 10 last year.

Under long term incentive plans, vesting levels were similar to recent years, with a median payout of 47%

of the maximum award. 30% of companies had zero vesting under their long term incentive plan. Looking

ahead, a signifcant number of ‘in fight’ long term incentive awards are unlikely to pay out in the future due to

performance conditions set pre-COVID-19.

Overview by Mitul Shah
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Looking ahead

In the year ahead, executive pay will continue to be under intense scrutiny. Investors have been clear that they do

not expect remuneration committees to adjust performance conditions for in-fight annual bonuses or long term

incentive awards to account for the impact of COVID-19, and discretion and judgment should be used to ensure

that any pay outcomes refect the wider stakeholder experience. A key challenge for committees will be balancing

the need to attract and incentivise the leadership required to drive UK business recovery, in the context of a

growing focus on building a fairer society.

Mitul Shah

Partner

Deloitte LLP

October 2020

2

Your guide  | Directors’ remuneration in FTSE 250 companies



3

Your guide  | Directors’ remuneration in FTSE 250 companies

1
Introduction



1. Introduction
This report is one of two volumes. This volume, Directors’ remuneration in FTSE1 250 companies, provides detailed

analyses of basic salary, salary increases, annual bonus and long term incentive payments, details of annual

and long term incentive design, pensions, other aspects of remuneration policy and non-executive director

fees in FTSE 250 companies. The volume covering FTSE 100 companies is now also available – please email

executiveremuneration@deloitte.co.uk if you would like a copy.

This volume is based on information available in the annual report and accounts of companies in the FTSE 250 as

at 1 July 2020, excluding investment trusts, companies adhering to non-UK Corporate Governance, one company

which is incorporated in Israel and another incorporated in the Netherlands. Therefore, there are 170 FTSE 250

companies included in the analyses in this report. The current constituents are summarised in Appendix 1 along

with analyses of the sample composition by company size and industry.

The reports cover companies with fnancial years ending from March 2019 to February 2020.

Using the data

We have included analyses based on what companies are planning for their next fnancial period (i.e. for fnancial

periods ending in 2020 or early 2021). However, it is important to note that some of the analysis is based on

information disclosed in remuneration reports relating to fnancial periods ending on, or after, March 2019 and

therefore the analyses do not always fully refect the very latest approach.

When using the report we would strongly recommend you consult your advisers on the interpretation of the data

and its relevance to your particular circumstances.

We have provided information on remuneration levels primarily by company size, based on market capitalisation.

There is a clear correlation between salary levels and the size of a company and this provides a useful starting

point in the benchmarking process. However, there are a number of points to bear in mind:

 • The analyses cover all companies in the FTSE 250 (excluding investment trusts). Where there are diferences we

have included separate data for the top 50 companies and the companies ranked 151-350 but you will need to

consider whether a more specifc comparator group would be more relevant.

 • The analyses are shown by market capitalisation bands (based on an average twelve month market capitalisation

for each company) and you will need to make a judgement on where your company falls within this band taking

into account any relevant factors (which might include, for example, the degree of internationality and the

complexity of the business) in interpreting the data.

 • You should be aware of the impact that volatility in fnancial markets can have on salary benchmarks. Changes

in the market capitalisation of particular companies or sectors may mean that comparator groups can include

companies that were substantially bigger or smaller this time last year and the salaries in place at these 

companies will refect this. In volatile times, salary benchmarks must be viewed with particular caution.

 • There may be very good reasons why the remuneration paid to an individual is outside the market range for a

given position and it is important to assess the particular circumstances of each case. Positioning at the market

median is not usually the correct starting point. In determining where to position the role consideration should

be given to all the relevant factors including internal relativities and the calibre and experience of the individual.

Use of this report

This report does not constitute the provision of advice or services to any reader of this report, and therefore

Deloitte LLP may not be named in a company’s remuneration report as having provided material assistance to the

remuneration committee based solely on the use of the information provided in this report.

1 FTSE is a trademark of the London Stock Exchange Group. All rights in FTSE indices vest in FTSE International Limited.

For more information visit www.ftserussell.com.
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How we can help you

The Deloitte executive remuneration consulting practice covers all aspects of senior executive

remuneration and share plan services. Our well-established team comprises over 70 professional staf

including remuneration, share plan, tax and accounting specialists, actuaries and lawyers. We provide

advice on all aspects of senior executive remuneration with expertise in all areas including design,

implementation, investor relations, corporate governance, accounting, legal and tax issues.

Our practice is built around an integrated model, linking all of these areas, often separated in competitor consultancies.

We also have access to a wider knowledge base within Deloitte. This allows us to more fully understand each industry and

provide genuinely strategic solutions to meet the specifc needs of our clients.

We are current remuneration committee advisers to a range of diferent organisations across the FTSE All Share including

around 30% of FTSE 100 and FTSE 250 companies and 25% of FTSE SmallCap companies as well as a number of AIM listed

and privately owned companies.

One team

Strategic incentive design

Developing strategically relevant

performance conditions

Cost efective funding and

specialist advice on tax, accounting,

legal and fnancial issues

All-employee schemes

Insight on shareholder views

and assistance with consultation

Updates on market trends and

corporate governance

Executive pay benchmarking

updates

Assistance with drafting

remuneration reports

Drafting plan rules and all

ancillary documents

Testing of performance

measures

Developing and implementing

reward communication 

strategies

Global all-employee incentive

design including tax, legal and

regulatory advice; employee

and employer guides; support

with local authorities

Design
Remuneration 

committee advisers

Implementation & 

communication
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2. Main fndings

Incentive opportunities 

(under annual bonus 

and performance share 

plans) remain relatively 

unchanged

Zero vesting 

in 30% 

of performance 

share plans

Median 

performance 

share plan 

vesting of 47% 

of maximum 

(41% last year)

Discretion 

used to reduce 

annual bonus 

in 15 plans 

(10 last year)

Median bonus 

payout 61% 

of maximum 

(67% last year)

Over 40% of chief 

executives - no 

salary increase

Median salary 

increase c.2%

Pay levels and out-turns

Structures, policies and disclosure

Median single fgure of £1.57m for a FTSE 250 chief executive (2018: £1.66m).

Median single fgure of £1.01m for chief fnancial ofcer (2018: £1.05m).

Signifcant reductions to

incumbent pensions

Median CEO to employee 

pay ratio of 36:1

Limited examples of 

alternative incentive 

structures such as 

restricted shares

£0m

£1m

£2m

20192018201720162015



Upper quartile

Lower quartile

Median £1.01m

£0m

£1m

£2m

£3m
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Upper quartile

Lower quartile

Median £1.57m
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Areas of shareholder concern – annual remuneration report

Upward 

discretion

Salary 

increases

Leaver

provisions

Unadjusted LTIP 

awards and 

share price fall

Lack of 

response to 

investor dissent

Areas of shareholder concern – remuneration policy

Incentive

increases

Uncapped 

bonuses

Incumbent 

pensions

Alternative 

incentive structure

In over 90% of 

performance share 

plans, no shares 

will be released until after 

fve years, which is now 

aligned with FTSE 100 

practice.

66% of 

companies now 

operate formal 

post-employment 

shareholding 

requirements.

Nearly 

one-half of 

chief executives 

hold more than 

500% of salary 

in shares.

Annual remuneration report – voting outcomes

80% or more Between 50% and 80% Less than 50%

0%

20%

40%

60%

80%

100%

Executive alignment

Shareholder environment and voting

Annual remuneration report

ISS issued ‘against’ recommendations

for 14% of FTSE 250 companies, which

is similar to last year.

6% of companies received a ‘Red Top’ from  

IVIS this year.

Around 11% of companies received a low vote

on the annual remuneration report this year,

compared to 17% last year.

7% of top 50 companies received votes in favour

of less than 80%, compared to 24% in 2019.

Remuneration policy

c.9% of remuneration policies received

a ‘low vote’.

ISS issued ‘against’ recommendations

for 8% of remuneration policies.

Nearly all 

(95%) of chief

executives are

required to

hold at least

200% of salary

in shares.

16% of

companies

increased

shareholding

requirements in

the last year.

Median actual 

shareholding

of c.400% of

salary for chief

executive.

Median 

vote 95% 

in favour

Median 

vote 93% 

in favour

 • The adoption or

enhancement of ‘best

practice’ features

designed to align

executives with long-

term sustainable growth

and investor interests

has continued.

 • This includes

the adoption of

post-employment

shareholding

requirements.
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