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Each metric is assessed independently of the others.  For the other plan participants, 

evidence of achievement in each of the areas will be considered by Remuneration 

Committee and an assessment made “in the round” as to whether the target has been 

achieved or not.  The Inquiry, SPM, and Organisational Development targets comprise 

multiple goals.  It is anticipated that Remuneration Committee will exercise some 

discretion in the case that there is a small slippage against one or two of these goals, 

rather than apply a strict formula, and will have discretion to adjust an award below 

the 25% level in recognition of any slippage.  This is with the caveat that, at this 

juncture, the proposed budget is still pending final approval. 

This flexibility will ensure that we maintain the motivation and commitment of the 

senior leadership team by taking a fair and reasonable approach.  We ask that similar 

flexibility be applied to the CEO and CFO, supported by clear evidence with external 

validation as appropriate.  Given that this is the first time that there has been such an 

emphasis on non-financial measures relative to previously approved schemes, we 

understand the need for assurances that the measurement of metrics will be robust 

enough to withstand external scrutiny.  We are confident that the proposed process, 

using evidence-based data to support the assessment of achievement, will be fair and 

challenging.  

There is no “stretch” level of payment payable against any of the four focus areas.   

However, there is the opportunity for individuals to earn above 100% in recognition of 

exceptional personal performance.  There is additional budget of up to 5% of the total 

pot available to reward employees whose performance across the plan period is 

consistently rated as Exceeds Expectations or Exceptional (ratings 4 or 5 in the 

performance rating scale).  Funding from this additional 5% pot is only released in 

proportion to the number of targets that are hit.  For example, if one focus are meets 

target, one quarter would be released, if two focus areas meet target than one half 

would be released.   

There will be a calibration process in January to identify these high performers.  We 

will follow the same calibration process that we use every year to ensure that 4s and 

5s are fairly assessed.  Managers will submit their initial rankings based on guidelines, 

which will include guidance on the proportion of people who should be awarded a 4 or 

5.  The People team will do an initial review of the data and flag any concerns. This 

will lead to a refined list which will be reviewed and approved by the relevant GE 

member for the SLP.  The CEO, CFO and CPO performance ratings are handled 

separately, ( they do not review themselves) will do a final review before formally 

approving for SLP or submitting to the RemCo for approval of the GE ratings.   

We will at the same time undertake iterative modelling to distribute the available pot 

between eligible individuals.  The maximum amount awarded to any individual will not 

exceed their maximum eligibility under the STIP plan. 

Final proposals will be submitted for approval by Remuneration Committee for the 

other plan participants. 

A payout matrix is included as Appendix 2 to this letter which sets out for the CEO and 

CFO how the plan would payout in line with the above provisions, showing both target 

and outperformance levels.  We have included a comparison with the payout from the 

2021/22 STIP by way of comparison. 
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Appendix 2 

Illustrative Payout Matrix 

CEO Period Salary Measurement 
date 

Payout OTE eligibility 

 (% salary) 

OTE 

eligibility 

(£) 

Enhanced 

eligibility:  

maximum 

payout*  

(% salary)  

Enhanced 

eligibility: 

Maximum 

payout* 

(£) 

TI Scheme 1/4/20 – 

31/3/21 

£415,000 Jan 2022 March 

2022 

Metric 1: 7.5% £ 31,125 Metric 1: 11.25% £ 46,687.50 

Metric 2: 7.5% £ 31,125 Metric 2: 11.25% £ 46,687.50 

Metric 3: 7.5% £ 31,125 Metric 3: 11.25% £ 46,687.50 

Metric 4: 7.5% £ 31,125 Metric 4: 11.25% £ 46,687.50 

Total:  30% £124,500 Total:  45% £186,750 

STIP 

2021/22 

1/4/21 – 

31/3/22 

£415,000 May 2022 August 

2022 

30% salary £124,500 45% salary £186,750 

 

CFO Period Salary Measurement 
date 

Payout OTE eligibility 

 (% salary) 

OTE 

eligibility 

(£) 

Enhanced 

eligibility:  

maximum 

payout*  

(% salary)  

Enhanced 

eligibility: 

Maximum 

payout* 

(£) 

TI Scheme 1/4/20 – 

31/3/21 

£244,800 Jan 2022 March 

2022 

Metric 1:10% £24,480 Metric 1: 16.5% £ 40,392 

Metric 2:10% £24,480 Metric 2: 16.5% £ 40,392 

Metric 3:10% £24,480 Metric 3: 16.5% £ 40,392 

Metric 4:10% £24,480 Metric 4: 16.5% £ 40,392 

Total:    40% £97,920 Total:     66% £161,568 

STIP 

2021/22 

1/4/21 – 

31/3/22 

£244,800 May 2022 August 

2022 

40% salary £97,920 66% salary £161,568 

 

 The actual amount that will be awarded to recognise individual performance will depend on the distribution of the 5% pool.  The distribution will 

depend on who is recommended for an award and the spread of salaries in this recommended population.  The amounts shown are the maximum 

possible amount that will be payable under Scheme rules. 




