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Whilst Redefine’s FY20 remuneration policy and implementation report received high levels of shareholder support at 

the February 2021 AGM (96.2% and 96.84% respectively), a need was identified to make certain implementation-

related changes to the variable pay structures.

The variable pay structures were not changed, but a number of implementation changes were made.

The overarching philosophy adopted by the remuneration committee was to achieve a balanced outcome that is fair 

and responsible to all stakeholders.

The purpose of the changes was as follows:

→ To ensure the variable pay structures are aligned to Redefine’s strategy and therefore link with shareholder value 

creation over the long-term

→ To ensure the overall package offered to executives is compelling and competitive and therefore aligned to the 

market from a qualitative and quantitative perspective

→ To introduce enhanced levels of corporate governance into the variable pay structures - an overview of these 

enhancements are provided on page 4

The following matters are covered in this document:

→ An overview of the process followed to date

→ Enhanced features of the variable pay structures

→ Overview of the operation of the structures

→ Performance conditions and their alignment with strategy

Background
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Overview of the process followed

January 2021

First round of 

shareholder 

engagement 

April to May 2021
The design principles 

were tested against 

quantitative and 

qualitative market data

April to May 2021
Proposals were further 

aligned with best in 

class corporate 

governance standards

June 2021
Total remuneration 

benchmarking exercise 

was done by PwC as 

independent advisor to 

test the design against 

the market and 

affordability levels

June/July 2021
Final Remco approval 

of the number of 

awards and 

parameters

June 2021
Follow-up round of 

shareholder 

engagements

May 2021
RemCo provided in-

principle approval for 

the proposals

February 2021
Special RemCo

working committee 

was established
April to May 2021
Performance conditions 

were defined and 

calibrated and aligned 

with the strategy of the 

companyMarch 2021
In-depth understanding 

of REIT market practice 

was obtained from PwC 

as independent advisors

After year end
Disclosure of the new 

parameters in the 

remuneration report

2022 AGM
Final endorsement by 

shareholders via the 

non-binding advisory 

votes on the policy and 

implementation report

We are here now
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Overview of the key enhancements to our variable pay structures

Removal 

of 

matching 

shares

Removal of 

binary 

performance 

targets

Holding 

lock on 

vested 

shares

Allocation 

percentages 

are aligned 

with the 

market

Deferral 

of STI 

into 

shares

Additional 

gatekeepers/s

afeguards for 

STI & LTIs

01

02

03

04

05

06

All variable pay is now linked to performance

All variable pay is linked to performance with the removal of 

the matching award on voluntary STI deferrals.  Personal 

performance has been removed as an LTI measure

Further ‘skin in the game’

Property is a long-term asset and to ensure further 

‘skin in the game’ beyond the LTI vesting period, 

performance shares will be subjected to a further 

two-year post vesting holding lock during which 

time shares cannot be traded

Alignment with the market

To ensure remuneration outcomes are fair and 

responsible, the new proposal was calibrated to be 

aligned with the market from an on-target and stretch 

perspective

Phased performance targets

Binary targets have been removed. Phased performance 

targets with threshold, target and stretch levels have 

been introduced for STI and LTIs. This will ensure proper 

alignment between pay and performance outcomes and 

result in fairer outcomes

Safeguards

A gatekeeper relating to dividends is included, 

therefore no STI is payable in the event that no 

dividends are declared for the financial year.  In 

addition, the LTI quantum vesting can be reduced in 

the event of windfall gains

Compulsory STI deferral

A portion of the STI is automatically deferred into shares, 

vesting over a future 3 year period.  This ensures further shareholder 

alignment
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Overview of the STI

Participant’s STI Total guaranteed pay
STI on-target 
percentage

Personal 
performance score 

[20%]

Company 
performance score 

[financial 60% + non-
financial 20%]

Gatekeeper: 

A gatekeeper relating to 

dividends is included, 

therefore no STI is 

payable if no dividends 

are paid for the financial 

year 

The on-target allocation percentages have been recalibrated to on-

target benchmarks, rather than maximum previously used

Weighting remains the same

Personal performance rating below 3 will result in no STI being 

paid (outcome of whole formula being reduced to zero)

Modifier ranges between 100% (3 rating) - 200% (5 rating)

Removal of binary measures (introduction of threshold, target 

and stretch)

Weightings between financial and non-financial remain the same 

(next pages contain details of measures)

Vesting outcomes can range from 0% below threshold, 50% 

threshold, 100% on-target and 200% stretch 

STI deferral:

Mandatory STI deferral 

will be retained

The deferral will be in 

shares vesting over a 

future period

Matching shares are 

removed:

Matching shares on 

voluntary STI deferrals 

are removed 
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Overview of the LTI

Participant’s LTI Total guaranteed pay
LTI on-target 
percentage

Performance vesting 
outcome

RemCo discretion on 

vesting: 

RemCo has discretion to 

adjust vesting outcomes 

in the event that ‘windfall 

gains’ are experienced

On-target allocation percentage aligned to the market have been 

defined. DSTI is carved out of LTI opportunity

Removal of binary measures and introduction of threshold, target and stretch vesting profile

Vesting outcomes can range from 0% below threshold, 50% threshold, 100% on-target and 180% stretch 

ESG measure introduced. Personal performance measure was removed

Remains unchanged

(3- year cliff vesting for 

performance shares) 

and staggered vesting 

(year 1 to 3) for DSTI

2-year post-vesting hold 

for performance shares

Vesting period Post-vesting period
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Overview of STI performance conditions

STI Financial measures Non-financial measures Personal measures 

Link to strategy & 

shareholder value creation 

Current measures Absolute DIPS relative to budget 

(25%)

Growth in recurring DIPS against 

SAPY (25%)

Risk measures (reducing LTV) 

(10%)

Transformation, sustainability, 

ethical capital and organisational 

health (combined weighting of 

20%) 

Delivery on personal targets 

(20%)

→DIPS is input into the total 

returns provided to 

shareholders

→Accelerate transformation 

across the business

→Ensure sustainable business 

practices

Proposed measures Absolute DIPS relative to budget 

(20%)

Relative DIPS against FTSE / 

JSE SA REIT index 

(20%) 

Risk measures (reducing LTV) 

(20%) 

Transformation (5%)

Sustainability (5%)

Organisational health matrix 

(10%) 

Delivery on personal targets 

(20%) 

→ Enhanced focus on LTV with 

increased weighting

→ Use of a more appropriate 

group for relative performance

→ The introduction of the 

gatekeeper that no STI is 

payable if no dividends are 

paid, ensures additional 

alignment
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Overview of LTI performance conditions

LTI Financial measures Non-financial measures Personal measures 

Link to strategy & 

shareholder value creation 

Current measures Absolute TR 

(50%)

Relative TR 

(20%)

ESG Goals 

(10%)

Delivery on personal targets 

(20%)

→Deliver competitive returns

→ESG goals ensure alignment 

with global best practices and 

sustainability 

→Personal targets linked to 

long-term shareholder goals

Proposed measures Absolute TR 

(25%)

Relative TR 

(25%)

Relative TSR 

(25%)

ESG Goals 

(25%)

None → Removal of personal 

performance links pay closer 

to shareholder interests

→ Increasing ESG weighting 

ensures alignment with global 

best practices and important 

strategic initiatives for future 

sustainability

→ Relative TSR provides 

shareholder alignment


