
We have updated our Directors’ Remuneration 
Policy, taking into account our governance and 
stewardship responsibilities and the views of our 
major shareholders, to balance the risks and 
rewards for all of our stakeholders and to 
continue to support the Company’s strategy 
for quality growth and returns

On behalf of the Board, I am pleased to present the Directors’ 
Remuneration Report for the year ended 31 December 2019. In a 
year characterised by a softening industry RevPAR environment, 
our System Size growth has continued to accelerate in line with 
our aim to reach industry-leading levels, supported by a strong and 
consistent increase in the pace of openings over the last three years. 
We have achieved record signings in key markets that will support 
future growth.

Executive Director incentive plan awards reflect our resilient 
business performance during 2019:

• APP award was 58.7% of the capped maximum pay-out, having 
achieved close to target operating profit from reportable 
segmentsa (referred to as EBIT in our 2018 and earlier reports), 
target savings for reinvestment and above target NSSG objectives;

• the 2017-19 Long Term Incentive Plan (LTIP) cycle award was 78.9% 
of maximum as the business continued to deliver strong 
shareholder returns and exceeded expectations for growth in 
System Size, Cash Flow and Total Gross Revenue over the three 
years to 31 December 2019; and

• the total average of short and long-term incentive plan awards 
for the respective period ending 2019 was therefore 68.8% 
of maximum.

2019 was also an important year for the wider workforce as the new 
Colleague Share Plan was launched.

Directors’ Remuneration Policy review
As indicated last year, the Committee commenced a detailed review 
of the Directors’ Remuneration Policy (DR Policy) in 2018. We have 
consulted extensively with our major shareholders during 2019 
to refine proposed areas of change. The key policy changes are 
summarised in the table after this statement on page 98, as well 
as in more detail on pages 110 to 117 of the Annual Report. 

IHG has always had a strong ‘pay for performance’ culture. Our 
approach to executive remuneration has always been aligned with 
the interests of shareholders and the UK corporate governance 
environment. This is reflected in the highly stretching performance 
targets we set for our APP and LTIP. The total of short and long-term 
incentive plan awards for Executive Directors have averaged around 
60% of maximum for the previous five years. Over the same period 
our Total Shareholder Returns have been top quartile amongst our 
key hotel competitors and more than double that of the average of 
the FTSE 100.

IHG is a global business in a global industry driven by US-based 
global competitors, including Marriott International, Inc., Hilton 
Worldwide Holdings Inc., Wyndham Hotels & Resorts Inc. and 
Choice Hotels International Inc. The remuneration structures in the 
US often drive more significant outcomes, as they are comprised of 
more elements; the total variable pay for similar performance of a 
Chief Executive Officer (CEO) at a US-based global hotel group can 
be three times or more than that of IHG. The quantum difference in 
US and UK executive pay is not a new phenomenon. IHG’s approach 
in this environment has always been to attract and retain key talent in 
its succession plan, as Keith Barr’s appointment to the CEO role in 
2017 illustrates.

However, the US market is also IHG’s largest source of revenue, and 
US-based hotel competitors and other US-based global companies 
are our most important source of talent. The Americas region 
represents 59.4% of our current System Size and around 50% of 
our corporate workforce is based in the region. From a long-term 
risk-management perspective, recruitment and retention of talent in 
IHG’s succession plan is an increasing challenge. Since the last DR 
Policy update in 2017, we have seen an intensification of risk as we 
have lost high-potential talent in our succession plan to competitors 
and we have seen increased difficulty and subsequent delay in 
recruiting. The resulting internal pay compression impacts both our 
high-potential talent and our experienced leaders in key positions 
and is not sustainable. Over recent months, I have discussed these 
challenges with a number of our shareholders.

To address these increasing risks, we are proposing an increase 
in maximum LTIP quantum available to Executive Directors for 
the outperformance of our goals. The aim in doing this is not to 
materially reduce the gap in remuneration between IHG’s Executive 
Directors and their US competitor peers, but rather to ensure IHG 
has a remuneration structure which provides differentiation between 
the CEO, other Executive Directors, Executive Committee members 
and high-potential talent in the succession plan.

A number of other changes to our DR Policy will further strengthen 
the alignment with shareholders:

• In light of the increased maximum potential LTIP quantum, 
we will significantly increase the shareholding requirements 
for Executive Directors.

• In line with recommended guidance, we have also extended the 
potential triggers under which the reduction and/or recovery of 
awards from Executive Directors may be sought through clawback.

• Last year, we introduced a two-year post-vest holding period for 
Executive Directors under our LTIP and this will now be formally 
adopted in our DR Policy.
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• In 2018, in advance of such a requirement becoming a part of the 
Corporate Governance Code, we introduced a post-employment 
shareholding requirement. The full guideline employment 
shareholding requirements will apply for six months following 
cessation of employment, and 50% of the requirements for a 
further six months after that. In an asset-light business, key 
decisions can be implemented and changes reflected quickly in 
business performance and shareholder value as we have seen in 
practice to our benefit. Our post-employment shareholding 
requirement therefore holds former Executive Directors to account 
for the decisions they made and strategies they implemented. In 
the Committee’s view, any longer period would unnecessarily 
subject them to decisions out of their control.

The pension benefit for any new UK Executive Director appointments 
will be aligned with the maximum employer contribution rate 
available to all other participants in the UK pension plan, which 
include UK corporate and eligible hotel employees. In addition, 
UK Executive Directors have agreed to a voluntary reduction in their 
company pension benefit by the end of 2022, so they will align on 
the same basis with effect from 1 January 2023.

Since implementing the 2017 DR Policy, IHG has seen the 
appointment of Keith Barr as CEO and a new organisational structure 
which is designed to leverage scale and accelerate growth. We have 
increased the pace of execution of our strategic initiatives with the 
aim of delivering industry-leading net System Size growth in the 
medium term. In this context, we have reviewed our LTIP measures 
with a focus on alignment with our strategy and this aim. The 
balance of absolute and relative growth and return measures has 
been carefully considered to ensure that growth, sound returns and 
responsible cash management are measured in determining reward. 
As set out on page 113, we are therefore proposing an increased 
weighting for Net System Size Growth, measured on a relative basis 
to our key competitors. This will be balanced by a Return on Capital 
Employed underpin to incentivise system size and fee income 
growth at a sustainable rate, taking account of the impact of capital 
investment to support growth of returns over time.

The Committee considered environmental, social and governance 
(ESG) measures in relation to the LTIP, such as carbon reduction. 
Although we are not recommending introducing such measures 
in our LTIP in 2020, we consider it important to have the flexibility 
within the DR Policy to do so once we are satisfied that performance 
targets can be set robustly and effectively in relation to long-term 
objectives. In doing this, we will build on the work carried out in 
setting stretching science-based targets that we have announced 
in the Corporate Responsibility Committee Report on page 92.

Wider workforce remuneration and employee engagement
In line with Corporate Governance Code guidance, the Committee 
has reviewed aspects of the Company’s wider workforce 
remuneration policy over the course of 2019. The Company takes a 
fully aligned approach to remuneration throughout the organisation 
to support succession and career-planning and regularly engages 
directly with the workforce through a number of channels and on 
a wide range of topics, including pay. The Company’s twice-yearly 
global engagement survey addresses employee satisfaction, 
covering a number of areas including competitive pay and benefits. 

In 2019, the Company successfully launched its Colleague Share 
Plan, which brings a share-based benefit to most of its global 
corporate workforce and significantly widens the alignments of 
interests of its shareholders, executives and the wider workforce. 
Take-up in this first year of the plan’s operation was 49% of 
eligible employees.

In addition, a full market review of the Company’s UK pension 
benefit was carried out. Market practice has moved significantly 
since this was last reviewed, following initiatives such as the phased 
introduction of automatic enrolment minimum contribution rates 
and changes to pension tax relief for higher earners. As a result of 
this, during 2020, the Company will be increasing the maximum 
contribution rate available to current and future participants from at 
least 7.5% of salary to 12% of salary. Future Executive Directors will 
receive this same rate.

The Company’s new UK pension contribution structure significantly 
closes the gap between existing Executive Directors’ pension 
benefit and that of other employees, from a minimum difference of 
17.5% to 13% of salary. Furthermore, given the agreement of the UK 
Executive Directors to a voluntary reduction in pension, the gap will 
reduce by the end of 2022, bringing it in line with all other IHG UK 
pension plan participants, as shown on page 100.

Shareholder engagement
Whilst our current DR Policy was approved by 96% of shareholders 
at the 2017 AGM, the advisory vote on the Directors’ Remuneration 
Report at the 2018 and 2019 AGMs received a lower level of support 
(82.33% and 83.95% respectively). We committed to understanding 
and addressing these concerns and engaged with those 
shareholders who voted against the Report to understand their 
reasons for doing so. Based on the feedback received, we have 
taken steps to clarify and to refine aspects of our remuneration 
structures to better reflect the long-term interests of shareholders.

Summary of key changes to our Directors’ Remuneration Policy
In line with the required three-year cycle, we are seeking approval of 
our updated DR Policy, which can be found in full on pages 110 to 117, 
at the 2020 AGM. A high-level summary of the proposed changes is 
shown on the next page.

Our APP structure remains appropriate, with a 70% weighting for 
operating profit from reportable segments and 30% weighting for 
strategic measures. For 2020, the latter element will consist of a 
single absolute NSSG target. In a potentially more muted RevPAR 
environment, this aligns with our focus on System Size growth to 
drive our continued success. Whilst there is also an NSSG element in 
the LTIP, it is of a different nature due to the three-year timescale and 
relative measurement approach, and aligns with our strategic focus 
on accelerating growth in both the short and long-term. It is 
important to note that for 2020, targets for both operating profit 
from reportable segments and NSSG are set in an environment of 
greater uncertainty than in recent years. Further detail on incentive 
plan measures under the new DR Policy is shown on pages 112 to 113.

For 2020, the Executive Directors will receive a 2% salary increase, 
which reflects the overall budget available for salary increases to the 
UK and US wider corporate employee population.

About this report
As always, we strive to make this report as easy to read as possible. 
The ‘At a glance’ section on page 99 highlights the key points on 
2019 performance and outcomes and further background on 
remuneration at IHG for the wider workforce is on page 100.

The Annual Report on Directors’ Remuneration on pages 101 to 109 
will be put to an advisory vote by shareholders and the revised 
Directors’ Remuneration Policy, starting on page 110, will be put to a 
binding shareholder vote at the May 2020 Annual General Meeting.

Jo Harlow 
Chair of the Remuneration Committee  
17 February 2020
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Directors’ Remuneration Report continued
Remuneration Committee Chair’s statement continued

Summary of DR Policy and proposed changes
Element 2020 2021 2022 2023 2024 Framework Link to Strategy

Fixed

Base salary Generally in line with the range applying to 
the corporate population. Reviewed 
annually and fixed for 12 months from 
1 April.

Recognises the value of the role and the 
individual’s skills, performance and 
experience.

Benefit Relevant benefits are restricted to the 
typical level for the role/location.

Competitive and consistent with role/
location; helps recruit and retain.

Pension Defined Contribution. Employee 
contributions with matching employer 
contributions. Salary is the only part of 
remuneration that is pensionable. 

Competitive and consistent with role/
location; helps recruit and retain.

Proposed change
Pension contributions and/or cash 
allowance for new Executive Directors will 
be aligned with the maximum employer 
contribution rate available to all other 
participants in the UK pension plan.
Incumbent UK Executive Directors have 
agreed to a voluntary reduction in pension 
provision by the end of 2022 such that the 
value will align on the same basis with 
effect from 1 January 2023.

Rationale for change
Following a full market review of its UK 
pension benefit, the Company will offer 
all participants the same rate of pension 
benefit. Whilst there were very good 
reasons for having had a tiered 
contribution structure in the past, 
following significant change in the UK 
pension environment since the benefit 
was last reviewed, this is no longer 
prevalent in the market. To remain 
competitive in the UK workspace, a level 
pension benefit structure will be 
introduced. This will be kept under review 
as market practice continues to evolve.

Variable

Annual 
Performance 
Plan (cash)

Maximum annual opportunity is 200% of 
salary with 70% an operating profit measure 
and 30% key strategic measures; 50% of 
the award is deferred into shares for three 
years. Awards are subject to a global 
affordability gate. Full vesting after three 
years. Malus and clawback apply.

For 2020, the KPIs that directly link 
remuneration to our business strategy 
include:
• Operating profit from reportable 

segments – a fundamental measure 
of our financial health and represents the 
financial outcomes of the KPI goals; and

• Net System Size growth – a KPI and 
measure of our strategy to build and 
leverage scale.

Annual 
Performance 
Plan (deferred 
shares)

Long Term 
Incentive 
Plan (LTIP)

Proposed change
The maximum potential LTIP quantum is to 
increase from 205% to 350% of salary for 
the CEO and to 275% of salary for other 
Executive Directors.
The net System Size growth (NSSG) 
element will increase to 30% and will 
measure performance relative to our 
closest peers, balancing the growth 
objectives with a Return on Capital 
Employed (ROCE) underpin to this part of 
the LTIP. The Total Shareholder Return (TSR) 
element will reduce from 40% to 30%. The 
remaining two measures of Cash Flow and 
Total Gross Revenue will remain at 20%.
Formal adoption of the two-year post-vest 
holding period which was introduced for 
the 2019/21 cycle.
Malus and clawback will continue to apply.

Rationale for change
To incentivise achieving our stretching 
new growth ambitions; to compete more 
effectively in the US talent pool and to 
assist with recruitment and retention in 
succession planning given pay 
compression.
A focus on industry-leading NSSG is at 
the heart of our new strategy, 
underpinned by ROCE to reflect our 
commitment to deliver quality growth 
whilst maintaining returns.
Continued strong alignment between 
Executive Director remuneration and 
shareholder interests.

Other

Minimum 
shareholding 
requirements

Proposed change 
The guideline shareholding requirements 
will increase from 300% to 500% of salary 
for the Chief Executive Officer and from 
200% to 300% of salary for other Executive 
Directors. The post-employment 
shareholding requirement, introduced in 
2018, will continue to apply.

Rationale for change
To demonstrate a commitment to the 
Company’s success and strengthen 
alignment between the executives’ and 
the shareholders’ interests.

Malus and 
clawback

Proposed change
The range of potential triggers for the 
recovery of awards made to Executive 
Directors will be extended. See page 115 
for details.

Rationale for change
In line with guidance from the UK 
Corporate Governance Code, this is 
designed to protect shareholder value 
and disincentivise unwanted behaviours 
and actions.

Cash

Deferral

Performance Deferral
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Measures used for APPa

Operating profit from 
reportable segments: ($m)

Threshold
807.8

Target
868.6

Maximum
929.4

Actual
865.7

Net System Size growthb (k rooms)

Threshold
75.1

Threshold
105.0 

Target
115.0

Maximum
125.0

Actual
115.0

Savings for reinvestment ($m)

Threshold
873.3

Target
877.5

Maximum
881.7

Actual
878.4

Measures used for LTIPa

Total Gross Revenuec ($bn)

Net System Size growthb (k rooms)

Maximum
107.4

Actual
116.4

Threshold
2.60

Maximum
3.71

Actual
3.75

Threshold
1.29

Maximum
1.72

Actual
1.85

Threshold
39.9

Relative TSR (%)
Maximum

84.1

Actual
54.9

Cash Flow ($bn)

40%

70%

15%

15%

20%

20%

20%

Operating profit 
from reportable 
segments

Net Size System 
growth 

Savings for 
reinvestment 

Relative TSR
Net Size System 
growth

Total Gross 
Revenue

Cash Flow

0 1,000 2,000 3,000 4,000

Paul Edgecli�e-Johnson, 
Chief Financial O�icer 
Value (£000)

3,268

2,494

2,450

2019
actual

2018
actual

2019
potential

0 1,000 2,000 3,000 4,000

Keith Barra, 
Chief Executive Oicer 
Value (£000)

4,320

3,317

 2,993 

2019
actual

2018
actual

2019
potential

0 1,000 2,000 3,000 4,000

Elie Maalouf, 
Chief Executive Oicer, Americas 
Value (£000)

3,229

2,482

2,350

2019
actual

2018
actual

2019
potential

AUDITED

How we performed in 2019
In 2019, we achieved close to target operating profit from reportable segments, met our 
goal for savings to reinvest in the business to support future growth, and exceeded our 
target net System Size growth for the year. Looking back over the three years to 2019, we 
continued to deliver strong shareholder returns and have surpassed our expectations on the 
challenging targets we set for growth in Total Gross Revenue, System Size and Cash Flow 
over the period 2017 to 2019.

How to use this report
Within the Directors’ Remuneration Report 
we have used colour coding to denote 
different elements of remuneration. The 
colours used and the corresponding 
remuneration elements are:

 Salary
 Benefits
 Pension benefit
  Annual Performance Plan (APP)  
50% cash and 50% deferred shares

 Long Term Incentive Plan (LTIP)
 Shareholding

Audited information
Content contained within a tinted  
panel highlighted with an ‘Audited’ tab 
indicates that all the information within 
the panel is audited.

a Further details of APP and LTIP outcomes can be found 
on pages 102 to 104.

b APP System Size target is based on closing year target; 
LTIP target is based on three-year growth performance.

c The Total Gross Revenue target represents a target for 
growth over the LTIP period.

Executive Director remuneration
2019 remuneration 
The table below shows the 2019 potential 
remuneration opportunity and actual 
achievement compared to 2018 actual 
achievement.

The relevant figures for each of the elements 
that make up the single total figure of 
remuneration, as shown below for the 
Executive Directors, can be found in the table 
on page 101. 

Key for potential
  Maximum = Fixed pay and maximum 
award under APP and LTIP

  Target = Fixed pay and on-target 
award for APP (115%) and 50% of 
maximum LTIP vesting

  Minimum = Fixed pay

At a glance

a The 2018 amount for Keith Barr 
excludes the localisation payment 
detailed on page 101.
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Remuneration for all employees
Across the last two years, we have made a number of changes to 
how we manage reward, in particular strengthening how we use 
differentiation in reward decisions based on employee performance 
to drive a high-performing culture across the organisation. 

• In 2018 and 2019 we introduced: 
 – a new performance management approach;
 – a new bonus plan approach; and
 – updated culture, values and behaviours to support growth.

• We continue to embed the structures to facilitate cultural change 
in the organisation and the early signs are positive, for example the 
use of differentiation in our merit and bonus process.

• Our Colleague Heartbeat results reflect a positive view of how we 
reward employees across the business and continues to provide 
a useful vehicle for workforce engagement.

How incentives align our workforce to our business strategy 
and culture
We place great emphasis on aligning everyone to our business strategy, 
which means shareholders and employees have a shared interest in the 
performance of the Company. We achieve this through the design of 
our incentive plans, which align individual performance and behaviour 
with our company purpose, values and strategy.

Performance metrics used for reward

Performance
Elements of  
Rewards Impacted Metrics in 2020

Financial   Annual Performance 
Plan (APP) 

• Operating profit from 
reportable segments

• Net System Size Growth

  Long Term Incentive 
Plan (LTIP)

• Relative Net System Size Growth
• Cash Flow
• Total Gross Revenue
• Total Shareholder Return

Individual  Salary • Achievement of individual goals
• Progress with personal 

development
• Demonstration of value and 

behaviours

  Annual Performance 
Plan (APP) 

• As we look to 2020, we are further developing the performance 
culture across the organisation through:
 – a streamlined performance management approach that further 

supports differentiation;
 – a combined merit and bonus process which allows managers 

to take a more holistic view on reward; and
 – the introduction of a colleague share plan which will encourage 

shared ownership and alignment to our external stakeholders at 
all levels of the organisation.

How our reward practices are aligned across all levels of 
the organisation
Our reward packages are designed to attract, retain and motivate 
top talent. We apply a consistent approach to reward across the 
corporate business, ensuring we meet the needs of employees by 
offering a market driven rewards package, which we regularly review 
against our competitors for talent.

UK Pension Provision
In 2019, we undertook a full market review of the UK pension benefit 
(the IHG UK Defined Contribution Pension Plan) to ensure that it 
remained an attractive part of our reward package. The UK pension 
landscape has changed significantly since our arrangements were 
last reviewed, following the phased introduction of minimum 
automatic-enrolment contribution levels and changes to tax 
allowances for high earners. From 1 April 2020, we will introduce 
a single, simple matching-structure on the following basis:

Employee Grade
Employee 
Contribution

Matching 
Contribution 
Multiple

Maximum  
Matching 
Contribution

All 3-6% 2 12%

Directors’ Remuneration Report
Remuneration at IHG – the wider context

How our reward practices align across the organisation

Elements of Reward
Executive 
Directors

Executive 
Committee

Wider 
Workforce Notes

Fixed  Salary

 Benefits

 Pension benefit See below in respect of UK pensions.

Variable   Annual Performance 
Plan (APP) 

   For senior management (generally at Executive Committee level and their 
direct reports) a proportion of bonus is deferred into shares for a three-year 
period.

  Long Term Incentive 
Plan (LTIP)

   Senior/mid-management and certain specialist roles are eligible for a Long 
Term Incentive Plan (LTIP). Performance-based LTIP largely applies at the level 
of Executive Committee and their direct reports.

In line with typical market practice, particularly in the US, and due to 
line-of-sight to performance measures, a gradually greater proportion of the 
LTIP award is made as RSUs (which are not subject to performance conditions 
but still align employee interests with those of shareholders) for eligible roles 
from the Executive Committee down.

  Restricted Stock 
Units (RSUs)

  

  Colleague Share Plan  
(introduced in 2020)

Available to employees below senior/mid-management levels only.

 Recognition Scheme Available to employees below senior/mid-management levels only.

Other   Shareholding 
requirements

   Shareholding requirements are applicable at the level of Executive 
Committee and their direct reports.
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Single total figure of remuneration – Executive Directors
Fixed pay Variable pay

Executive Directors Year
 Salary 

£000
 Benefits 

£000

 Pension 
benefit 

£000
Subtotal 

£000
 APP 

£000
 LTIP

£000a
Subtotal 

£000
Other 
£000

 Total 
£000

Keith Barr 2019 828 36 207 1,071 983 1,263 2,246 – 3,317

2018 792 51 198 1,041 1,343 609 1,952 150 3,143

Paul Edgecliffe-
Johnson

2019 602 24 158 784 723 987 1,710 – 2,494

2018 554 24 166 744 942 764 1,706 – 2,450

Elie Maaloufb 2019 622 33 121 776 743 963 1,706 – 2,482

2018 559 34 109 702 947 701 1,648 – 2,350
a LTIP: Figures for 2018 relate to the value of shares for the 2016/18 LTIP cycle and have been restated using actual share price on date of vesting. Figures for 2019 relate to the 

value of shares for the 2017/19 LTIP cycle.

b Elie Maalouf is paid in US dollars and the sterling equivalent is calculated using an exchange rate of $1 = £0.78 in 2019 and $1 = £0.75 in 2018 (page 150).

This Annual Report on Directors’ Remuneration explains how 
the Directors’ Remuneration Policy (DR Policy) was implemented 
in 2019 and the resulting payments each of the Executive 
Directors received.

This report is subject to an advisory vote by shareholders at 
the 2020 AGM. The notes to the single-figure table provide 
further detail, where relevant, for each of the elements that 
make up the total single figure of remuneration for each of 
the Executive Directors.

Notes to single figure table

Fixed pay
 Salary: salary paid for the year. 

 Benefits: for Executive Directors, this includes, but is not limited 
to, taxable benefits such as company car and healthcare. 
Provision during 2019 was in line with previous years and the 
approved DR Policy.

 Pension benefit: for current Executive Directors, in line with DR 
Policy, the value of IHG contributions to pension plans and any 
cash allowances, paid in lieu of pension contributions.

Keith Barr and Paul Edgecliffe-Johnson did not participate in any 
IHG pension plan in 2019 and instead received cash allowances of 
25% of base salary (reduced from 30% in 2019 for Paul). Life 
assurance cover is provided for both Keith and Paul at four times 
base salary.

Elie Maalouf participated in the US 401(k) Plan and the US 
Deferred Compensation Plan. The US 401(k) Plan is a tax qualified 
plan providing benefits on a defined contribution basis, with the 
member and relevant company both contributing. The US 
Deferred Compensation Plan is a non-tax qualified plan, providing 
benefits on a defined contribution basis, with the member and the 
relevant company both contributing. 

Contributions made by, and in respect of, Elie Maalouf in these 
plans for the year ended 31 December 2019 were:

£a

Director’s contributions to US Deferred 
Compensation Plan 235,675

Director’s contributions to US 401(k) Plan 19,500

Company contributions to US Deferred  
Compensation Plan 111,938

Company contributions to US 401(k) Plan 8,736

Age of Director at 31 December 2019 55
a Sterling values have been calculated using an exchange rate of $1 = £0.78.

Variable pay
  APP (cash and deferred shares)

Operation
Award levels are determined based on salary as at 31 December 
2019 on a straight-line basis between threshold and target, and 
target and maximum, and are based on achievement vs target 
under each measure:

• Threshold is the minimum level that must be achieved for there 
to be an award in relation to that measure; no award is made for 
achievement below threshold. 

• Target is the target level of achievement and results in a target 
award for that measure.

• Maximum is the level of achievement at which a maximum 
award for that measure is received (capped at 200% of salary).

For 2019, the Remuneration Committee set a threshold award 
level of 50% of target award (57.5% of salary).

The threshold award was subject to global affordability gates: 

• If operating profit from reportable segments was less than 85% 
of target, no award under net System Size growth and savings 
for reinvestment would be made; and 

• If operating profit from reportable segments was 85% or more, 
but less than 93% of target, half of any award under net System 
Size growth and savings for reinvestment would be made.

Net system size growth was also dependent on achieving at least 
four out of 10 of the global metrics for 2019.

There was also Committee discretion to adjust awards to consider 
factors such as IHG’s performance relative to competitors.

Other
Keith Barr received a lump sum of £150,000 in July 2018 to cover 
the transitional and transactional costs of localising to the UK. This 
was fully reported in the 2017 Annual Report, page 69.

AUDITED
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AUDITED

APP Outcome for 2019
The performance measures for the 2019 APP were operating profit 
from reportable segments (70%), net System Size growth (15%) 
and savings for reinvestment (15%) and were determined in 
accordance with the DR Policy. Target award was 115% of salary. 
The table below shows threshold, target and maximum 
opportunity, as well as weighting and actual 2019 achievement.

Target

Threshold

0 50 100 150 200

Operating profit from reportable segments

Net System Size growth Savings for reinvestment

% of target award

35
7.5
50

70

69

15

18

15

15

100

102Actual

Maximum 140 30 30 200

APP

Performance Achievement Weighting
Weighted 

achievement

Operating profit from reportable segments: performance relative to target

Threshold $807.8m 50%

70% 69%
Actual $865.7m 98%

Target $868.6m 100%

Maximum $929.4m 200%

Net system size growth (k rooms)

Threshold 873.3 50%

15% 18%
Target 877.5 100%

Actual 878.4 121%

Maximum 881.7 200%

Savings for reinvestment 

Threshold $105.0m 50%

15% 15%
Target $115.0m 100%

Actual $115.0m 100%

Maximum $125.0m 200%

Operating profit from reportable segments is a Non-GAAP 
measure and excludes certain items from operating profit. 
Additionally, in determining operating profit from reportable 
segments for APP purposes, budgeted exchange rates for the year 
are used and certain adjustments to reported 2019 operating 
profit from reportable segments were agreed by the Committee in 
order to ensure like-for-like comparison with the APP target set at 
the start of the year:
Operating profit from reportable segments  
(at actual exchange rates) (see page 150) $864.7m

Difference due to exchange rates $1.0m

Operating profit from reportable segments, 
after adjustments (at 2019 budget exchange rates) $865.7m

The total weighted achievement for Keith Barr, Paul Edgecliffe-
Johnson and Elie Maalouf is 102% of target bonus (58.7% of 
capped maximum award). The APP award for 2019 was therefore 
117.3% of salary for each.

Awards for 2019 are payable 50% in cash and 50% in deferred 
shares, vesting three years after the date of grant, in February 2023. 
The deferred share awards are made in the form of forfeitable 
shares that receive dividends during the three-year vesting period 
and include the right to vote at shareholder meetings. They are not 
subject to any further performance conditions.

Executive Director

Salary as at 
31 December

2019  
£000 

Award  
as % 

of salary

Total value  
of award

£000

Keith Barr 838 117.3 983

Paul Edgecliffe-Johnson 616 117.3 723

Elie Maaloufb 634 117.3 743

b  Elie Maalouf is paid in US dollars and the sterling equivalent is calculated using an 
exchange rate of $0.78.

 LTIP 2017/19 (shares)
Awards are made annually and eligible executives will receive 
shares at the end of that cycle, subject to achievement of the 
performance conditions. Conditions and weightings are 
described on page 103. 

TSR measures the return to shareholders by investing in IHG 
relative to a comparator group containing the following major, 
globally branded competitors: Accor S.A.; Choice Hotels 
International Inc.; Hilton Worldwide Holdings Inc.; Hyatt Hotels 
Corporation; Marriott International, Inc.; Melia Hotels International 
S.A.; Millennium & Copthorne Hotels PLC; NH Hotel Group; and 
Wyndham Hotels & Resorts Inc., as per data provided by our 
corporate bankers sourced from Thomson Reuters Datastream. In 
respect of Wyndham Worldwide’s split into two publicly traded 
companies in May 2018, the performance of Wyndham Worldwide 
was tracked up until the split, followed by the performance of 
Wyndham Hotels & Resorts Inc. subsequent to the split.

Following the acquisition and delisting of Millennium & Copthorne 
Hotels PLC by City Developments Limited, a Singapore-based real 
estate company, it was removed from the comparator group for 
all active LTIP cycles (2017/19, 2018/20 and 2019/21).

The share price in respect of the 2016/18 LTIP cycle has been 
restated using the volume weighted average price of 4,565p on 
the date of actual vesting on 20 February 2019. The corresponding 
values shown in the 2018 report (prior to the actual vesting) were 
an estimate calculated using an average share price over the final 
quarter of 2018 of 4,193p.

Outcome for 2017/19 cycle
The performance measures for the 2017/19 three-year LTIP cycle 
were in line with the 2017 DR Policy. The table below shows 
threshold and maximum opportunity, as well as weighting and 
actual achievement, for each performance measure.

Actual

Threshold

0 20 40 60 80 100

TSR Total Gross Revenue NSSG Cash flow

% of maximum opportunity

18.9 20 20 20

Maximum 40 20 2020 100

78.9

8

4

20
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Adjustments to cash flow outcome
Over the performance period of the 2017-19 LTIP award, there 
have been a number of accounting standard changes and events 
that have impacted IHG’s cash flow that were unquantified or 
unforeseen when the original targets were set. The Committee 
carefully considered these and determined that it was appropriate 
to adjust the cash flow outcome for the impact of the events 
below in order to ensure that the outcomes are measured on a 
consistent basis with targets. An explanation of each adjustment 
is set out below and a reconciliation of the initial and adjusted 
outcome is set out to the right.

Adjustments due to changes in accounting standards:
The new accounting standards implemented during the period 
do not have an overall impact on Group cash flow, but do impact 
the LTIP target because of the reclassification of cash flows to 
different line items that are not included in the LTIP target:

• IFRS 15: The System Fund interest receipt was reclassified from 
Cash Flow from Operations to the interest line.

• IFRS 16: Operating leases cash flow has been reclassified 
from Cash Flow from Operations to interest and movements 
in net debt.

Adjustments due to events unforeseen when the targets were set:
• Six Senses acquisition: the material acquisition cost of Six 

Senses in 2019 has been removed. The Committee considered 
it was appropriate to exclude the cash impact because it was not 
incorporated into the original target and the cash flow benefits 
of the acquisition will be long-term.

• Comprehensive efficiency programme: There was additional 
Board approved expenditure as part of a three-year programme 
of savings to reinvest in the business for future growth, which 
was not budgeted for at the beginning of the 2017-19 plan when 

the targets were set. The benefits from this comprehensive 
efficiency programme are long-term, beyond the timescale 
of the plan period, so the Committee considered it appropriate 
to exclude the cost. Stretching targets with regards to these 
benefits will be reflected in future incentive plans.

• Where applicable, the adjustments above will also apply to the 
cash flow outcomes of the 2018-20 and 2019-21 LTIP awards. 
These will be disclosed in full along with any other adjustments 
in the relevant year’s Directors’ Remuneration Report.

Reconciliation
Cash flow 

$bn

Reported cash flow from Operations 2.62
Net movement in loyalty programmes (0.14)
Other movements relating to the System Fund 0.03
Net cash from investing activities (0.91)
Reported outcome per definition 1.60
IFRS 15 0.03
IFRS 16 (0.17)
Six Senses acquisition 0.29
Comprehensive efficiency programme 0.10
Adjusted outcome 1.85

Cash flow definition for 2017-19 LTIP
Cash flow is defined as the cumulative annual cash generation 
over a three-year performance period. Cash generation is cash 
flow from Operations, excluding loyalty programmes and 
material movements in cash associated with the System Fund, 
and including net cash from investing activities.

Performance Targets

Performance measure and weighting Target % Vesting Result
Achievement 
(% of maximum) Weighting

Weighted 
achievement

Total Shareholder Return: 
Three-year growth relative to average 
of competitors 
40%

Maximum 
84.1%

Maximum 
100%

Outcome  
54.9%

47.2% 40% 18.9%

Threshold 
39.9%

Threshold 
20%

Total Gross Revenue: 
based on IHG’s performance against 
an absolute total gross revenue 
target 
20%

Maximum 
3.71bn 
USD

Maximum 
100%

Outcome  
3.75bn USD

100% 20% 20%

Threshold 
2.60bn 
USD

Threshold 
20%

Net System Size Growth: 
based on IHG’s performance against 
an absolute NSSG target 
20%

Maximum 
107.4k 
rooms

Maximum 
100%

Outcome  
116.4k rooms
 

100% 20% 20%

Threshold 
75.1k 
rooms

Threshold 
20%

Cash Flow: 
based on IHG’s performance against 
an absolute cash flow target 
20%

Maximum 
1.72bn 
USD

Maximum 
100%

Reported Outcome
1.6bn USD

Adjusted Outcome 
1.85bn USD

100% 20% 20%

Threshold 
1.29bn 
USD

Threshold 
20%

Total achievement (% of maximum 
opportunity vested)

78.9%
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Payments to past Directors – benefits
Sir Ian Prosser
Sir Ian Prosser, who retired as a Director on 31 December 2003, 
had an ongoing healthcare benefit of £2,281 during the year.

Payments for loss of office
There were no payments for loss of office in 2019.

Pension entitlements
No Executive Director is entitled to any Defined Benefit pension or 
related benefit from IHG.

Directors’ Remuneration Report continued
Annual Report on Directors’ Remuneration continued

LTIP
 
Achievement against target is measured by reference to the three years ending 31 December 2019. This cycle will vest on 19 February 
2020 and the individual outcomes for this cycle are shown below.

The share price of 4,847p used to calculate the 2017/19 LTIP cycle value shown in the single-figure table is the average over the final 
quarter of 2019.

Executive Director Award Cycle

Maximum 
opportunity at grant 

(number of shares)

% of  
maximum 

opportunity  
vested

Outcome  
(number of shares 

awarded at vest)

Total value 
of award

£000

Value of award 
attributable to share 

price appreciation

Keith Barra LTIP 2017/19 30,303 78.9% 23,908 1,159 135

RSU 2017/19 2,160 100% 2,160 105 13

Paul Edgecliffe-Johnson LTIP 2017/19 25,811 78.9% 20,364 987 120

Elie Maaloufb LTIP 2017/19 21,822 78.9% 17,217 835 102

RSU 2017/19 2,645 100% 2,645 128 16

a Keith Barr received an increased award, pro-rated from 1 July 2017, for the 2017/19 LTIP in accordance with the DR Policy as a result of his appointment to the Board. Prior to this, 
he was granted 17,822 shares and 2,160 restricted stock units on 22 May 2017 with a market price of 4,257p per share.

b  The award for Elie Maalouf was granted prior to his appointment to the Board. Elie was also granted 2,645 restricted stock units on 22 May 2017 with a market price of 
4,257p per share.

Other outstanding awards
Scheme interests awarded during 2018 and 2019
During 2018 and 2019, awards were granted under the LTIP cycle and made to each Executive Director over shares with a maximum 
value of 205% of salary using an average of the closing mid-market share price for the five days prior to grant, as in the table below. 
These are in the form of conditional awards over Company shares and do not carry the right to dividends or dividend equivalents 
during the vesting period. 

The vesting date for the 2018/20 LTIP award is the day after the announcement of our annual 2020 preliminary results in February 
2021. These awards will vest, and shares will be transferred to the award-holder, to the extent performance targets are met. 

The vesting date for the 2019/21 LTIP award is the day after the announcement of our annual 2021 preliminary results in February 2022. 
These awards will vest to the extent performance targets are met and will then be restricted for a further two years, transferring to the 
award-holder in February 2024. 

The performance measures are as agreed in the 2017 Remuneration Policy. Total shareholder return, total gross revenue, net System 
Size growth and cash flow are measured by reference to the three years ending 31 December 2020 for the 2018/20 cycle and 31 
December 2021 for the 2019/21 cycle. Minimum performance is equal to 20% of the maximum award.

Executive Director Award date
Maximum

shares awarded 

Market price  
per share at grant

£

Face value of  
award at grant

£000

Number of shares  
received if minimum 

performance achieved

2018/20 cycle

Keith Barr 8 May 2018 35,381 46.25 1,636 7,076

Paul Edgecliffe-Johnson 8 May 2018 24,830 46.25 1,148 4,966

Elie Maalouf 8 May 2018 24,426 46.25 1,130 4,885

2019/21 cycle

Keith Barr 10 May 2019 34,693 49.53 1,718 6,938

Paul Edgecliffe-Johnson 10 May 2019 25,509 49.53 1,263 5,101

Elie Maalouf 10 May 2019 25,802 49.53 1,278 5,160
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Other information relating to Directors’ remuneration
Consideration of use of discretion
As discussed on page 72, the 2019 Financial Statements include 
impairments relating to Kimpton hotel management agreements 
acquired in 2015 and the UK hotel portfolio acquired in 2018 and, 
in this context, the Committee discussed whether the formulaic 
outcomes in relation to the APP 2019 and LTIP 2017/19 cycle were 
appropriate.

The Kimpton impairment does not relate to goodwill, which is 
unaffected. Since the acquisition of Kimpton Hotels & Restaurants 
in 2015, the intrinsic value of the brand has increased with over 40 
new hotels signed into the pipeline and accelerated international 
expansion. The Committee considered that these factors outweigh 
the impact of the impairment.

Cash paid on acquisition of the UK portfolio was $9m, with the 
goodwill recognised being attributable to the future trading 
potential of the hotel operations. The impairment has been driven 
by challenging trading conditions experienced across the UK hotel 
industry. The Committee took into consideration the strategic 
importance of the acquisition; three of the UK portfolio have been 
converted to voco hotels, which has been a key driver of the 33 
signings since launch of that brand, three of the portfolio have been 
converted to Kimpton hotels, which has had a significant influence 
on the international growth of that brand.

Having considered all these matters in the round, including the 
solid performance of the Company over the relevant periods, the 
Committee concluded that it was not necessary to exercise 
discretion relating to 2019 outcomes.

Dividends paid to Executive Directors
A final dividend for 2018 of 60.4p per ordinary share (78.1¢ per ADR) 
was paid on 14 May 2019 to shareholders on the Register of 
members at the close of business on 29 March 2019. 

A special dividend of 203.8p per ordinary shares (262.1¢ per ADR) 
was paid on 29 January 2019 to shareholders on the Register at the 
close of business on 11 January 2019.

An interim dividend of 32.0p per ordinary share (39.9¢ per ADR) was 
paid on 3 October 2019 to shareholders on the Register of members 
at the close of business on 30 August 2019. 

Statement of Directors’ shareholdings and share interests
The Committee believes that share ownership by Executive 
Directors and senior executives strengthens the link between  
the individuals’ personal interests and those of shareholders.

  Guideline Executive Director shareholding requirement
Executive Directors are required to hold shares equal to 300% 
of salary for the Chief Executive Officer and 200% for any other 
Executive Director within five years of their appointment. The 
number of shares held outright includes all directors’ beneficial 
interests and those held by their spouses and other connected 
persons. It also includes the net value of APP shares that are not 
currently subject to ongoing performance conditions but are 
subject to ongoing holding periods.

Percentages are calculated using the 31 December 2019 share 
price of 5,208p.

Prior to the introduction of post-employment shareholding 
requirements under the new Code, we introduced a condition 
under our DR Policy for the full guideline minimum shareholding 
requirement to continue for six months after cessation of 
employment and 50% of the requirement to continue for an 
additional six months. 

0 200 400 600 800 1,000 1,200 1,400

Shares and awards held by Executive Directors 
as at 31 December 2019: % of salary

Shares held outright

Shares held outright and net value of shares 
subject to holding/deferral perioda

Guideline shareholding

Total number of shares and awards as a % of salary

326

328

441

506

1,186

1,241

1,169

359

Keith Barr

Paul Edgecli�e-Johnson

Elie Maalouf

436

a Percentages have been calculated using a combined tax and social security rate of 
47% for Keith Barr and Paul Edgecliffe-Johnson and a rate of 45.1% for Elie Maalouf.

Current Directors’ shareholdings
The APP deferred share awards are not subject to performance conditions. Details on the performance conditions to which the 
unvested LTIP awards are still subject can be found on page 103. 

Shares and awards held by Executive Directors as at 31 December 2019: number of shares

Number of shares held outright APP deferred share awards LTIP share awards (unvested)
Total number of  

shares and awards held

2019 2018 2019 2018 2019 2018 2019 2018 

Keith Barr 52,832 42,782 32,697 28,262 102,537 97,211 188,066 168,255

Paul Edgecliffe-Johnson 38,562 25,669 25,637 26,742 76,150 87,482 140,349 139,893

Elie Maaloufa 43,652 24,773 32,591 42,058 74,695 82,694 150,938 149,525

a Includes 35,961 shares granted prior to appointment to the Board
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CEO Pay Ratio 
As we noted in last year’s Annual Report, pay ratios will differ 
significantly between companies, even within the same industry, 
depending on demographics and business model. Since last year’s 
report, we have acquired a number of UK hotel employing entities 
under the terms of management agreements relating to the UK 
Portfolio. Prior to this, under our largely franchised UK business 
model, the majority of hotel employees were not directly employed 
by IHG. The Group’s UK employee demographic, which previously 
consisted of largely professional, management and senior corporate 
roles, has therefore shifted significantly with the addition of a 
number of hotel employing entities including a large proportion of 
part-time and flexible-working support and service roles.

To illustrate the impact this has had on the pay ratio, the 2019 ratio is 
shown adjacent for both the full population and excluding the hotel 
employing entities. On a like-for-like population basis, the median 
ratio has increased from 47:1 in 2018 to 48:1 in 2019.

Year Method 

25th 
percentile 

pay ratio
Median pay 

ratio

75th 
percentile 

pay ratio

Financial year ending  
31 December 2018

Option 
C 71:1 47:1 29:1

Financial year ending  
31 December 2019
– Full population

Option 
C 177:1 119:1 58:1

Financial year ending  
31 December 2019
– Excluding new hotel 
employing entities

Option 
C 70:1 48:1 31:1

What drives the difference in pay between our CEO and other 
employees?
Pay ratios reflect how remuneration arrangements differ as 
responsibility increases for more senior roles within the organisation, 
for example:

• A greater proportion of performance-related variable pay and 
share-based incentives applies for more senior executives, 
including Executive Directors, who will have a greater degree of 
influence over performance outcomes;

• Additional and enhanced benefit provision, such as company car 
and healthcare benefits, apply as roles and responsibilities 
increase throughout the organisation;

Directors’ Remuneration Report continued
Annual Report on Directors’ Remuneration continued

Relative performance graph
InterContinental Hotels Group PLC is a member of the FTSE 100 share index, and the graph below shows the Company’s Total Shareholder 
Return (TSR) performance from 31 December 2008 to 31 December 2019, assuming dividends are reinvested, compared with the TSR 
performance achieved by the FTSE 100.
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Chief Executive Officer’s remuneration
The table below shows the Chief Executive Officer’s single figure of total remuneration for the 10 years to 31 December 2019. 

Single figure CEO 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

Single figure  
of remuneration 
(£000)

Keith Barr   2,161a 3,143 3,317

Richard Solomons 4,724  4,881  3,131  6,611b  3,197  3,662 2,207c

Andrew Cosslett 5,430  3,770 

Annual incentive 
received  
(% of maximum)

Keith Barr 69.7 84.1 58.7

Richard Solomons 83.0 68.0 74.0 74.0 75.0 63.9 66.8

Andrew Cosslett 100.0 43.3

Shares received 
under the LTIP 
(% of maximum) 

Keith Barr 46.1 45.4 78.9

Richard Solomons 73.9 100.0 59.0 56.1 50.0 49.4 46.1

Andrew Cosslett 73.8 61.6

a  For Keith Barr, the 2018 figure includes a one-off cash payment for relocation costs in lieu of benefits received whilst on international assignment prior to CEO position, fully explained in the 
2017 report.

b  For Richard Solomons, the 2014 figure includes a one-off cash payment in respect of pension entitlements which was fully explained in the 2014 report.

c  In respect of period 1 January to 30 June 2017.
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• Role-specific specialist plans apply in certain areas such as 
corporate reservations, sales, and hotel development. Incentive 
plans for General Managers of IHG owned, leased and managed 
lease and managed hotels commonly include targets based on 
gross operating profit, guest satisfaction and employee 
engagement. The target and maximum amounts that can be 
earned under these plans are typically a higher percentage of base 
salary for more senior employees, which in turn affects the pay 
ratio; and

• Incentive plans for other corporate employees are typically based 
on a combination of individual performance and the Group’s 
operating profit from reportable segments.

Calculation methodology and supporting information
Option C has been selected for the identification of the percentile 
employees as, under this method, we are able to produce the most 
accurate total remuneration figure for all UK employees on a basis 
comparable with the statutory reporting for Executive Directors and 
using the data available at the time of producing the Annual Report. 
Specifically, this involves:

• Starting with the April 2019 Gender Pay Gap salary, bonus and 
long-term incentive data for all UK employees;

• Adjusting the value of total bonus so that it reflects only the 
amount earned in respect of FY 2018 and does not include the 
value of any deferred shares from the 2015 bonus which vested 
in 2019;

• Adding the employer pension contribution from pension plan data 
as at April 2019; and

• Adding non-cash benefit data (e.g. company car, healthcare, etc.) 
from the 2018/19 tax year P11D report.

Option C requires three UK employees to be identified as the 
equivalent of the 25th, 50th and 75th percentile. Having identified 
these employees, the 2019 total remuneration is calculated on the 
same basis as the CEO single total figure of remuneration. The only 
exception being that the bonus applicable to the relevant employees 
is assumed to be their respective target value, as the actual value is 
not known at the time of producing the Annual Report.

The 2019 salary and total pay for the individuals identified at the 
lower, median and upper quartiles are set out below:

Year

25th 
percentile 

pay ratio
Median pay 

ratio

75th 
percentile 

pay ratio

Financial year ending  
31 December 2018

Salary £ 38,437 53,639 75,151

Total 
Remuneration £ 43,679 65,614 107,464

Financial year ending  
31 December 2019
– Full population

Salary £ 17,884 25,883 47,700

Total 
Remuneration £ 18,786 27,766 57,383

Financial year ending  
31 December 2019
– Excluding new hotel 
employing entities

Salary £ 40,989 59,088 77,030

Total 
Remuneration £ 47,645 69,464 106,545

Percentage change in remuneration of Chief Executive Officer
We believe that a group comprised of UK-based employees is an 
appropriate comparator for salary and taxable benefits because the 
structure and composition of remuneration for that group most 
closely reflects that of the UK-based Chief Executive Officer.

The table below shows the percentage change in the remuneration 
of the Chief Executive Officer compared with UK employees 
between 2018 and 2019. The salary figure for the UK employee 
population has been calculated using the 2019 budget for the 
annual pay review, taking into account any promotions/market 
adjustments made during the year. The taxable benefits figure is 
based on P11D taxable benefits for tax years ending 5 April 2018 and 

2019. For the annual incentive, a group of executives, who report 
directly to the CEO, is used as a comparator group as they are 
subject to the same performance measures as the CEO. 

Chief Executive Officer
(% change)

UK employees  
(% change)

Salary 5 3

Taxable benefits 15 3

Annual incentive -26.8 -22.5

As reported in the 2018 Annual Report, Keith Barr’s salary was set 
below benchmark policy level on appointment as CEO and following 
strong performance in his first year in the role, he received an 
increase higher than that of the budget for the corporate UK 
workforce in 2019. The greater increase in the CEO’s taxable benefit 
is attributable to the increased cost of his healthcare benefit 
compared to that of the average of the rest of the UK workforce.

Relative importance of spend on pay
The chart below sets out the actual expenditure of the Group in 2019 
and 2018, showing the differences between those years. Further 
information, including where 2018 figures have been restated, can 
be found on the Group Financial Statements starting on page 132 
and the accompanying notes. For 2019, the total distributions to 
shareholders included a special dividend of 208.3p per share which 
was paid in January 2019.
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Implementation of Directors’ Remuneration Policy in 2020 
This section explains how the DR Policy will be applied in 2020 
subject to a binding vote by shareholders at the 2020 AGM.

Salary: Executive Directors
Directors’ salaries are agreed annually in line with the DR Policy. 
The following salaries will apply from 1 April 2020.

Executive Director
Increase

%
2020 

£
2020 

$
2019 

£
2019 

$

Keith Barr 2 855,000 838,200

Paul Edgecliffe-
Johnson 2 628,700 616,300

Elie Maaloufa 2 828,500 812,200

a Elie Maalouf is paid in US dollars and his annual base salary for 2019 and 2020 is 
shown in US dollars. The sterling equivalent values calculated using an exchange rate 
of $1 = £0.78 are: 2019 – £633,516 and 2020 – £646,230.

The increases above are in line with the budget for the wider UK and 
US corporate workforce.

LTIP and APP performance measures and targets
Full details of the measures and targets for the 2020 APP and 
2020/22 LTIP cycle are contained in the separate DR Policy section 
on pages 112 to 113 of this report.
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Single total figure of remuneration: Non-Executive Directors

Committee 
appointments

Date of 
original

appointment 

Fees
 £000

Taxable benefits
£000

Total 
£000

Non-Executive Director 2019 2018 2019 2018 2019 2018 

Patrick Cescau N 01/01/13 435 422 14 20 449 442

Anne Busquet A  C 01/03/15 77 74 5 7 82 81

Ian Dyson A  R 01/09/13 102 99 2 3 104 102

Jo Harlow N  R 01/09/14 102 99 2 2 104 101

Luke Mayhew A  C  N  01/07/11 77 74 2 2 79 76

Jill McDonald A  C  N 01/06/13 90 87 2 4 92 91

Dale Morrison A  N  R 01/06/11 110 107 11 66 121 173

Malina Ngai C  R 01/03/17 77 74 8 4 85 78

   See page 79 for Board and Committee  
membership key and attendance.

Fees: Fees paid are in line with the DR Policy.

Benefits: For Non-Executive Directors, benefits include taxable travel and accommodation expenses to attend Board meetings away 
from the designated home location. Under concessionary HM Revenue and Customs rules, non-UK based Non-Executive Directors are 
not subject to UK tax on travel expenses to/from the UK as long as they remain non-UK resident; this is reflected in the taxable benefits 
for Anne Busquet, Malina Ngai and Dale Morrison. 

Incentive awards: Non-Executive Directors are not eligible for any incentive awards.

Pension benefit: Non-Executive Directors are not eligible for any pension contributions or benefit.

Shares held by Non-Executive Directors as at 31 December 2019: 
The Non-Executive Directors who held shares are listed in the table below:

Non-Executive Director 2019b 2018

Patrick Cescau 3,605 3,795

Jo Harlowa 950 1,000

Luke Mayhew 1,305 1,373

Dale Morrisona 2,960 3,116

a Shares held in the form of American Depositary Receipts.

b  2019 shares were subject to a share consolidation on 14 January 2019 on the basis of 19 new ordinary shares for every 20 existing ordinary shares.

Fees: Non-Executive Directors
The fees for Non-Executive Directors are reviewed and agreed annually in line with the DR Policy. The fee levels for 2020 will be 
as follows:

Non-Executive Director Role
2020
£000

2019
£000

Patrick Cescau Chair of the Board 444 435

Anne Busquet Non-Executive Director 78 77

Arthur de Haast Non-Executive Director 78 –

Ian Dyson Chair of Audit Committee 104 102

Jo Harlow Chair of Remuneration Committee 104 102

Luke Mayhew Non-Executive Director 78 77

Jill McDonald Chair of Corporate Responsibility Committee 92 90

Dale Morrison Senior Independent Non-Executive Director 112 110

Malina Ngai Non-Executive Director 78 77

Directors’ Remuneration Report continued
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Board Committee membership key
A  Audit Committee member R  Remuneration Committee member

C  Corporate Responsibility Committee member  Chair of a Board Committee

N  Nomination Committee member
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Remuneration Committee details
Key objectives and summary of responsibilities
The Remuneration Committee agrees, on behalf of the Board, all 
aspects of the remuneration of the Executive Directors and the 
Executive Committee, and agrees the strategy, direction and policy 
for the remuneration of the senior executives who have a significant 
influence over the Group’s ability to meet its strategic objectives. 
Additionally, the Committee reviews wider workforce pay policies 
and practice to ensure alignment with strategy, values and 
behaviours and takes this into account when setting Executive 
Director remuneration. The Committee’s role and responsibilities are 
set out in its Terms of Reference (ToR) which are reviewed annually 
and approved by the board.

    The ToR are available on IHG’s website at  
www.ihgplc.com/investors under Corporate governance.

The Committee’s key focus areas during the year have been:

• Reviewing the Director’s Remuneration Policy and associated 
feedback from stakeholders as part of the consultation process on 
potential Policy changes; and

• Evaluating potential measures and targets for 2020+ short and 
long-term incentive plans.

Membership and attendance at meetings
Details of the Committee’s membership and attendance at the 
meetings are set out on page 79.

During 2019, the Committee was supported internally by the Chair, 
the Group’s CEO and CFO, and the heads of Human Resources and 
Reward as necessary. All attend by invitation to provide further 
background information and context to assist the Committee in its 
duties. They are not present for any discussions that relate directly to 
their own remuneration or where their attendance would not be 
appropriate.

Reporting to the Board
The Committee Chair updates the Board on all key issues raised at 
Committee meetings. Papers and minutes for each meeting are also 
circulated to all Board members for review and comment.

Stakeholder engagement
As part of the DR Policy review undertaken in 2018 and 2019, the 
Chair of the Remuneration Committee met with a number of our 
largest shareholders, proxy voting agencies and industry bodies, 
such as the Investment Association, to discuss our remuneration 
policy design and its link to business strategy. In terms of employee 
engagement, the Company’s twice-yearly global engagement 
survey addresses employee satisfaction, covering a number of areas 
including competitive pay and benefits; and, during the year, the 
Committee reviewed key aspects of wider workforce remuneration 
policy and practice and its alignment with executive pay. As 
explained in the DR Policy on page 116 to 117, these stakeholder 
engagement processes have informed our review of executive 
director remuneration. 

Directors’ Remuneration Policy (binding vote) Directors’ Remuneration Report (advisory vote)

AGM Votes for Votes against Abstentions Votes for Votes against Abstentions 

2019 – – – 120,939,401
(83.95%)

23,116,948
(16.05%)

3,867,287

2018 – – – 118,770,985
(82.33%)

25,486,193
(17.67%)

2,664,237

2017 120,328,350
(95.76%)

5,332,320
(4.24%)

261,819 119,155,451
(96.42%)

4,426,549
(3.58%)

2,340,489

  The Company’s approach to wider workforce engagement under the 
Corporate Governance Code is set out on pages 32 to 33.

Effectiveness of the Committee
The effectiveness of the Committee is monitored and assessed 
regularly by the Chair of the Committee and the Chair of the Board. 
During 2019, the Committee was also reviewed as part of the 
external Board evaluation process, where it was concluded that the 
Committee remains effective (see page 86).

Other focus areas and activities 
In addition to the DR Policy review and stakeholder consultation 
process, the other focus areas and activities discussed by the 
Committee during 2019 were:

• Reviewing and approving the 2018 annual and long-term incentive 
results for the Executive Directors and other members of the 
Executive Committee;

• Reviewing and approving 2019 measures and targets for annual 
and long-term incentive plans;

• Monitoring 2019 performance against agreed targets as well as in 
the wider business context;

• Reviewing wider workforce remuneration policy and practice;
• Tender process for remuneration advisory services to the 

Committee.
Remuneration advisers
PricewaterhouseCoopers LLP continued to act as independent 
adviser to the Committee throughout 2019. However, as part of the 
transition process for its role as IHG’s statutory auditor for the 2021 
financial year, the Committee undertook a competitive tender 
process and appointed Deloitte LLP as its adviser going forward. 
In order to ensure a full and efficient transfer of responsibilities, 
Deloitte were appointed and commenced work for the Committee 
in October 2019 and PwC will formally step down in early 2020.

PwC and Deloitte are both members of the Remuneration 
Consultants Group and, as such, operate under the code of conduct 
in relation to executive remuneration consulting in the UK. The 
Committee is satisfied that the advice received is objective and 
independent. Fees of £136,549 were paid to PwC and £6,000 to 
Deloitte in respect of advice provided to the Committee in 2019. This 
was in the form of an agreed fee for support in preparation of papers 
and attendance at meetings, with work on additional items charged 
at hourly rates. The terms of engagement for Deloitte are available 
from the Company Secretary’s office upon request.

Voting at the Company’s AGMs
There was no binding vote in respect of the DR Policy at the 2019 
AGM as it remained unchanged from 2017.

The outcome of the votes in respect of the DR Policy and Report for 
2017 to 2019 are shown below:
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