
Directors’ Remuneration Report
Remuneration Committee Chair’s statement

“ As we have continued to navigate through 
the pandemic, management has kept focus 
on the long term and positioned the business 
well for recovery and to emerge stronger.”

Table of contents
104 Directors’ Remuneration Report
104 Remuneration Committee Chair’s statement
109  At a glance
110 Our approach to remuneration
115  Annual Report on Directors’ Remuneration  

(subject to an advisory vote at the 2022 AGM)

As Chair of the Remuneration Committee and on behalf of the 
Board, I am pleased to present the Directors’ Remuneration Report 
for the year ended 31 December 2021.

We continued to be impacted by the pandemic through 2021 
but, whilst volatility remains, we have moved from crisis to recovery 
and growth. In-year financial performance was strong and, in addition, 
we have remained focused on post-pandemic, long-term strategy. 
Management has undertaken bold steps, such as the review of the 
Holiday Inn and Crowne Plaza estate and digital, brand and loyalty 
initiatives to take advantage of post-Covid-19 trends and 
opportunities for future growth.

Financial performance has recovered strongly from 2020, with 
significant improvements in global RevPAR, fee margins and cash 
flow, and a final dividend of 85.9¢ is proposed in respect of 2021. 
Our people have responded incredibly to the challenges faced 
and it is encouraging to see that the health, safety and wellbeing 
support at both hotel and corporate levels, including the shift to 
hybrid working arrangements for the latter, has been so well received. 
Our overall employee engagement score of 85% is a significant 
achievement during a difficult period and places IHG as a Kincentric 
Global Best Employer. In early 2022, around 2,200 employees 
benefited from the first vesting of matching shares from our 
employee share plan and participation continues to increase, 
with 53% of eligible employees enrolled for the 2022 plan.

Our owners choose to work with IHG based on the trust they have 
in our brands and our track record in delivering returns. The review 
of our Holiday Inn and Crowne Plaza estate was therefore important 
to get right and it was very pleasing to see 83 hotels commit to 
improvements, protecting quality and brand perception. In addition, 
we continued to expand the strength and depth of our brand portfolio 
with the launch of Luxury & Lifestyle brand Vignette Collection and 
this is another important step in positioning the business for future 
growth opportunities.

The profound impact of Covid-19 over the past two years has, 
however, presented challenges not only for the business but also 
for the Committee in recognising and rewarding performance, 
whilst also considering stakeholder experience and the already 
challenging talent management context. This is particularly evident 
in respect of long-term incentives, for which targets were set in 

a very different commercial and market context to the one in which 
we found ourselves. In considering how to reward performance in 
the context of the pandemic, the Committee has sought to take into 
account the experience of all of our stakeholders as well as the 
results that have been delivered by management.

Overview of 2021 remuneration outcomes
The key highlights of Executive Director incentive plan awards for 
2021 are presented below and a detailed explanation and rationale 
for the Committee’s decisions are set out in this report:

• The formulaic achievement on Annual Performance Plan (APP) 
metrics (operating profit from reportable segments, openings and 
signings) was 187.3% of target, resulting in awards for Executive 
Directors which were capped at the maximum payout of 200% 
of salary.

• Formulaic achievement under the 2019/21 Long Term Incentive 
Plan (LTIP) was below the payout threshold across all measures. 
Targets were set in February 2019 and full year 2019 performance 
in isolation was at 57% of maximum (19% if pro-rated across the full 
cycle), reflecting strong performance on absolute net system size 
growth (NSSG), cash flow and relative Total Shareholder Return 
(TSR), and was initially forecast to improve further over the cycle 
as noted on the next page. 2020-21 performance was significantly 
affected by the subsequent unforeseen impact of Covid-19 on 
the business.

• The Committee has evaluated the formulaic outcomes against 
the factors listed under its formal framework for considering the 
exercise of discretion (see top of page) and:

 – is satisfied that the APP outcome reflects both management 
performance and the experience of other key stakeholders, 
including shareholders and the wider workforce, as summarised 
over the following pages; but
 – has chosen to apply discretion to vest 20% of the shares awarded 
to Executive Directors under the 2019/21 LTIP. Further detail on 
the rationale for the Committee’s decision is set out over the 
following pages.

• The total average of short- and long-term incentive plan awards 
for the period ending 2021 was therefore 59.5% of maximum. 
This compares to 15.5% for 2020 and 68.8% in 2019.

Framework for consideration of discretion
In line with the UK Corporate Governance Code, the Committee 
has adopted a formal framework which it will use to determine 
whether to exercise discretion. Some of the key factors the 
Committee consider are shown below.

Performance relative to competitors

Historic performance outcomes

Impact of adjustments

Wider Company financial  
and strategic performance

Consistency between  
APP and LTIP outcomes

Stakeholder experience: shareholders, 
employees, owners & guests

Historic use of discretion

Possible use  
of discretion
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2019/21 LTIP award
On a formulaic basis, in line with the concerns we noted in last year’s report, the performance of the 2019/21 cycle is below the threshold 
for vesting on each of its measures. When the Committee reviewed performance towards the end of the first year of the performance 
period, the forecast vesting level was ~78%. However, the three absolute targets (cash flow, Total Gross Revenue (TGR), NSSG) were set 
pre-Covid-19, and the severe travel industry impacts of the pandemic in the final two years of the cycle have rendered these targets 
unachievable; and an important factor in the relative TSR outcome is the strong performance of peer group companies with an operating 
footprint with a significantly higher weighting to the faster-recovering US economy market segment. 

Taking the framework for discretion factors into account, the Committee’s view is that the formulaic outcome does not reflect the performance 
of the business in the crisis and has exercised its discretion to determine an overall vesting level of 20%, based on cash flow performance. 
The Committee took a qualitative and quantitative view of absolute and relative performance and management actions to address the 
exceptional circumstances resulting from the pandemic as well as considering the experience of our key stakeholders, including our people, 
shareholders, owners and guests. The detailed rationale of the Committee is as follows:

Committee determination

Measure and 
weighting

Formulaic 
outcome

Weighted 
discretionary 

outcome Rationale

Cash flow 
(CF)  
(20%)

0% 20% • The Committee has reviewed performance on this measure from a number of different perspectives, particularly 
from a wider company financial and strategic performance basis.

• For 2019 in isolation, performance was strong, being at maximum level on a pro-rated basis as follows:

Performance range $bn Actual $bn
Component 

achievement
Weighted LTIP 

outcome

For full cycle 1.87 2.49 1.78 0% 0%

Pro-rated for 2019 only 0.524 0.698 0.700 100% 20%

Mathematically, on a pro-rated basis this 2019 performance contributes 6.67% vesting to the whole cycle.
• For 2020 and 2021, the original target became irrelevant, and instead the Committee has looked at the Executive 

Directors’ performance in the key area of cash flow and liquidity management, balancing the need to protect the 
business while continuing to invest in future growth including:
• managing through the impact of Covid-19 without the need to raise new equity;
• securing interest cover and leverage ratio covenant waivers on existing debt agreements;
• accessing increased liquidity through:

 – £600 million of CCFF drawn down, which was repaid in March 2021;
 – issue of two new bonds in October 2020 and a tender on 2022 bonds, raising around net £600 million 
to provide longer term liquidity to the business;

• protecting cash flow by prudent use of capital and reducing costs by $150 million ($75 million of which 
is sustainable for future years);

• strong performance on working capital, targeted approaches to cash collections and management 
of expenditure; and

• actions to mitigate potential IHG exposure in cash flows and manage cash outflows, leading to strong cash 
conversion and a reduction in net debt in both 2020 and 2021.

• As a result:
• positive adjusted free cash flowa of $29 million was generated in 2020, with the impact of Covid-19 related 

revenue reductions partly offset by cost saving measures: 
 – 2021: $571 million; and

• closing 2020 liquidity of $2.9 billion (comprised of $1.35 billion undrawn bank facilities and $1.575 billion 
of cash/cash equivalents):
 – 2021: $2.7 billion.

• The Committee believes that management has done all it could to preserve IHG’s resilience and strategic 
capability for strong future growth, justifying full vesting for these years in the cash flow element of the LTIP cycle.

a Use of Non-GAAP measures: In addition to performance measures directly observable in the Group Financial Statements 
(IFRS measures), additional financial measures (described as Non-GAAP) are presented that are used internally by management 
as key measures to assess performance. Non-GAAP measures are either not defined under IFRS or are adjusted IFRS figures. 
Further explanation in relation to these measures can be found on page 73 to 77 and reconciliations to IFRS figures, where they 
have been adjusted, are on pages 218 to 223.

Net system 
size growth 
(NSSG) 
(20%)

0% 0% • This absolute target was set pre-Covid-19, at a time that we would have expected the industry supply growth 
to continue at least at the same pace as the preceding three years; in fact, there was a drop of 25% over 2020-21 
compared to 2017-19, making the absolute target unachievable.

• The Committee reviewed NSSG performance in detail from a number of different perspectives and ultimately 
concluded that, based on analysis of the data and context, it did not consider it appropriate to adjust the 
formulaic outcome of this absolute measure.

Total Gross 
Revenue 
(TGR)  
(20%)

0% 0% • This absolute target was set pre-pandemic and rendered unachievable due to the severe market-wide decline 
in RevPAR and other revenues.

• Based on analysis of the data and context, the Committee did not consider it appropriate to adjust the formulaic 
outcome of this absolute measure.
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Committee determination

Measure and 
weighting

Formulaic 
outcome

Weighted 
discretionary 

outcome Rationale

Total 
Shareholder 
Return  
(TSR) 
(40%)

0% 0% • The IHG share price has remained resilient through the latter part of 2020 and 2021 after recovering from an initial 
reduction in the first half of 2020.

• IHG delivered 17.9% TSR for the cycle; ahead of all European peers in the comparator group.
• However, the share price performance of some comparator group companies based primarily in the fast-recovering 

US market, with a weighting towards the economy segment, and with their shares listed on US stock markets 
which have performed better than the FTSE over this period, has resulted in IHG being below the threshold level 
for vesting on this relative measure.

• Based on analysis of the data and context, the Committee did not consider it appropriate to adjust the formulaic 
outcome of this measure.

Total 0% 20%

In summary, the Committee believes a 20% outcome acknowledges the strong performance of 2019 as well as the outstanding performance 
of management during the Covid-19 crisis.

2021 APP award
Alongside operating profit from reportable segments, the 2021 strategic openings and signings measures were designed to provide 
in-year focus on rooms growth in a severely constrained market, to complement the longer term three-year LTIP focus on overall net 
system size growth. The formulaic achievement against the APP measures would result in an award of 187.3% of target, or 215.4% of salary. 
However, awards for Executive Directors under the Directors’ Remuneration Policy are capped at a maximum payout of 200% of salary. 
The Committee feels the capped maximum APP award is justified given its view on the strong performance of the business in 2021 on both 
an absolute and relative basis:
Measure and 
weighting

Weighted 
outcome Consideration of discretion

Operating 
profit from 
reportable 
segments 
(70%)

140% • The targets were appropriately set, with a much wider and asymmetric range around the target outcome than in previous years, 
resulting in significantly greater stretch required on the upside and reflecting the context at the time; just as management had 
no visibility to the onset of Covid-19 in 2020, there was little visibility of the shape and pace of recovery through 2021 and, 
in practice, there were variations in performance in regions and markets driven by different approaches to travel restrictions 
and vaccine roll-outs.

• Management delivered strong results against the key financial metrics which contribute to operating profit, including sustainable 
cost savings of $75 million (following on from 2020 cost savings of $150 million), whilst continuing to invest in growth 
opportunities, such as the launch of the Vignette Collection, and to focus on the quality of growth through the review of the 
Holiday Inn and Crowne Plaza estate.

• The Committee has reviewed the quality of underlying performance, including whether adjustments should be made to take 
account of this and concluded this was not necessary.

• On this basis, the Committee found no basis for applying negative discretion.

Signings 
(15%)

30% • Targets were set appropriately, reflecting the typical nature of the pace at which the drivers of signings and openings respond 
during periods of recovery, and containing significant stretch to achieve outperformance.

• Absolute performance represented an impressive 23% improvement on the prior year.
• The Committee also assessed performance against our largest competitors, with IHG maintaining its share of signings 

throughout the pandemic. The Committee is satisfied that performance relative to our peers was competitive.
• See under ‘Openings’ below regarding the Committee’s assessment against Global Metrics performance.
• On this basis, the Committee found no basis for applying negative discretion.

Openings 
(15%)

17.3% • Performance was ahead of target on this measure and represents 5% of prior year closing system size on a rolling 
year-on-year basis.

• Despite supply chain issues and other delays due to the pandemic, which has made openings very challenging, we delivered 
year-on-year growth and sequentially improved through the year.

• The Committee assessed performance relative to competitors and is satisfied that performance relative to our peers 
was competitive.

• The signings and openings measures are subject to the Committee assessing performance against the Company’s Global Metrics. 
The majority of metrics, six of 10, tracked above target or prior year performance. Of those with formal targets, five of six 
exceeded target.

• On this basis, the Committee found no basis for applying negative discretion.

Overall, having also considered broader stakeholder perspectives (see next page), the Committee found no basis for applying 
negative discretion to the formulaic outcome of the 2021 APP.

Total 187.3%

Total 2021 variable incentive outcome
In addition to reviewing the individual LTIP and APP components as outlined above, and the wider stakeholder position as outlined below, 
the Committee took a holistic view of variable incentive outcomes and considered the overall outcome for 2021. In total, the 2021 APP 
and LTIP awards for Executive Directors represent 59.5% of the maximum potential value. This is consistent with historic overall reward 
outcomes, as outlined on page 120 in respect of the CEO, which have varied between 56.6% and 84.2% of maximum and averaged 67.1% 
in the previous 10 years excluding 2020. The 2019/21 LTIP cycle is also the first under which Executive Directors are subject to a two-year 
post-vesting holding period. The Committee considers the combined 2021 LTIP and APP awards appropriate in this context.

Directors’ Remuneration Report continued
Remuneration Committee Chair’s statement continued
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Broader stakeholder perspectives
In considering the use of discretion, the Committee has taken into account the experience and views of wider stakeholders:

Wider 
workforce

• The APP measures of operating profit from reportable segments, openings and signings apply to the whole corporate employee population, 
along with a personal performance element below the Executive Committee (EC), with target bonus amounts determined by grade. 
The strong formulaic performance under the corporate measures will apply to and benefit this whole population. In addition, in view of the 
strong performance in 2021, an extra 20% is being added to the amount budgeted for the personal performance element to increase awards 
for those employees who performed the strongest during 2021.

• In the context of continuing retention and succession concerns below Board:
• LTIP award-holders received an additional award in 2021, topping the 2018/20 cycle award up to 40%, and will receive an award in 2022 

on the same basis in respect of the 2019/21 cycle in recognition of the significant additional work and effort required during these cycles 
as a result of the pandemic impact; and

• in addition, separate one-off retention awards in the form of cash and deferred shares were made to core skill and succession talent 
individuals across the corporate population.

• In contrast, Executive Directors received only the formulaic outcome of the 2018/20 LTIP (30.6% of maximum) and no 2020 APP award.
• In January 2022, the first matched share vesting took place under our employee share plan, as a result of which around 2,200 employees 

received free shares matched on a 1:1 basis.
• The overall employee engagement score of 85% exceeded that of external benchmarks by 8%.
• As explained on page 112, the employing entities for a number of UK leased hotels are part of the IHG group. All roles at all these hotels are 

paid above the living wage and zero-hour contracts have been eliminated across this estate. From April 2022, all employees in these hotels 
will be paid above the real living wage. However, as a result of continued travel restrictions and hotel closures during 2021, some UK government 
support was obtained in respect of this workforce for the benefit of the hotel owner. The Committee has taken into account that, in respect 
of pay for these employees, IHG does not have decision rights and must be sensitive to the commercial circumstances of these leased hotels, 
the owner and equities across the owner’s wider business, and the employees of other owners of IHG hotels.

• In respect of the directly-employed corporate workforce, no UK government support for staff costs was obtained in either 2020 or 2021 and, 
following the reversal of the actions taken in 2020 outlined in last year’s report, no employees across the global corporate population were 
furloughed in 2021.

• Further considerations included under ‘Remuneration at IHG – the wider context’ on page 112.

Owners • Favourable credit terms provided to assist with the impact of the pandemic.
• Agreement with owners to manage cash flow through utilisation of maintenance reserves.
• Expanded hotel procurement solutions to combat supply chain challenges and rising costs.
• Launched new hiring tools and support to recruit and retain talent.
• Continued review and evolution of brand standards to improve operational efficiency.
• Government advocacy carried out on behalf of owners.

Guests • Flexible cancellation policy operated, and waiver of cancellation fees.
• Continued execution of IHG Way of Clean and IHG Clean Promise in our hotels.
• IHG Rewards membership status protection provided.

Shareholders • IHG share price has remained resilient, ending 2021 1.9% up on the end of 2020 and 100% up on the lows of March 2020.
• The Board is proposing a final dividend of 85.9¢ in respect of 2021, and there is continued momentum in future growth, with our global 

pipeline equivalent to over 30% of the current system size and more than 40% under construction.
• Having listened to shareholder feedback at the time and refrained from using discretion for the 2018/20 LTIP cycle, we received positive 

and constructive feedback in consultations with shareholders on the potential use of discretion for the 2019/21 LTIP cycle. 

2020/22 LTIP cycle
The Committee has continued to consider the impact of the pandemic on in-flight LTIP awards and, whilst there is no intention to adjust 
incentive plan targets mid-cycle, as noted in the 2020 Directors’ Remuneration Report in respect of the 2020/22 LTIP, the Committee:

• continues to monitor a shadow target for cash flow, agreed at its October 2020 meeting after the initial impact of the pandemic became 
evident; and

• remains minded not to reduce the relative NSSG vesting outcome based on the Return on Capital Employed (ROCE) underpin if this is not 
met for this cycle solely due to the impact of the pandemic on earnings.

The cash flow target for the 2020/22 LTIP cycle was set and prospectively disclosed in February 2020, before the fundamental global impact of 
the pandemic had become apparent. Within months, it was clear that it was very unlikely to be achievable for the three LTIP cycles including 2020 
(2018/20, 2019/21 and 2020/22). The shadow target was based on assumptions of a full recovery over time and management focus on maintaining 
sustainable savings and disciplined cash management and was intended to provide a reference point to consider at the time of vesting. 

The Committee’s current view is that the shadow target, as we look at it in early 2022 and given the range of unexpected developments 
since October 2020, remains a stretching and appropriate target. In the Committee’s view, the Delta variant, the 2021 second-wave 
lockdowns and global travel restrictions, and the subsequent impact of Omicron have all added headwinds that counter the stronger than 
expected recovery pace in the US. The Committee has therefore concluded that this shadow target will be highly relevant when considering 
the vesting of this cycle in early 2023. Following consultation with shareholders, the shadow target is disclosed on page 124 of this report.

In any event, the Committee will continue to assess the appropriateness of using discretion to adjust the formulaic outcomes upwards or 
downwards based on all relevant factors at the time of vesting of the award and in line with its formal framework for considering the exercise 
of discretion.
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Implementation of Directors’ Remuneration Policy (DR Policy) in 2022
As covered in more detail on pages 124 to 125:

• Salary increases for Executive Directors for 2022 will be in line with the budget for increases for the wider UK and US corporate populations 
and are made following an assessment of 2021 performance.

• The non-financial measures for the 2022 Annual Performance Plan will remain as openings and signings, as in 2021, aligned to our key 
strategic objectives for recovery and our future growth priorities.

• LTIP 2022/24 cycle measures will also remain as relative TSR (30%), relative NSSG (40%) and absolute cash flow (30%), with Total Gross 
Revenue having been replaced by increased weightings for cash flow and relative NSSG. Retaining the same balance of measures for 
the 2022/24 cycle keeps an overall relative performance focus, appropriate in a context of some continued uncertainty. It also retains 
the increased focus on NSSG, which is strategically key and, being relative, factors in the economic and market context and any related 
volatility that occurs.

Retirement benefits for incumbent UK Executive Directors will align with the maximum company contribution available to all other participants 
in the UK pension plan at the end of this year. As stated in last year’s report, and in line with our approved DR Policy, US retirement benefit 
arrangements, in which the CEO, Americas, participates, differ in a number of respects from UK pension arrangements, as explained on 
page 112. They are comprised of a 401(k) plan under which all corporate employees benefit from maximum employer contributions of a 
consistent 6% of salary, and a Deferred Compensation Plan for around 100 eligible senior employees under which all participants including 
the CEO, Americas can receive supplementary contributions of up to 16% of salary. These are common retirement benefit plans in the US 
market and, given the parity of treatment for all participants in each of these plans, as well as the importance of the CEO, Americas role to 
the business and the market competitiveness concerns over Executive Director pay, the Committee intends to maintain the arrangements 
as they relate to the CEO, Americas.

ESG considerations
Our Journey to Tomorrow Responsible Business plan was released early in the year, including new and updated commitments relating to 
our communities, people and planet and evolving the Company’s strategy in this area. The Responsible Business Committee report on page 
100 and the Strategic Report on page 16 contain more information on our initiatives, reporting commitments and science-based targets. 

The Committee takes a holistic approach to reviewing and implementing new remuneration targets, ensuring that they are aligned to 
Company strategy (see page 110), and has continued to work closely with the Responsible Business Committee and Company management 
team on a discrete ESG metric for Executive Director remuneration. During the year, the Committee reviewed options to align a remuneration 
metric with the new and wider Journey to Tomorrow commitments.

On environmental metrics, we continue to improve our data integrity and, in 2021, launched an automated data collection project across 
our hotels globally as part of our ongoing improvements to IHG’s Green Engage, our online environmental management platform. We have 
also launched the Hotel Energy Reduction Opportunities (HERO) tool, which will be key to helping our hotels target energy, carbon and 
water reductions. This work to support our hotels to decarbonise and measure our performance is important as it will enable us to reach 
the targets we have set across our franchise properties (scope 3). On other potential ESG metrics, including those with a people focus, 
further work will be undertaken in 2022 to assess baselines and performance as initiatives relating to new commitments roll-out throughout 
the business. This approach is being taken to help ensure that truly stretching but achievable targets, based on robust systems and data, 
can be set for incentive plan purposes. 

In the meantime, as outlined on page 124, ESG criteria, such as annual energy reduction, employee engagement and guest satisfaction 
performance, will continue to form a key element of the Committee’s overall assessment of performance against IHG’s Global Metrics 
in considering the potential application of discretion to the formulaic outcomes of the 2022 APP strategic measures.

Wider workforce remuneration and employee engagement
As outlined on page 112, the approach to remuneration is aligned throughout the organisation and, during the year, the Committee reviewed 
a number of aspects of the Company’s wider workforce remuneration policy, including the approach to fairness in reward, retention 
arrangements, and arrangements for UK hotel employees.

Concluding thoughts 
The Committee, including myself as the Committee Chair, are fully aware that the use of discretion in relation to the 2019/21 LTIP outcome 
may not be considered to be in line with best practice or with the normal expectations of some investors and proxy agencies. The Committee 
has considered and debated these matters at length, with a strong focus on achieving an outcome which is fair and equitable for all of our 
key stakeholders, as outlined above, which rewards management in regards to performance in an unforeseen crisis, and which recognises 
the highly competitive global talent market that we operate in.

About this report
As always, we strive to make this report as easy to read as possible. Following this statement, the ‘At a glance’ section provides an illustration 
of 2021 remuneration outcomes and, over the following pages, there is a summary of how executive remuneration aligns to company strategy; 
an overview of our approved DR Policy and its alignment with the UK Corporate Governance Code principles; a summary of remuneration 
across the wider workforce; and, on pages 113 to 114, further background on the Remuneration Committee. The Annual Report on Directors’ 
Remuneration on pages 115 to 125 will be put to an advisory vote by shareholders at the May 2022 Annual General Meeting.

Jo Harlow 
Chair of the Remuneration Committee 
21 February 2022
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At a glance

Measures used for APPa

Measures used for LTIPa Before discretion

After discretion

40%

15%

15%

70%

20%

20%

20%

Cash flow ($bn)

Operating profit from 
reportable segments ($m)

Threshold
222.0

Target
296.0

Maximum
443.0

Actual
535.1

Room signings (k rooms)

Threshold
52.4

Target
58.2

Maximum
64.0

Actual
68.9

Threshold
39.0

Target
43.3

Maximum
47.6

Actual
44.0

Room openings (k rooms)

Threshold
1.87

Actual
1.78

Maximum
2.49

Threshold
20

Actual
100

Maximum
100

Cash flow (vesting percentage)

Operating profit 
from reportable 
segments

Room signings 

Room openings

Total Shareholder 
Return

Total Gross 
Revenue 

Net system 
size growth

Cash flow

2021
actual

2020
actual

2021
potential

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

 3,316

 1,067

 2,325

0 1,000 2,000 3,000 4,000 5,0000 1,000 2,000 3,000 4,000 5,000

Keith Barr, 
Chief Executive Oicer 
Value (£000)

 4,524

 3,176

 1,484

2021
actual

2020
actual

2021
potential

2021
actual

2020
actual

2021
potential  3,251

 1,005

 2,249

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

0 1,000 2,000 3,000 4,000 5,000

Executive Director remuneration
2021 actual remuneration vs potential remuneration
The charts below show the 2021 potential remuneration opportunity and actual achievement compared to the 2020 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 115. See page 110 for the key to individual elements of actual remuneration for 2020 and 2021. 
2020 salaries were reduced for part of the year as explained in the 2020 Annual Report.

How we performed in 2021
Very strong performance against target for operating profit from reportable segments and signings, together with strong opening results, 
meant that the formulaic 2021 APP achievement was 187.3% of target, resulting in awards for Executive Directors which were capped at 
the maximum payout of 200% of salary. Under the LTIP, the impact of Covid-19 meant the formulaic outcomes were below threshold on 
all measures. On the basis of the excellent start to the cycle in 2019 and the subsequent exceptional performance on the management 
of cash flow in the context of the pandemic, as outlined on pages 105 to 106, the Committee exercised discretion to vest 20% of the 
maximum award.

a Further details of APP and LTIP outcomes 
can be found on pages 116 to 117.

Key for potential
  Minimum = Fixed pay   Target = Fixed pay and on-target award for APP 

(115%) and 50% of maximum LTIP vesting
  Maximum = Fixed pay and maximum award 
under APP and LTIP
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Directors’ Remuneration Report continued
Our approach to remuneration

Element Measures Link to strategy Explanation

Annual Performance 
Plan (APP)

Operating profit
  

• The strength and breadth of our portfolio, tailored services 
and solutions, and our technology and platforms drive 
consumer preference, owner returns and rooms growth; 
all contributing to our revenues and profit.

• Openings and signings are two of our key drivers of system 
size and central to our ambition to deliver industry-leading 
rooms growth.

• Aligned to our people, communities and planet strategy, the 
Remuneration Committee will review performance on Global 
Metrics, including key ESG measures (Employee engagement, 
Guest Love, Responsible Business) in considering the potential 
application of discretion to formulaic outcomes on APP 
strategic objective measures.

Room signings
 

Room openings
  

Global Metrics
   

Long Term Incentive 
Plan (LTIP)

Relative Total Shareholder Return
  • Our ambition is to deliver high-quality, industry-leading net 

rooms growth so it is important that this forms a key element 
of our management team’s Long Term Incentive Plan.

• Enhancing our customer and owner offer and developing our 
brands at scale in high-value markets drives sustained growth 
in cash flows and profits over the long term, which can be 
reinvested in our business and returned to shareholders.

Relative net system size growth

Cash flow
  

Over the following pages of the report, we give an overview of how our remuneration arrangements are aligned to our purpose, ambition 
and strategic priorities. We have included a summary of our approved DR Policy on page 111, together with a reminder of how the Committee 
has addressed Provision 40 of the 2018 UK Corporate Governance Code in respect of remuneration policy and practice. Alignment of pay 
structures throughout the organisation and the implementation of remuneration policy across the wider workforce is covered on page 112. 
Pages 113 to 114 contain a summary of Committee actions during the year.

Table of contents
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Aligning variable elements of remuneration to strategy
Variable elements of remuneration are linked to our strategy through our four strategic priorities, our purpose and ambition.

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

Our purpose

True Hospitality  
for Good

Our ambition

To deliver 
industry-leading 
net rooms growth

Our strategic priorities

  Build loved and  
trusted brands

  Customer centric  
in all we do

  Create digital  
advantage

  Care for our people, 
communities and planet

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

AUDITED
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Summary of approved Directors’ Remuneration Policy

Element 2022 2023 2024 2025 2026 Framework Purpose

Fixed

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

To recognise the value and impact 
of the role and the individual’s skills, 
performance and experience.

Benefits Relevant benefits are aligned to the 
typical level for the role/location.

To be competitive and consistent with 
role/location; to help recruit and retain.

Pension/
Retirement 
benefit

A Defined Contribution or cash in lieu 
amount for UK Directors. Employee 
contributions with matching company 
contributions. Salary is the only part 
of pay that is pensionable. See further 
details regarding UK and US pension 
benefit on page 112.

To be competitive and consistent with 
role/location; to help recruit and retain.

Variable

Annual 
Performance 
Plan (cash)

Maximum opportunity is 200% of salary;
70% based on operating profit measure 
and 30% on key strategic objectives;
50% of the award is deferred into shares 
for three years.

To reward the achievement of stretching 
targets that support the Company’s 
annual financial and strategic goals. 
For 2022, the key strategic 
objectives are:
• room signings (15% weighting); and
• room openings (15% weighting).

Annual 
Performance 
Plan (deferred 
shares)

Long Term 
Incentive Plan 
(LTIP)

The maximum potential LTIP quantum 
is 350% of salary for the CEO and 275% 
of salary for other Executive Directors; 
a two-year post-vest holding 
period applies.

A focus on industry-leading net rooms 
growth is at the heart of our strategy, 
balanced by a Return on Capital 
Employed (ROCE) underpin to reflect our 
commitment to deliver quality growth 
whilst maintaining returns. Together with 
TSR and cash flow, there is a strong 
alignment between Executive Director 
remuneration and shareholder interests.

The Committee has considered the remuneration policy and practices in the context of Provision 40 of the UK Corporate Governance Code, 
as follows:
Principle IHG’s approach

Clarity We always seek to set and report our performance-related measures, targets and outcomes in a clear, transparent and balanced 
way, with relevant and timely communication with all of our stakeholders. Our reward policies drive engagement throughout the 
workforce with an aligned approach to performance-related reward. Through the combination of short- and long-term incentive 
plan measures, the DR Policy is structured to support financial objectives and the strategic priorities of the business which deliver 
shareholder returns and long-term value creation. Further alignment with shareholder interests is driven by the significant 
proportion of share-based incentives and Executive Director shareholding requirements.

Simplicity Our remuneration structure comprises straightforward, conventional and well-understood components. The purpose, structure 
and strategic alignment of each element is clearly laid out in the remuneration policy summary table:
• fixed pay: base salary, pension and benefits that are consistent with role and location;
• short-term incentive: annual performance-related bonus which incentivises and rewards the delivery of financial and non-financial 

strategic objectives;
• long-term incentive: a share-based award which incentivises performance over a three-year period and is based on measures 

which drive long-term sustainable growth.

Predictability The range of possible values of rewards for Executive Directors is clearly disclosed in graphical form both at the time of approving 
the policy and in the annual implementation report. 

Risk Our DR Policy contains a number of elements to ensure that it drives the right behaviours to incentivise the Executive Directors 
to deliver long-term sustainable growth and shareholder returns and to reward them appropriately:
• the maximum short- and long-term incentive awards are capped as a % of salary;
• the Committee has clear discretion policies, linked to specific measures where necessary, to override formulaic outcomes;
• Executive Directors agree to clear and comprehensive malus and clawback provisions; and
• significant shareholding requirements apply for Executive Directors.

Proportionality Individual rewards are aligned to the delivery of strategic business objectives. The Committee sets robust and stretching targets 
to ensure that there is a clear link between the performance of the Group and the awards made to Executive Directors and others.

Alignment to culture IHG has a clear purpose and well-established values and behaviours. The alignment between remuneration incentives and our 
strategy for high-quality growth, and the KPIs which underpin the delivery of our strategy, is outlined on page 110. Other elements 
of reward, such as salary reviews and, across the wider workforce, the short-term incentive plan and our global recognition 
scheme, reward employees for performance and actions which demonstrate our values and behaviours.

Cash

Deferral

Performance Deferral
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Directors’ Remuneration Report continued
Our approach to remuneration continued

Remuneration at IHG – the wider context
How our reward practices are aligned across all levels of the organisation
Our approach to fairness in reward is an important aspect of our overall reward philosophy (see below) and is designed to attract and 
retain the best talent, with a focus on championing a diverse and inclusive culture where employees can thrive. The reward philosophy 
is supported by a robust governance approach aimed at having fair and consistent reward and recognition practices across our employee 
population, regardless of gender and other aspects of diversity, and that there is an alignment between the wider direct workforce and 
executive remuneration. We regularly review our approach externally, ensuring we meet the needs of employees by offering market-driven 
reward packages.

Examples of alignment and implementation of wider workforce reward strategy in 2021
Elements of reward Participants Commentary

Fixed

 Salary All In the 2021 base salary review process, we continued to build on our simplified performance management process to 
include the use of manager discretion to make one-off adjustments within the overall merit budget in order to address 
equity and talent recognition, particularly in the context of the pay actions taken in 2020 in response to the impact of 
Covid-19 on the business. This allowed the merit budget to be targeted on areas where it would have the most impact.

 Benefits All For 2021, we aligned the levels of healthcare cover offered in the UK across all UK corporate employees. Globally, we 
continued to roll-out our wellness offer to support our employees’ health and wellbeing and to adapt to a changing 
and flexible working environment, including an enhanced parental leave policy in the US for corporate employees.

 Pension benefit All Pension and retirement benefits are provided in the UK and US in line with market practice.
UK: the contribution rate for corporate and eligible hotel employees in the IHG UK pension plan is aligned with a 2:1 
matching ratio up to a maximum of 6% of salary from employees and 12% from the Company. During 2021, following 
a review by the plan trustee and consultation with an employee member forum, the investment options for 
participants were updated to include funds with an ESG focus.
US: US retirement saving plans are made up of a 401(k) plan which has a 1:1 matching contribution ratio up to a 
maximum of 6% of salary for eligible corporate employees and a Deferred Compensation Plan (DCP) which provides 
for supplementary company contributions of up to 16% provided at senior levels (a historic grandfathered rate of 
20% applies for a small number of employees who were already receiving this rate when it was removed from 
1 January 2017).

Variable

  Annual Performance 
Plan (APP) 

All All corporate employees share common corporate performance metrics with the Executive Committee and 
Executive Directors. 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. In 2021, we aligned the weightings of metrics 
for all corporate employees below Executive Committee level and increased the focus on rewarding performance 
by rebalancing the APP measures so that a greater portion of an award can be achieved through an employee’s 
individual performance and contribution.

  Long Term Incentive 
Plan (LTIP)

All 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; RSUs typically 
apply for eligible employees below this level (see below).

  Restricted Stock 
Units (RSUs)

Excludes 
Executive 
Directors

In line with typical market practice, particularly in the US, and due to line-of-sight over 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.

  Colleague Share Plan Wider 
workforce 
only

IHG matches the number of shares purchased on a 1-for-1 basis. Our employee share plan is available to around 98% 
of our corporate employees below the senior/mid-management level (who receive LTIP and RSU awards). 
Participation increased from 49% in 2020 to 50% in 2021 and to 53% in 2022; matching shares from the 2020 plan 
vested in January 2022.

Our reward philosophy
Our reward arrangements are competitive, drive creation of value 
for stakeholders and make us think and act as one team. 

Learning and support
To assist employees and managers in implementing the 
discretionary performance-related elements of merit and APP, 
we introduced a diversity, equity & inclusion statement on making 
fair reward decisions consistent with our Code of Conduct, which 
managers were familiarised with as part of the process. Furthermore, 
during 2021, corporate employees completed more than 10,000 
hours of conscious inclusion training.

UK hotel employees
Following the acquisition of a number of UK hotels in 2019, 
employing entities for the estate’s hotels were transferred to IHG. 
Employment terms, including remuneration and benefits, have 
largely remained in place on their pre-acquisition basis to date. 
In common with the model for managed hotels generally, IHG 
provides hotel management support to the owner of these UK 
leased hotels.

This includes making recommendations to the UK leased estate 
owner on matters including pay. Such recommendations are made 
in line with the corresponding process for other directly-employed 
employees, based on market insight and experience. Decisions on 
implementing changes to pay are ultimately determined by the hotel 
estate owner in the context of their own commercial position and 
equities across their wider portfolio. All roles at all hotels are paid 
above the living wage and zero-hour contracts are not utilised in any 
part of the UK leased estate.

Employee engagement on pay
The 2021 employee engagement scores for participating hotel and 
reservations employees and general managers on the questions 
relating to reward and recognition exceeded our survey provider’s 
top quartile benchmark. See page 114 for details.
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Key objectives and summary of responsibilities
The Remuneration Committee agrees, on behalf of the Board, 
all aspects of 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.

Membership and attendance at meetings
Details of the Committee membership and attendance at meetings 
are set out on page 81.

During 2021, the Committee was supported internally by the 
Company 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.

Non-Executive Directors’ letters of appointment and 
notice periods
Non-Executive Directors have letters of appointment, which are 
available upon request from the Company Secretary’s office. 

Patrick Cescau, Non-Executive Chair, is subject to 12 months’ 
notice and is in compliance with Provision 19 of the UK Corporate 
Governance Code. No other Non-Executive Directors are subject to 
notice periods; all Non-Executive Directors are subject to an annual 
re-election by shareholders at the AGM.

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. 

Remuneration advisers
In 2019, the Committee undertook a competitive tender process 
and IHG appointed Deloitte LLP to act as independent adviser to the 
Committee and they commenced work in October 2019. Deloitte is 
a member of the Remuneration Consultants Group and, as such, 
operates 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 £143,850 
were paid to Deloitte in respect of advice provided to the Committee 

Remuneration Committee details

in 2021. 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. Separately, other parts of Deloitte LLP also advised 
the Company in relation to corporation tax, mobility and 
consulting services.

Board changes
During the year, Anne Busquet stepped down from the Board 
and Daniela Barone Soares was appointed to the Board as a 
Non-Executive Director; Richard Anderson was also appointed 
to the Board as a Non-Executive Director, however, he had to step 
down a few months later. Dale Morrison retired from the Board 
from 31 December 2021 and Graham Allan was appointed as Senior 
Non-Executive Director from 1 January 2022. The remuneration 
arrangements in respect of all changes were in line with the 
approved DR Policy and are covered on page 123.

Approach to target setting 
Targets are set by the Committee and senior management, taking 
into account IHG’s growth ambitions and long-range business plan, 
market expectations and the circumstances and relative performance 
at the time, with the aim of setting stretching achievement targets 
for senior executives which will reflect successful outcomes for the 
business based on its strategic and financial objectives for the period. 

Absolute targets may be set relative to budget and/or by reference 
to prior results, generally containing a performance range with 
additional stretch to incentivise outperformance as well as minimum 
performance levels for payout. Relative targets are set against an 
appropriate comparator group of companies for the relevant measure, 
for example, relative NSSG in the LTIP was set against our six largest 
competitors with over 500k rooms to reflect our industry-leading 
growth ambition.

Shareholder engagement
The Committee recognises that there exists a range of views across 
the shareholder base in relation to the pay of Executive Directors and 
therefore engages in regular shareholder consultation. We consulted 
with shareholders and proxy agencies in early 2021 and prior to the 
AGM on the implementation of remuneration policies for the year 
ahead and matters relating to in-flight LTIPs. At the 2021 AGM, we 
were pleased to receive a vote of 92.43% in favour of the 2020 
Directors’ Remuneration Report.

Shareholder experience and the views of shareholders are 
fundamental aspects of the Committee’s framework for the 
consideration of the use of discretion in relation to incentive plan 
outcomes. As such, we carried out consultations with leading 
shareholders and a proxy agency again in early 2022. We discussed 
the performance of management which, in the Committee’s view, 
had delivered strong results and a more resilient company coming 
out of the pandemic. This performance is sustainable and has not 
been at the expense of stakeholders, as outlined on page 107. 

2021 focus areas

• Review and approval of 2020 remuneration outcomes and 2021 structures and targets
• In-year performance and relative performance tracking
• Wider workforce remuneration matters
• ESG in incentives and Green Engage progress
• Consideration of discretion relating to 2021 remuneration outcomes
• 2022+ structures and targets
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However, forecast results showed that the formulaic outcomes of 
LTIP targets would likely not reflect this extraordinary effort and, if 
left unaddressed, would risk further aggravation to existing retention 
and talent challenges.

Valuable and constructive feedback was provided by shareholders 
and a proxy agency and, overall, shareholders were generally 
receptive to the potential use of discretion to increase the LTIP 
outcome, so long as there was sufficient and robust justification. 
The Committee’s decision and detailed rationale is outlined on 
pages 105 to 107.

The most recent round of consultations also covered matters 
relating to in-flight LTIPs and progress on the inclusion of ESG in 
executive remuneration. Views expressed by shareholders will also 
be taken into consideration as the Remuneration Committee reviews 
the DR Policy in 2022 ahead of putting the policy to shareholder 
vote in 2023. We will engage in further consultation as the DR 
Policy develops.

Wider workforce remuneration and employee engagement
As outlined on page 112, IHG operates an aligned approach to 
remuneration throughout the organisation. During the year, the 
Committee reviewed aspects of the Company’s wider workforce 
remuneration approach as part of their regular meeting agenda, 
including the approach to fairness in reward, retention 
arrangements, and arrangements for UK hotel employees.

The Company engaged with the workforce through its employee 
engagement survey which covers a number of areas, including pay 
and benefits competitiveness, and was updated for 2021 to provide 
greater insights on areas such as wellness and inclusion. 

As part of 2021 Board engagement with the workforce, the 
Committee Chair met with representative employee groups from 
our US and Philippines populations to discuss Executive Director 
remuneration and how IHG’s remuneration principles apply to 
employees throughout the organisation. Neither group shared 
any concerns with Executive Director remuneration. 

Voting at the Company’s AGMs
The current DR Policy was subject to a vote at the 2020 AGM. The outcome of the votes in respect of the DR Policy and Report for 2019 to 2021 
are shown below: 

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

AGM Votes for Votes against Abstentions Votes for Votes against Abstentions 

2021 – – – 137,628,120
(92.43%)

11,277,368
(7.57%)

106,271

2020 112,098,213
(77.14%)

33,210,269
(22.86%)

3,308,499 143,279,761
(96.49%)

5,212,375
(3.51%)

124,844

2019 – – – 120,939,401
(83.95%)

23,116,948
(16.05%)

3,867,287

Jo Harlow
Chair of the Remuneration Committee
21 February 2022

In the Philippines, employees gave feedback on pay and benefits 
competitiveness and recent developments in the context of 
home working. Discussions on Executive Director remuneration with 
the US employee group led to constructive feedback on development 
and career progression opportunities and aspects of diversity 
and inclusion. 

As noted on page 112, perceptions of reward and recognition 
gained strong results across our hotel, reservations and general 
manager populations:

Paid fairly

80%
73%

79%

64%

Benefit plan meet needs

83%
76%

82%

68%

Appropriate recognition

85% 80%
88%

71%

Performance impacts pay

82% 81% 83%

64%

 Hotels  Reservations  GMs  Top quartile scores

  The Company’s approach to wider workforce engagement under the 
UK Corporate Governance Code is set out on page 112.

Directors’ Remuneration Report continued
Our approach to remuneration continued
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Annual Report on Directors’ Remuneration

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
 Total 
£000

Keith Barr 2021 857 41 214 1,112 1,727 337 2,064 3,176

2020 712 45 178 935 0 549 549 1,484

Paul Edgecliffe-Johnson 2021 630 19 158 807 1,270 248 1,518 2,325

2020 524 21 131 676 0 391 391 1,067

Elie Maaloufb 2021 606 53 118 777 1,221 251 1,472 2,249

2020 531 30 65 626 0 379 379 1,005

a LTIP figures for 2020 relate to the 2018/20 LTIP cycle and have been restated using actual share price on date of vesting. Figures for 2021 relate to the value of shares for the 
2019/21 cycle.

b Elie Maalouf is paid in USD and the sterling equivalent is calculated using an exchange rate of $1 = £0.73 in 2021 and $1 = £0.78 in 2020 (page 158).

The Annual Report on Directors’ Remuneration explains how 
the Directors’ Remuneration Policy (DR Policy) was implemented 
in 2021 and the resulting payments each of the Executive 
Directors received.

This report is subject to an advisory vote by shareholders at the 
2022 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. Salary increases in 2021 were in 
line with the budget for the wider UK and US corporate workforce. 
2020 salaries were reduced for part of the year as explained in 
the 2020 Annual Report.

 Benefits: for Executive Directors, this includes, but is not 
limited to, taxable benefits such as company car or allowance 
and healthcare. Under HM Revenue and Custom rules, the 2021 
figure for the non-UK based Director, Elie Maalouf, includes 
some travel and food expenses that were not previously 
reported.

 Pension benefit: for current Executive Directors, in line with 
DR Policy, the value of IHG contributions 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 2021 and instead received cash allowances of 
25% of base salary; this will reduce to the maximum level available 
to all other participants in the UK pension plan at the end of 2022. 

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 (DCP). The US 401(k) Plan is a 
tax-qualified plan providing benefits on a defined contribution 
basis, with the member and company both contributing.

Contributions made by, and in respect of Elie Maalouf in these 
plans for the year ended 31 December 2021 were:

£a

Director’s contributions to US Deferred 
Compensation Plan 168,917

Director’s contributions to US 401(k) Plan 18,980

Company contributions to US Deferred  
Compensation Plan 109,829

Company contributions to US 401(k) Plan 8,468

Age of Director at 31 December 2021 57

a Sterling values have been calculated using an exchange rate of $1 = £0.73.

As outlined in last year’s report, Elie’s retirement benefit is in line 
with other senior US employees and comprises a 6% of salary 
matched contribution (subject to IRS limits in respect of 401(k) 
contributions) and a 16% of salary supplemental employer 
DCP contribution.

Variable pay
 APP (cash and deferred shares)

Operation
Award levels are determined based on salary at 31 December 2021 
and are based on achievement vs target under each measure. 
For operating profit from reportable segments, the 2021 award 
was set on the basis of a payout range of +/-10% of target payout 
for performance of +/-$25m of target performance. Outside of this 
range, payout would be on a straight-line basis between threshold 
and -$25m and between +$25m and maximum. For room 
openings and room signings, the award was set on a straight-line 
basis between threshold and target, and target and maximum:

• threshold is the minimum level that must be achieved for there 
to be an award in relation to that measure; subject to Committee 
discretion, 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).

The Committee formally reviews performance against IHG’s 
Global Metrics as part of the APP structure in considering whether 
to apply discretion to adjust outcomes on the strategic measures.

AUDITED
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AUDITED

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

APP outcome for 2021
The performance measures for the 2021 APP were determined 
in accordance with the DR Policy and were:

• operating profit from reportable segments (70%);
• room signings (15%); and
• room openings (15%).

Target award was 115% of salary and maximum was up to 200% 
of target for each measure, subject to an overall cap on the 
award of 200% of salary. The tables below show threshold, target 
and maximum opportunity, as well as weighting and actual 
2021 achievement.

0 50 100 150 200

35 7.57.5

70

140 30 17.3

15 15

Actual

Maximum 140 30 30

Target

Threshold

Operating profit from reportable segments
Room signings Room openings

APP measures – % of total award

 50

 100

 187.3

 200

APP

Performance Achievement Weighting
Weighted 

achievement

Operating profit from reportable segments: performance relative to target

Threshold $222m 50%

70% 140.0%
Target $296m 100%

Maximum $443m 200%

Actual $535.1m 200%

Room signings (k rooms)

Threshold 52.4 50%

15% 30.0%
Target 58.2 100%

Maximum 64.0 200%

Actual 68.9 200%

Room openings (k rooms)

Threshold 39.0 50%

15% 17.3%
Target 43.3 100%

Actual 44.0 139.2%

Maximum 47.6 200%

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 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 158) $533.6m

Difference due to exchange rates $1.5m

Operating profit from reportable segments 
(at 2021 budget exchange rates) $535.1m

 LTIP 2019/21 (granted in 2019)
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 weighting are described 
on page 117.

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., NH Hotels Group, and Wyndham Hotels & Resorts Inc., 
as per data provided by our corporate bankers sourced from 
Thomson Reuters Datastream. 

Following the acquisition and delisting of Millennium & Copthorne 
Hotels PLC by City Developments Limited in October 2019, 
a Singapore-based real estate company, it was removed from 
the comparator group for the 2019/21 cycle.

The share price in respect of the 2018/20 LTIP cycle has been 
restated using the volume weighted average price of 5,072p for 
Keith Barr and Elie Maalouf and 5,143p for Paul Edgecliffe-Johnson 
on the date of actual vesting on 24 February 2021. There is a slight 
difference in the share price at the date of vesting for Keith Barr 
and Elie Maalouf as our share administration portal holds shares 
for participants who are US citizens in a separate entity to non-US 
participants. Final vesting transactions are therefore carried out 
separately, resulting in a slight share price variation based on the 
timing that the two transactions take place. The corresponding 
values shown in the 2020 report (prior to the actual vesting) were 
an estimate calculated using an average share price over the final 
quarter of 2020 of 4,460p.

LTIP outcome for 2019/21 cycle
The performance measures for the 2019/21 three-year LTIP cycle 
were determined in accordance with the DR Policy and were:

• Total Shareholder Return (40%);
• Total Gross Revenue (20%);
• net system size growth (20%); and
• cash flow (20%).

The following tables show threshold and maximum opportunity, 
as well as weighting and actual achievement, based on the 
formulaic outcomes against the three-year targets set in 2019, 
and following the application of Committee discretion, for each 
performance measure.

0 20 40 60 80 100

Maximum 40 20

20

2020

8 4 4 4

Actual

Threshold

Total Shareholder Return Total Gross Revenue
Net system size growth Cash flow

LTIP measures – % of maximum opportunity

 20

 20

 100
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Performance measure and weighting
Performance targets

Result Formulaic achievement
Discretionary 

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

Maximum 
83.4%

Maximum  
100%

Outcome  
17.9%

Below threshold 0%

Threshold  
26.0%

Threshold  
20%

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

Maximum 
$5.63bn

Maximum  
100%

Outcome  
$-7.92bn

Below threshold 0%

Threshold  
$3.94bn

Threshold  
20%

Net system size growth: 
based on IHG’s performance against 
an absolute NSSG target 
20%

Maximum  
159.0k rooms

Maximum  
100%

Outcome  
84.6k rooms

Below threshold 0%

Threshold  
111.3k rooms

Threshold  
20%

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

Maximum  
2.49bn USD

Maximum  
100%

Reported Outcome
1.49bn USD

Below threshold 20%

Threshold  
1.87bn USD

Threshold  
20%

Adjusted Outcome
1.78bn USD

LTIP
As outlined in the Chair’s Statement on pages 104 to 108, the Remuneration Committee has exercised its discretion to adjust the 
formulaic outcome of the 2019/21 LTIP. This cycle will vest on 23 February 2022 and is the first under which Executive Directors are 
subject to a two-year post-vest holding period. The individual outcomes for this cycle are shown below. 

The share price of 4,858p used to calculate the 2019/21 LTIP cycle value shown in the single figure table is the average over the final 
quarter of 2021.

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 Barr LTIP 2019/21 34,693 20% 6,938 337 -7

Paul Edgecliffe-Johnson LTIP 2019/21 25,509 20% 5,101 248 -5

Elie Maalouf LTIP 2019/21 25,802 20% 5,160 251 -5

Adjustments to cash flow outcome
Over the performance period of the 2019/21 LTIP award there 
have been events that have impacted IHG’s cash flow that were 
unquantified or unforeseen when the original targets were set. 
In line with the adjustments reported in the 2019 and 2020 Annual 
Reports, the table below shows the reconciliation between 
reported cash flow and the outcome for the 2019/21 LTIP.

Reconciliation
Cash flow 

$bn

Reported cash flow from operations 2.06

Net cash from investing activities (0.57)

Reported outcome per definition 1.49

Six Senses acquisition 0.29

Adjusted outcome 1.78

Adjustment to net system size growth outcome
The formulaic NSSG LTIP outcome above includes the same 
adjustment reported for the 2018/20 cycle last year to exclude 
the removal from IHG brands of rooms associated with the SVC 
portfolio towards the end of 2020 due to the SVC management 
agreement termination. The formulaic outcome also includes an 
adjustment to exclude room removals incremental to our normal 
level due to the Holiday Inn and Crowne Plaza estate review in 2021. 
These events were not budgeted for at the time of setting the 
2019/21 targets and the Committee, in its judgement, considered 
it was appropriate to adjust for them on the basis of its view that 
LTIP participants should not have been disincentivised from 
making these decisions in the long-term interest of shareholders.
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Directors’ Remuneration Report continued
Annual Report on Directors’ Remuneration continued

Other outstanding awards
Scheme interests awarded during 2020 and 2021
During 2020 and 2021, awards were granted under the LTIP cycle and made to each Executive Director over shares with a maximum 
value of 205% of salary in 2020 and a maximum value of 350% in 2021 for the CEO and 275% for all other Executive Directors 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 2020/22 LTIP award is the day after the announcement of our financial year 2022 Preliminary Results in 
February 2023. These awards will vest to the extent performance targets are met and will then be held in a nominee account for 
a further two years, transferring to the award-holder in February 2025.

The vesting date for the 2021/23 LTIP award is the day after the announcement of our financial year 2023 Preliminary Results in 
February 2024. These awards will vest to the extent performance targets are met and will then be held in a nominee account for 
a further two years, transferring to the award-holder in February 2026.

Although the approved DR Policy permitted award levels of 350% and 275% of salary respectively for the CEO and other Executive 
Directors for the 2020/22 cycle, the actual awards granted for this cycle were made at the previous maximum award level of 205% 
for all Executive Directors. Prior to making the awards, the Committee noted the views of some investors in relation to the size of share 
awards where the share price had fallen substantially relative to the prior year’s grant and the potential windfall gains which could occur 
if and when share prices recovered. The grant price for the 2020/22 cycle was £34.96, representing a reduction of ~29% from the grant 
price for the 2019/21 cycle awards. The use of lower maximum opportunity levels resulted in fewer shares being awarded to the 
Executive Directors than would have been the case if awards were granted at the levels permitted under the DR Policy (~41% fewer 
shares in the case of the CEO and ~25% fewer for the other Executive Directors). The Committee will consider whether it is appropriate 
to adjust the formulaic outcome at the time of vesting, including taking into account the movement in share price between grant and 
vesting dates, in the context of any potential windfall gains.

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

2021/23 cycle

Keith Barr 10 May 2021 59,385 50.88 3,022 11,877

Paul Edgecliffe-Johnson 10 May 2021 34,310 50.88 1,746 6,862

Elie Maalouf 10 May 2021 32,525 50.88 1,655 6,505

2020/22 cycle

Keith Barr 12 May 2020 49,153 34.96 1,718 9,830

Paul Edgecliffe-Johnson 12 May 2020 36,140 34.96 1,263 7,228

Elie Maalouf 12 May 2020 38,463 34.96 1,345 7,692

Performance measures and consideration of discretion
The performance measures for the 2020/22 cycle are as agreed in the 2020 DR Policy: Relative TSR, Total Gross Revenue (TGR), 
net system size growth and cash flow for the three years ending 31 December 2022. NSSG is a relative measure and is measured to 
30 September rather than 31 December due to the timing of publication of competitor data. Minimum performance is equal to 20% 
of the maximum award.

As noted in the 2020 Directors’ Remuneration Report, TGR was removed from the LTIP measures for the 2021/23 cycle, which covers 
the three years ending 31 December 2023, and the weightings for relative NSSG and absolute cash flow were both increased, maintaining 
a similar balance between absolute and relative measures as for the previous cycle. TGR is heavily impacted by the pace and shape 
of market RevPAR recovery, which is outside of management’s control and remained very unpredictable at the time of setting targets.

Relative NSSG for both cycles is subject to the achievement of a ROCE underpin of 20%, below which the Committee has the discretion 
to reduce the outcome for the measure. The underpin was introduced to ensure IHG’s high returns on capital were prioritised in strategic 
decision-making (e.g. M&A activity) as opposed to simply reflecting trading performance. As noted in last year’s report and the Chair’s 
letter to this year’s report, the Committee is minded not to reduce the NSSG vesting outcome for the 2020/22 cycle if the underpin is 
not met by reason only of the impact on earnings of the pandemic.

As noted in the Chair’s Statement on pages 104 to 108, the Committee is tracking a shadow cash flow target in respect of the 2020/22 
LTIP cycle and has indicated that this shadow target will be highly relevant when considering the vesting of this cycle in early 2023. 
The shadow target is disclosed on page 124 of this report.

Any use of discretion, including the factors influencing the decision, will be clearly communicated in the Directors’ Remuneration 
Report for the year in which the decision is made. 
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Executive 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 500% 
of salary for the Chief Executive Officer and 300% for any other 
Executive Director. Executive Directors are expected to hold all 
net shares earned until the previous guideline shareholding 
requirement is achieved (300% for the CEO and 200% for other 
Executive Directors) and at least 50% of all subsequent net shares 
earned until the current guideline shareholding is met. 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 unvested shares that are not 
subject to any further performance conditions.

Percentages are calculated using the 31 December 2021 share 
price of 4,781p.

The full guideline minimum shareholding requirement continues 
for six months after cessation of employment and 50% of the 
requirement continues for an additional six months. As a part 
of this requirement, since 2019, shares have been granted and 
all unvested awards held in a nominee account with Executive 

Directors required to electronically sign an agreement to the 
terms of the grant, including the post-employment 
shareholding requirement.

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

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

Total number of shares and awards as a % of salary

Shares and awards held by Executive Directors 
at 31 December 2021: % of salary

519

532

1,309

1,496

1,394

669

Keith Barr

Paul Edgecli�e-Johnson

Elie Maalouf

Guideline shareholding

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 118. There have been no changes in the shareholding interests of any of the Directors 
since the end of the financial year up to the publication of this report.

Shares and awards held by Executive Directors at 31 December 2021: number of shares

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

shares and awards held

2021 2020 2021 2020 2021 2020 2021 2020

Keith Barr 81,830 70,279 26,696 37,705 143,231 119,227 251,757 227,211

Paul Edgecliffe-Johnson 58,723 53,376 19,137 26,751 95,959 86,479 173,819 166,606

Elie Maalouf 74,698 67,428 19,625 25,417 96,790 88,691 191,113 181,536

Other information relating to Directors’ remuneration
Consideration of discretion
The Committee’s consideration of discretion in respect of 2021 
remuneration outcomes is covered in detail on pages 104 to 107. 

During the year, the Committee also continued to track the forecast 
vesting outcome for the 2020/22 LTIP cycle. No decisions will be 
made until the end of the cycle’s performance period, however, the 
Committee’s approach for the cash flow target and ROCE underpin 
for the 2020/22 cycle is described on pages 124 and 125.

Dividends paid to Executive Directors
No dividends were paid out by IHG in 2021. 
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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 2011 to 31 December 2021, 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 2021.

Single figure CEO 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

Single figure  
of remuneration 
(£000)

Keith Barr 2,161 3,143a 3,376 1,484 3,176

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

Annual incentive 
received  
(% of maximum)

Keith Barr 69.7 84.1 58.7 0 200.0

Richard Solomons 68.0 74.0 74.0 75.0 63.9 66.8

Shares received 
under the LTIP 
(% of maximum) 

Keith Barr 46.1 45.4 78.9 30.6 20.0

Richard Solomons 100.0 59.0 56.1 50.0 49.4 46.1

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. 

Growth of company vs growth of CEO pay
As an additional point of reference, the chart below shows CEO single figure table remuneration over the past 10 years as disclosed above, 
excluding the 2014 one-off cash payment to Richard Solomons in respect of pension entitlements, and the Company’s net system size growth, 
a key metric in our Long Term Incentive Plan, and in our Annual Performance Plan in recent years, and aligned to our ambition. Subject to 
performance achievements, increased LTIP grant levels made since 2021 under the approved 2020 Directors’ Remuneration Policy should 
in due course contribute towards bridging the gap between the growth in pay of the CEO and the growth of the Company.
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CEO pay ratio 
As we have noted in previous Annual Reports, pay ratios will differ 
significantly between companies, even within the same industry, 
depending on demographics and business models. The Group’s 
UK employee demographic, which primarily consisted of largely 
professional, management and senior corporate roles, changed in 
2019 with the addition of a number of hotel employing entities which 
include a large proportion of part-time and flexible-working support 
and service roles. As per last year’s report, we show below the ratio 
both including and excluding the new UK employing entities.

On a like-for-like population basis with our original disclosure in 
the 2018 Annual Report, the median ratio has increased from 26:1 in 
2020 to 42:1 in 2021 but is down on the pre-pandemic years of 2018 
and 2019. 2020 was impacted by actions taken on pay as outlined 
in the 2020 Annual Report and lower variable incentive pay. In 2021, 
the strong performance in the APP has benefited both the CEO and 
the wider corporate population. LTIP awards below the Executive 
Committee in the form of restricted stock and top-up awards below 
the Board meant that the 2019/21 LTIP award values were lower as a 
percentage of maximum for the CEO than other eligible employees. 
On this basis, the Company believes the median pay ratio for the 
relevant financial year is consistent with the pay, reward and 
progression policies for the Company’s UK employees taken 
as a whole, and as outlined on page 112.

Full population
Population excluding hotel 

employing entities

Year Method 25th Median 75th 25th Median 75th

Financial  
year ended 
31 December 
2021

Option 
C 163:1 65:1 41:1 57:1 42:1 28:1

Financial  
year ended  
31 December 
2020 

Option 
C 89:1 44:1 25:1 35:1 26:1 18:1

Financial  
year ended  
31 December 
2019

Option 
C 180:1 122:1 59:1 71:1 49:1 32:1

Financial  
year ended  
31 December 
2018

Option 
C – – – 72:1 48:1 29:1

The 2018, 2019 and 2020 figures have been restated to reflect the value of the CEO’s LTIP 
awards on the date of actual vesting rather than the estimated vesting levels used in the 
respective years’ Annual Reports.

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 apply for the more senior executives, 
including Executive Directors, who will have a greater degree 
of influence over performance outcomes;

• role-specific specialist plans apply in certain areas such as 
corporate reservations, sales, hotel development and General 
Managers of IHG managed, owned, leased and managed lease 
hotels. 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 affect 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. IHG prefer to use this method as 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 using the most available data at the time of producing 
the Annual Report. Specifically, this involves:

• compiling all monthly payroll data for all UK employees from 
1 January to 31 December 2021 detailing complete variable and 
fixed remuneration, including pension and taxable benefits such 
as company car or allowance and healthcare; and

• valuing APP for the corporate workforce based on actual 2021 
company performance metrics and budgeted target personal 
performance so that it reflects the same input as for the CEO data.

Option C requires three UK employees to be identified as the 
equivalent of the 25th, 50th and 75th percentile. Having identified 
these employees, the 2021 remuneration is calculated on the same 
basis as the CEO single total figure of remuneration.

The 2021 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 ended  
31 December 2021 
– Full population

Salary £ 18,285 44,281 59,597

Total 
remuneration £ 19,540 49,020 77,832

Financial year ended  
31 December 2021
– Excluding hotel 
employing entities

Salary £ 44,027 61,125 81,239

Total 
remuneration £ 55,732 75,055 115,377

Relative importance of spend on pay
The chart below sets out the actual expenditure of the Group in 
2021 and 2020, showing the differences between those years. 
Further information, including where 2020 figures have been restated, 
can be found in the Group Financial Statements starting on page 128 
and the accompanying notes. 
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Directors’ Remuneration Report continued
Annual Report on Directors’ Remuneration continued

Annual percentage change in remuneration of Directors compared to employees
The table below shows the percentage change in all Directors’ remuneration compared to that of an average employee between the financial 
years ended 31 December 2019 to 31 December 2021.

The remuneration figures for the Directors were taken from the data used to compile the single figure tables of remuneration shown on 
pages 115 and 123 excluding any rounding up or down. No employees are directly employed by the Group’s Parent Company, so the average 
employee data for this year’s report is based on the same UK corporate employee population as that on which the CEO pay ratio is calculated. 
Salaries were reduced for part of the year in 2020, accounting for the year-on-year variations for both 2020 vs 2019 and 2021 vs 2020. 
Elie Maalouf’s salary is paid in USD but reported in the single figure table in GBP and, as such, his year-on-year change is also impacted 
by changes in exchange rates between years.

No bonus was paid to Executive Directors or other corporate employees for 2020, which is reflected in the bonus percentage changes for 
both 2019-20 and 2020-21. Non-Executive Directors are not eligible for a bonus.

Taxable benefits for Non-Executive Directors are largely constituted of travel expenses, which were significantly impacted by travel restrictions 
during 2020 and 2021, whereas Executive Director and average employee taxable benefits typically comprise elements of their reward 
package such as company car or allowance and healthcare benefits.

Year-on-year change 2021 vs 2020 Year-on-year change 2020 vs 2019

Salary Bonus Taxable benefit Salary Bonus Taxable benefit

Executive Directors

Keith Barr 20% 100% -9% -14% -100% 25%

Paul Edgecliffe-Johnson 20% 100% -8% -13% -100% -14%

Elie Maalouf 14% 100% 79% -15% -100% -10%

Non-Executive Directors

Patrick Cescau 18% N/A -80% -13% N/A -53%

Graham Allan – N/A – – N/A –

Daniela Barone Soares – N/A – – – –

Arthur de Haast 18% N/A -1% – N/A –

Ian Dyson 18% N/A -100% -13% N/A -90%

Duriya Farooqui – N/A – – N/A –

Jo Harlow 18% N/A 100% -13% N/A -94%

Jill McDonald 18% N/A -1% -13% N/A -87%

Sharon Rothstein – N/A – – N/A –

Average employee 3% 100% -11% -6% -100% -9%

No data has been reported for Graham Allan, Duriya Farooqui and Sharon Rothstein as they joined the Board in 2020 therefore only part-year 
data is available which does not enable a comparison with 2021. Similarly, Daniela Barone Soares joined the Board during 2021 so there will 
be no full year data comparisons for her in 2021 and 2022.

As stated in the notes to the single figure table on page 115, under HM Revenue and Custom rules, the 2021 taxable benefits figure for the 
non-UK based Executive Director, Elie Maalouf, includes some travel and food expenses that were not previously reported, accounting for 
the year-on-year change figure for taxable benefits in 2021 vs 2020. Ian Dyson did not incur any expenses in 2021 but incurred expenses of 
£229.55 in 2020 relating to attending the February 2020 Board meeting, hence the percentage change for 2021 vs 2020 is -100%. Jo Harlow 
incurred expenses of £128.65 in 2020, also relating to the February 2020 Board meeting, and £257.21 in 2021 relating to the December 2021 
Board dinner, hence the percentage change for 2021 vs 2020 is 100%. These expenses for Ian and Jo are below £500 so round down to £nil 
for the respective years in the single figure table on page 123.

Payments for loss of office
There were no payments for loss of office in 2021.

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

Payments to past Directors – benefits
Sir Ian Prosser
Sir Ian Prosser, who retired as Director on 31 December 2003, 
had an ongoing healthcare benefit of £1,408.90 during the year.
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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 2021 2020 2021 2020 2021 2020

Patrick Cescau N 01/01/13 444 377 1 7 445 384

Graham Allan A  R 01/09/20 78 24 0 0 78 24

Richard Anderson A  R 01/03/21 20 – 0 – 20 –

Daniela Barone Soares R  RB  01/03/21 65 – 0 – 65 –

Anne Busquet A  RB  01/03/15 28 66 1 1 29 67

Arthur de Haast R  RB  01/01/20 78 66 0 0 78 66

Ian Dyson A  N  R  01/09/13 104 88 0 0 104 88

Duriya Farooqui A  RB  07/12/20 78 5 0 0 78 5

Jo Harlow N  R 01/09/14 104 88 0 0 104 88

Jill McDonald A  RB  N  01/06/13 92 78 0 0 92 78

Dale Morrison A  N  R  01/06/11 112 95 1 2 113 97

Sharon Rothstein A  RB 01/06/20 78 38 0 0 78 38

  See page 81 for Board and Committee membership key and attendance.

Fees: Fees are paid in line with the DR Policy. Anne Busquet stepped down from the Board on 7 May 2021, Richard Anderson stepped 
down on 26 May 2021 and Dale Morrison stepped down on 31 December 2021 so all fees and taxable benefits for these Directors 
ceased on those dates.

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 Custom rules, non-UK based Non-Executive Directors are 
not subject to tax on travel expenses for the first five years; this is reflected in the taxable benefits for Anne Busquet, Duriya Farooqui, 
Dale Morrison and Sharon Rothstein. Due to global restrictions on travel during 2020 and 2021 as a result of the pandemic, only the 
February 2020 Board meeting was held in person so taxable travel and accommodation expenses are lower again this year. 

Other: Non-Executive Directors are not eligible for any incentive awards or for any pension contributions or benefit.

Shares held by Non-Executive Directors at 31 December 2021: 
The Non-Executive Directors who held shares are listed in the table below:

Non-Executive Director 2021 2020

Patrick Cescau 11,135 11,135

Daniela Barone Soares 316 –

Ian Dyson 1,500 1,500

Arthur de Haast 1,000 1,000

Jo Harlowa 950 950

a Shares held in the form of American Depositary Receipts.

There have been no changes in the shareholding interests of any of the Directors since the end of the financial year up to the publication 
of this report.

Fees: Non-Executive Directors
The fees for Non-Executive Directors are reviewed and agreed annually in line with the DR Policy; 2022 increases are in line with the 
budget for the wider UK and US corporate workforce and an increase was waived in 2021. Graham Allan was appointed as Senior 
Non-Executive Director from 1 January 2022. The fee levels for 2022 will be as follows:

Non-Executive Director Role
2022

£000
2021

£000

Patrick Cescau Chair of the Board 461 444

Graham Allan Senior Independent Director 116 78

Daniela Barone Soares Non-Executive Director 81 78

Arthur de Haast Non-Executive Director 81 78

Ian Dyson Chair of Audit Committee 108 104

Duriya Farooqui Non-Executive Director 81 78

Jo Harlow Chair of Remuneration Committee 108 104

Jill McDonald Chair of Responsible Business Committee 95 92

Sharon Rothstein Non-Executive Director 81 78
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Directors’ Remuneration Report continued
Annual Report on Directors’ Remuneration continued

Implementation of Directors’ Remuneration Policy in 2022
This section explains how the DR Policy will be applied in 2022.

Salary: Executive Directors
Directors’ salaries are agreed annually in line with the DR Policy. 

The following salaries will apply from 1 April 2022.

Executive Director
Increase

%
2022 

£
2022 

$
2021 

£
2021 

$

Keith Barr 4 897,900 863,300

Paul Edgecliffe-Johnson 4 660,200 634,800

Elie Maaloufa 4 870,100 836,600

a Elie Maalouf is paid in USD and his annual base salary for 2020 and 2021 is shown in USD. The sterling equivalent values calculated using an exchange rate of $1 = £0.78 in 2021 
and $1 = £0.73 in 2022 are: 2021 – £652,548 and 2022 – £635,173.

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

2020/22 LTIP cycle cash flow target
As explained on page 118, the Committee has determined that the shadow cash flow target it set as a point of reference in October 2020 will 
be highly relevant when considering the vesting of this cycle in early 2023. Following consultation with shareholders, the shadow target is 
disclosed below.

Measure Definition Weighting Original performance objective Shadow performance objective

Absolute 
cash flow

Cumulative annual cash 
generation over three-year 
performance period

20 Threshold – US 1.91bn (20% of cash flow 
element vests);
Maximum – US 2.54bn (100% of cash flow 
element vests); and 
Vesting will be on a straight-line basis 
in between the two points above.

Threshold – US 0.82bn (20% of cash flow 
element vests);
Maximum – US 1.09bn (100% of cash flow 
element vests); and
Vesting will be on a straight-line basis 
in between the two points above.

Measures for 2022 APP
The 2022 APP structure is in line with the approved DR Policy and will be based on a 70% weighting for a measure of operating profit from 
reportable segments and a 30% weighting for other key strategic measures that are reviewed annually and set in line with business priorities. 
Operating profit from reportable segments is a focal measure of business performance for our shareholders and is a function of other 
critical measures, such as RevPAR, profit margin and fee revenues. The Committee has determined that for 2022, it remains important to 
the Company’s strategic objectives to focus on new room openings and new room signings in the APP. New room openings are critical 
to driving both short- and long-term profitable growth and are a recognised key performance measure across the industry, while new room 
signings provide the best gauge of future growth as they create the path for openings in future years, which will in turn drive profit and 
revenue growth. The two strategic measures will be equally weighted, with each worth 15% of the overall APP. The targets are commercially 
sensitive and will be disclosed in the 2022 Annual Report.

Measure Definition Weighting (%) Performance objective

Operating profit from 
reportable segments

A measure of IHG’s operating profit from 
reportable segments for the year

70 Achievement against target

Room signings Absolute number of new room signings 15 Achievement against target
Room openings Absolute number of new room openings 15 Achievement against target

As part of the APP structure, the Committee considers whether to apply discretion to adjust outcomes on the strategic measures following 
a review of performance against IHG’s Global Metrics. These are based on a range of KPIs including several ESG measures such as energy 
reduction, employee engagement and guest satisfaction. As per the 2021 plan, 2022 performance against the Global Metrics, together with 
data on relative performance against peers, will be tracked and used by the Committee as reference points in considering whether to use 
discretion to adjust the formulaic outcome of the strategic measures.

2022/24 LTIP cycle performance measures and targets
For 2022/24, we propose to retain the same measures and weightings as the 2021/23 cycle, again excluding Total Gross Revenue (TGR). 
TGR is driven mainly by RevPAR and NSSG but also includes other forms of revenue, such as food and beverage and spas. Setting a TGR 
target remains challenging in the context of limited visibility over the short-to-medium term, given factors including:

• the potential volatility caused by future new variants of Covid-19;
• the performance volatility resulting in countries following a zero Covid-19 strategy;
• unpredictability around the trajectory of international travel recovery; and
• while leisure travel demand is strong, continuing uncertainty around the shape of international business travel re-emergence.
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The measures for the 2022/24 LTIP cycle are as follows:

Measure Definition Weighting (%) Performance objective

Relative Total 
Shareholder Return 
(TSR)

IHG’s performance against a comparator group of 
global hotel companies: Accor S.A., Choice Hotels
International Inc., Hilton Worldwide Holdings Inc., 
Hyatt Hotels Corporation, Marriott International 
Inc., Melia Hotels International S.A., NH Hotels 
Group, and Wyndham Hotels & Resorts Inc. TSR is 
the aggregate of share price growth and dividends 
paid, assuming reinvestment of dividends in the 
Company’s shares during the three-year 
performance period.

30 Threshold – median of comparator group (20% of TSR 
element vests);
Maximum – upper quartile of comparator group 
(100% of TSR element vests); and
Vesting will be on a straight-line basis in between 
the two points above.

Relative net system 
size growth with 
ROCE underpin

IHG’s aggregated compound annual growth rate 
(CAGR) against our six largest competitors with 
over 500k rooms: Marriott International, Inc., 
Hilton Worldwide Holdings Inc., Accor S.A., 
Jin Jiang International Holdings Company Limited, 
Wyndham Hotels & Resorts Inc., Choice Hotels 
International Inc. Targets will be set based on 
increased room count that is consistent with the 
relevant company’s business plan objectives and 
practice as at the start of the LTIP cycle.

40 Threshold – Fourth ranked competitor excluding IHG 
(20% of NSSG element vests);
Maximum – First ranked competitor excluding IHG 
(100% of NSSG element vests); and 
Vesting will be on a straight-line basis in between  
the two points above.
This measure is subject to the achievement of a Return on 
Capital Employed underpin. See below for further details.

Absolute cash flow Cumulative annual cash generation over three-year 
performance period.

30 Threshold – US 1.58bn (20% of cash flow element vests);
Maximum – US 2.11bn (100% of cash flow element 
vests); and
Vesting will be on a straight-line basis in between the 
two points above.

Operation of Return on Capital Employed (ROCE) underpin
The Committee has the discretion to reduce the amount of the award vesting under the net system size growth measure by any amount, 
including to zero, in the event that a Return on Capital Employed (ROCE) falls below a predetermined level over the period of an LTIP cycle. 
The extent of reduction would be determined taking into consideration criteria including:

• the reason the ROCE underpin has not been met;
• the impact on other metrics, including cash flow and Total Gross Revenue; and
• the materiality of the circumstances under which the underpin has not been met.

ROCE is defined as operating profit from reportable segments divided by Capital Employed. For Capital Employed, we expect to define this 
as Total Assets less Current Liabilities, adjusted for deferred revenue and deferred tax assets/liabilities. At the end of each cycle, the Committee 
will agree the appropriate capital base of the Company taking into account any short-term impacts that are not part of the long-term capital 
of the business.

For the 2022/24 LTIP cycle, the underpin will remain at the 20% level set for the previous two cycles. Under normal circumstances, the 
Committee considers this an appropriate level to protect shareholder interests without disincentivising the pursuit of long-term strategically 
advantageous return-enhancing opportunities, which could have a short-term impact on ROCE. However, it should be noted that, as outlined 
on page 107, the Committee is minded not to reduce the NSSG outcome if the ROCE underpin is not met for the 2020/22 cycle solely due to 
the impact on earnings of the pandemic. Performance and vesting outcomes and any use of discretion will be fully disclosed and explained 
in the relevant Directors’ Remuneration Report.
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