
Following the lead adviser moving to Ellason LLP, Ellason LLP was appointed as the independent remuneration advisor to 
the Committee effective 1 January 2021. Both Mercer and Ellason are members and signatories of the Code of Conduct 
for Remuneration Consultants, details of which can be found at www.remunerationconsultantsgroup.com. None of the 
individual Directors have a personal connection with either Mercer or Ellason. 

Summary of shareholder voting at AGMs
The following table shows the results of the advisory vote on the 2019 Annual Report on Remuneration at the 2020 AGM, 
and the binding vote on the 2019 Directors’ Remuneration Policy at the 2019 AGM:

2019 Annual Report on Remuneration Directors’ Remuneration Policy

For (including discretionary) 297,901,750 93.04% 213,670,741 96.85%

Against 22,290,928 6.96% 6,938,947 3.15%

Total votes cast (excluding withheld votes) 320,192,678 220,609,688

Votes withheld 3,961,254 0

Total votes cast (including withheld votes) 324,153,932 220,609,688

Single total figure of remuneration for Executive Directors (audited) 
The table below sets out a single figure for the total remuneration received for 2019 and 2020 by each Executive Director 
who served in the year ended 31 December 2020:

Executives
Salary 
Note 1

Taxable 
benefits 

Note 2
Pension 

Note 3

Annual 
Bonus 
Note 4

LTIP 
Note 5

Other 
Note 6

Total  
Single  
Figure

Total  
Fixed

Total 
Variable

R Smith 2020 425,082 16,202 73,738 0 377,339 0 892,361 515,022 377,339

2019 456,692 16,195 80,957 519,361 1,258,704 4,499 2,336,408 553,844 1,782,564

J Lister 2020 345,997 17,498 59,626 0 307,166 2,248 732,535 423,120 309,415

2019 371,726 16,928 66,084 422,736 1,024,722 0 1,902,196 454,738 1,447,458

1. 2020 figure reflects the 30% reduction to salaries for Executive Directors which applied for a four-month period from 1 April 2020.

2.  Taxable benefits for 2020 consist primarily of company car or car allowance and private health care insurance. The figures above include car benefits of £15,000 for 
Messrs. Smith and Lister. 

3.  Pension figures include contributions to the UNITE Group Personal Pension Scheme and cash allowances, where applicable. The 2020 figure reflects the 30% reduction 
to pension contributions for Executive Directors which applied for a four-month period from 1 April 2020.

4. As announced on 22 April 2020, the 2020 annual bonus scheme was suspended for the Chief Executive and Chief Financial Officer.

5.  2019 figures: The 2017 awards are valued based on the market price on the date of vesting (10 April 2020) of 874.0p. These amounts have been revised downwards from 
last year’s report to reflect the actual share price on the date of vesting. 

  2020 figures: For the 2018 awards, the market price on the date of vesting is currently unknown and so the value shown is estimated using the average market value 
over the last quarter of 2020 of 971.0p. See following sections for further details. The value of the vested 2018 awards shown reflects the impact of a c.20% increase in 
the vesting share price compared to the share price at grant. Overall, the impact of the share price increase on the awards represents c.16% of the LTIP value, equivalent 
to c.£59k for Richard Smith and c.£48k for Joe Lister. For both 2019 and 2020, LTIP figures include the value of dividends for vested awards, in both cases paid as 
additional shares. Awards in the form of HMRC-approved options are valued based on the embedded gain at vesting (ie subtracting the applicable exercise price) and 
attract no dividends.

6. ‘Other’ includes the embedded value of SAYE options at grant.
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Single total figure of remuneration for Non-Executive Directors (audited)
The table below sets out a single figure for the total remuneration received for 2019 and 2020 by each Non-Executive 
Director who served in the year ended 31 December 2020:

Non-Executives 
Note 1

Base fee 
Note 2

Committee  
Chair / SID fees 

Note 2
Taxable benefits 

Note 3
Total  

Single Figure

P White 2020 179,302 – 252 179,555

2019 193,420 – 1,630 195,050

E McMeikan 2020 44,496 14,508 133 59,137

2019 48,000 15,650 334 63,984

R Paterson 2020 44,496 9,270 9 53,775

2019 48,000 10,000 – 58,000

R Akers 2020 44,496 – 9 44,505

2019 48,000 – 499 48,499

I Beato 2020 44,496 – – 44,496

2019 48,000 – 255 48,255

S Pearce(i) 2020 44,496 – 9 44,505

2019 8,000 – – 8,000

T Jackson(ii) 2020 – – – –

2019 – – – –

S Smith(iii) 2020 32,136 4,735 – 36,871

2019 – – – –

R Huntingford(iv) 2020 4,120 – – 4,120

2019 – – – –

1. Changes in Non-Executive Directors and responsibilities as follows:

i. Dame Shirley Pearce joined the Board on 1 November 2019.

ii.  Thomas Jackson joined the Board on completion of the acquisition of Liberty Living Group plc on 29 November 2019. Reflecting the Relationship Agreement with 
CPPIB Holdco, Thomas will not receive any fees in respect of his Non-Executive Director position with Unite.

iii. Professor Sir Steve Smith joined the Board on 1 April 2020 and became Chair of the Health and Safety Committee from this date.

iv. Richard Huntingford joined the Board as Chairman Designate on 1 December 2020.

2. 2020 figures reflect the 30% reduction to base fees and additional fees for Non-Executive Directors which applied for a four-month period from 1 April 2020.

3. Taxable benefits relate primarily to certain travel expenses and accommodation.

Incentive outcomes for the year ended 31 December 2020 (audited)
Annual Bonus in respect of 2020 performance
The maximum bonus opportunity for each Executive Director in 2020 would have been 140% of base salary. However, 
reflecting the Covid-19 context and the decision to suspend dividends, Richard and Joe felt it would be inappropriate to 
participate in the annual bonus scheme for 2020. Accordingly, as announced on 22 April 2020, this scheme was suspended 
for the Chief Executive and Chief Financial Officer. 

A total of c.£1.6 million (2019: c.£5.7 million – all employee bonus excluding the Executive Directors) has been paid to 
below-Board employees as part of a discretionary bonus arrangement proposed by management and approved by the 
Committee, with payouts directed towards front line employees and functional support teams to reflect their hard work 
and commitment to customer service during the year.
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2018 LTIP vesting (vested on performance to 31 December 2020)
Awards in 2018 were made under the LTIP, consisting of the Unite Group Performance Share Plan and the Unite Group 
Approved Employee Share Option Scheme. Vesting of the awards was dependent on three equally-weighted measures 
over a three-year performance period: TAR per share, EPS and TSR outperformance of the FTSE 350 Real Estate 
Supersector Index. There was no retest provision. Further details, including vesting schedules and performance against 
each of the metrics, are provided in the table below:

Measure Weight Targets Outcome Vest %

2020 Adjusted EPS 1/3

0% vesting below 42.1 pence  
25% vesting for 42.1 pence  
100% vesting for 49.2 pence or more;  
Straight-line vesting between these points

25.5 pence 0.0%

TAR per share  
(2018–2020)

1/3

0% vesting below 22.5% (7% p.a.)  
25% vesting for 22.5% (7% p.a.)  
100% vesting for 44.3% (13% p.a.) or more;  
Straight-line vesting between these points

21.9% 

(6.8% p.a.)
0.0%

TSR outperformance  
of the FTSE350 Real  
Estate Supersector Index

1/3

0% vesting if Group underperforms the Index  
25% vesting for matching the Index  
100% vesting for outperforming Index by 9% p.a.;  
Straight-line vesting between these points

Index +13.0% p.a. 

(41.6% return)
100.0%

Note:  As disclosed in last year’s report, the EPS target range was increased to reflect the Liberty Living acquisition plan around earnings accretion and the positive benefit 
of the IFRS 16 accounting standard change. The original target range was 40–46 pence.

Total LTIP vesting (sum product of weighting and vest %) 33.33%

The performance period for the each of the elements ended on 31 December 2020. The awards will vest on the 
third anniversary of the date of grant and will be subject to an additional two-year holding period. In approving an 
overall outcome of 33.33% of maximum, the Committee satisfied itself that the vesting level reflects the underlying 
performance of the Company and the progress made over the last three years. Although 2020 EPRA EPS and TAR have 
been negatively impacted by the Covid-19 pandemic resulting in no vesting under these elements, Unite has continued 
to materially outperform sector peers in generating returns for shareholders over the longer-term. The Committee also 
took into account the broader pandemic context and the overall experience of stakeholders this year, as outlined in the 
Chair’s Statement.

Executive Interests held Vesting %
Interests 

vesting Date vesting
Assumed 

market price
Estimated 

value...
... of which, value due 
to share price growth

Note 1 Note 2

Richard Smith 110,997

33.33%

36,999 10 April 2021

971.0p

£377,339
£59,187 

(16% of total)

Joe Lister 90,471 30,157 10 April 2021 £307,166
£48,242 

(16% of total)

1. In each case, interests held includes 739 HMRC-approved options under the ESOS.

2.  Estimated value of HMRC-approved options is based on embedded gain (ie after subtracting 811.0p exercise price). Value includes the accumulated dividends on 
vested shares.

In line with regulations, the value disclosed above and in the single total figure of remuneration table on page 136 captures 
the full number of interests vesting (ie excluding the two-year holding period). As the market price on the date of vesting 
is unknown at the time of reporting, the value is estimated using the average market value over the last quarter of 
2020 of 971.0p. The actual value at vesting will be trued-up in the 2021 Annual Report on Remuneration. The estimated 
values include the impact of a c.20% increase in the assumed market price compared to the share price at grant (811.0p). 
Executives also became entitled to additional shares representing the dividends payable on vested LTIP shares over the 
three-year performance period. The value of these additional shares is included in the row entitled ‘LTIP’ in the single total 
figure of remuneration table on page 136, and equate to £20,086 and £16,346 for Messrs. Smith and Lister respectively. 
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Percentage change in remuneration of Directors and employees
The Committee has previously disclosed year-on-year changes in salary, benefits and annual bonus for the Chief Executive 
Officer compared with that of all employees. In accordance with the Companies (Directors’ Remuneration Policy and 
Directors’ Remuneration Report) Regulations 2019 (applying to financial years commencing on or after 10 June 2019), this 
analysis has now been expanded to cover each Executive Director and Non-Executive Director. This table will be built up 
over time to display a five-year history. 

Executive Director remuneration includes base salary, taxable benefits and annual bonus (where eligible). Non-
Executive Director remuneration includes base fee and any additional fees paid, and taxable benefits. The pay for all 
employees is calculated using the increase in the earnings of full-time employees for tax years 2019 and 2020. The 
analysis excludes part-time employees and is based on a consistent set of employees, ie the same individuals appear  
in the 2019 and 2020 populations. 

Director Basic salary/total fee Taxable benefits Annual bonus

Note 1 Note 2 Note 3 Note 4

R Smith (6.9)% 0.0% (100.0)%

J Lister (6.9)% 3.4% (100.0)%

P White (7.3)% (84.5)% n/a

E McMeikan (7.3)% (60.2)% n/a

R Paterson (7.3)% 100.0% n/a

R Akers (7.3)% (98.2)% n/a

I Beato (7.3)% (100.0)% n/a

S Pearce (7.3)% 100.0% n/a

T Jackson n/a n/a n/a

S Smith n/a n/a n/a

R Huntingford n/a n/a n/a

All employees 4.4% 2.3% (67.8)%

1. Changes in Directors and responsibilities during the 2019 and 2020 financial years as follows:

− Dame Shirley Pearce joined the Board on 1 November 2019.

−  Thomas Jackson joined the Board on completion of the acquisition of Liberty Living Group plc on 29 November 2019. Reflecting the Relationship Agreement with 
CPPIB Holdco, Thomas will not receive any fees in respect of his Non-Executive Director position with Unite.

− Professor Sir Steve Smith joined the Board on 1 April 2020 and became Chair of the Health and Safety Committee from this date.

− Richard Huntingford joined the Board as Chairman Designate on 1 December 2020.

2.  The basic salary/total fee figures shown are based on full-time equivalent comparisons. All Directors agreed a temporary 30% reduction to their salary/fees for the 
period of four months ended 31 July 2020 which is reflected in the year-on-year comparison. Similar salary reductions of between 10% and 20% were agreed by senior 
management over the same period.

3.  For Executive Directors, taxable benefits consist primarily of company car or car allowance and private health care insurance. For Non-Executive Directors, taxable 
benefits relate primarily to certain travel expenses and accommodation which, given the relatively small numbers involved, can produce sizeable % changes from year 
to year.

4.  The figures shown are reflective of any bonus earned during the respective financial year. Non-Executive Directors are not eligible to participate in the annual 
bonus scheme.

Relative importance of spend on pay
The table below shows shareholder distributions (ie dividends and share buybacks) and total employee pay expenditure 
for the financial years ended 31 December 2019 and 31 December 2020, along with the percentage change in both. 

2020  
£m

2019 
£m

% change  
2019–20

Total employee pay expenditure 64.7 51.6 25.4%

Distributions to shareholders 0 70.7 (100)%

Distributions to shareholders reflects actual payments made during the relevant financial year. Employee remuneration 
excludes social security costs. A significant proportion of the % change in total employee expenditure between 2019 and 
2020 reflects the Liberty Living acquisition and increased headcount. 
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Relationship between the remuneration of the CEO and all employees
The Company’s approach to remuneration is consistent for all employees.

As determined last year, given the significant undertaking required to calculate the single figure of remuneration for all UK 
employees, the Committee opted to use data already available from the gender pay reporting as the basis for identifying 
employees at P25, P50 and P75 (‘Option B’). We believe this provides a reasonable estimate for employees’ pay at these 
levels within the organisation. Further details on the specific steps used in calculating the above ratios are as follows:

• We used the most recent gender pay gap data from 5 April 2020 to rank the hourly rates of all UK employees. From  
this initial ranking we identified those individuals positioned at P25, P50 and P75, as well as the immediate employees 
either side of P25, P50 and P75.

• Employees selected as P25, P50 and P75 were checked to confirm that they were employed for the whole of the 2020 
financial year. 

• Total FTE remuneration for each of these individuals was then calculated to 31 December 2020 on the same basis 
as used in the single figure table for our CEO. All figures are total amounts paid to full-time employees covering the 
whole 2020 financial year. Overtime pay, where received during the year, has been excluded so that the figures are 
comparable with the Chief Executive.

• In reviewing the employee pay data, the Committee is comfortable that the P25, P50 and P75 individuals identified 
appropriately reflect the employee pay profile at those quartiles, and that the overall picture presented by the ratios 
is consistent with our pay, reward and progression policies.

CEO pay ratio 2020 2019

Note 1

Methodology used B B

Average number of employees 1,756 1,450

Ratio of CEO single figure total remuneration:

– To employee at the 25th percentile 42:1 113:1

– To employee at the 50th percentile 36:1 96:1

– To employee at the 75th percentile 28:1 70:1

Ratio of CEO base salary plus annual bonus figure:

– To employee at the 25th percentile 21:1 49:1

– To employee at the 50th percentile 18:1 41:1

– To employee at the 75th percentile 14:1 30:1

Ratio of CEO base salary figure:

– To employee at the 25th percentile 22:1 25:1

– To employee at the 50th percentile 19:1 21:1

– To employee at the 75th percentile 14:1 15:1

Additional details

CEO total single figure (£’000) 892 2,336

CEO base salary (£’000) 425 457

Employees total pay and benefits (£’000)

– at the 25th percentile 21.2 20.6

– at the 50th percentile 24.6 24.4

– at the 75th percentile 32.0 33.5

Employees base salary (£‘000)

– at the 25th percentile 19.6 18.1

– at the 50th percentile 22.6 21.7

– at the 75th percentile 29.4 29.6

1.  2019 CEO single figure of remuneration has been trued-up from last year’s report to reflect the actual market price on the date of vesting for 2017 LTIP awards, with 
ratios updated accordingly.
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The Committee notes that the statutory CEO pay ratios have fallen significantly in 2020 as compared to 2019, with the 
 ratio of CEO total remuneration to the median employee, for example, dropping from 96:1 to 36:1. This change reflects  
a number of factors, most notably the suspension of the annual bonus scheme for Executive Directors and lower overall 
vesting under the long-term incentive scheme as compared to last year. 

Along with the ratios comparing total remuneration, the Committee has committed to keep under review the ratios for 
salary and salary plus annual bonus, and additionally track how these change over time. A significant proportion of the 
CEO’s remuneration is linked to Group performance and share price movements over the longer-term and as a result, it is 
expected that changes in the headline ratios may be volatile. Participation in the Group’s long-term incentives is currently 
limited to c.60 senior leaders, with none of the individuals identified as P25, P50 and P75 in this group. On the other hand, 
the significant majority of our employees are eligible to participate in annual bonus arrangements – and so the Committee 
considers this ratio, as well as the ratio comparing just salaries, to provide helpful additional context.

Having reviewed these additional data points, the Committee is satisfied that the fluctuation in the headline ratios this 
year reflects appropriate differences in the structure of remuneration at different levels of seniority. Small reductions in 
the salary ratios at P25 and P50 reflect the salary reductions taken by Executive Directors between April and July this year, 
whilst the ratios comparing salary plus annual bonus have improved at all levels as a result of payment of discretionary 
annual bonuses to employees below senior management level.

Finally, the Committee has reviewed Unite’s 2019 pay ratios against those reported by other UK-listed companies during 
the year. On this measure, it is recognised that Unite’s 2019 total pay ratios were high relative to the broader FTSE250; 
however, the Committee believes that these differences are driven primarily by the Group’s staffing model and the 
proportion of the workforce employed in our frontline teams, rather than excessive pay outcomes at a senior level.  
It is anticipated that the 2020 figures will be more market-aligned.

Review of past performance
The following graph charts the TSR of the Company and the FTSE350 Real Estate Supersector Index over the ten-year 
period from 1 January 2011 to 31 December 2020. Whilst there is no comparator index or group of companies that truly 
reflects the activities of the Group, the FTSE350 Real Estate Supersector Index (the constituent members of which are 
all property holding and / or development companies or real estate investment trusts within the UK), was chosen as 
it reflects trends within the UK property market generally and tends to be the index against which analysts judge the 
performance of the Company. The table on page 142 details the Chief Executive’s single figure remuneration over the 
same period. 

Historical TSR performance
Growth in the value of a hypothetical £100 holding over the 10 years to 31 December 2020
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2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

M Allan M Allan M Allan M Allan M Allan
M Allan 
R Smith R Smith R Smith R Smith R Smith

Note 1 Note 2

CEO single figure of 
remuneration (£000) £1,476 £994 £1,944 £2,987 £2,382

£223
 £1,239 £1,456 £2,131 £2,336 £892

Annual bonus award  
rates against  
maximum opportunity 75.8% 63.4% 84.0% 89.4% 88.2%

n/a
43.4% 63.6% 74.3% 80.9% n/a

LTIP award rates  
against maximum  
opportunity 82.4% 26.3% 83.1% 95.2% 100.0%

n/a
100.0% 96.1% 81.9% 97.1% 33.33%

1. 2019 CEO single figure of remuneration has been trued-up from last year’s report to reflect the market price on the date of vesting for 2017 LTIP awards.

2. 2020 annual bonus scheme was cancelled for Executive Directors in April 2020.

Scheme interests awarded in 2020 (audited) 
LTIP
In April 2020, Executive Directors were granted awards under the LTIP with a face value of 200% of their respective 
salaries. The three-year performance period over which performance will be measured began on 1 January 2020 and will 
end on 31 December 2022. Any awards vesting for performance will be subject to an additional two-year holding period.

Executive Date of grant

Shares over which 
awards granted 

Note 1
Market price at  

date of award Face value

Richard Smith
23 April 2020

118,129
803.5p

£949,167

Joe Lister 96,256 £773,417

1.  Combination of HMRC-approved options under the ESOS (746) and nil cost options under the PSP calculated using a share price of 803.5p, being the closing mid-market 
price on the day the awards were calculated.

As noted in the Chairman’s Statement, the Committee carefully considered the appropriateness of making these awards 
in light of the pandemic, concluding that as a share-based incentive with no immediate cash cost, and with vesting 
dependent on stretching three-year targets, the granting of these awards remained appropriate and would help to 
incentivise participants to drive Company performance at a time when such focus was needed most. 

Vesting of the awards is dependent on three equally-weighted measures over a three-year performance period: 
Adjusted EPS, relative TAR and relative TSR (in both cases measured against the constituents of the FTSE 350 Real Estate 
Supersector Index). Targets for each performance measure are consistent with those disclosed prospectively in the 
2019 Directors’ Remuneration Report, with the Committee satisfied that any vesting in 2023 will require exceptional 
performance over the remainder of the performance period. Details of the vesting schedules are provided below: 

Measure Weight Targets

2022 Adjusted EPS 1/3

0% vesting below 51.1 pence; 
25% vesting for 51.1 pence;  
100% vesting for 58.7 pence or more;  
Straight-line vesting between these points.

TAR per share ranking vs. the FTSE350 Real  
Estate Supersector Index (2020–2022)

1/3

0% vesting for performance below median;  
25% vesting for performance in line with median;  
100% vesting for performance at upper quartile or above;  
Straight-line vesting between these points.

TSR ranking vs. the FTSE350 Real Estate  
Supersector Index (2020–2022)

1/3

0% vesting for performance below median;  
25% vesting for performance in line with median;  
100% vesting for performance at upper quartile or above;  
Straight-line vesting between these points.
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The Committee retains overarching discretion under the Remuneration Policy to approve the vesting of these awards. Any 
payout will be scrutinised by the Committee to ensure that it does not reward windfall gains, and reflects the performance 
of the Company and the experience of stakeholders over the period. Factors which the Committee may consider in making 
this assessment include (but are not limited to): the overall single figure of remuneration for each Executive Director in the 
year of vesting, the proportion of LTIP value accounted for by share price appreciation, the shape of the market recovery 
following Covid-19, absolute TSR levels as compared to historical FTSE and sector norms, financial and non-financial 
indicators, and how our shareholders, employees, customers and other stakeholders have fared over the period. 

Deferred annual bonus
In accordance with the Remuneration Policy, and having already achieved their respective share ownership guidelines, 
Messrs. Smith and Lister received £60,805 and £49,492 of their annual bonuses earned in respect of the 2019 financial 
year in the form of Unite shares which are deferred for a period of two years, as follows:

Executive Date of grant
Shares over which 

awards granted
Market price at  

date of award Date of vest

Richard Smith 27 February 2020 5,067 1,200p 27 February 2022 

Joe Lister 27 February 2020 4,124 1,200p  27 February 2022

SAYE
During 2020, Joe Lister entered into a new savings contract under the SAYE plan. Details of all outstanding awards under 
this plan are included in the table on page 148.

Exit payments made in the year (audited) 
There have been no exit payments during the year ended 31 December 2020.

Payments to past Directors (audited) 
There have been no payments (2019: £Nil) in excess of the de minimis threshold to former Directors during the year ended 
31 December 2020 in respect of their former roles as Directors. The Company has set a de minimis threshold of £5,000 
under which it would not report such payments.

Implementation of Executive Director remuneration policy for 2021
Base salary
There will be no change to Executive Director salaries with effect from 1 January 2021:

Executive
Base salary from  

1 January 2020 
Base salary from  

1 January 2021 
Percentage  

increase

Richard Smith £472,313 £472,313 0%

Joe Lister £384,441 £384,441 0%

Reflecting our commitment to being an accredited Real Living Wage employer, entry level salaries will increase in line with 
the rates set by the Living Wage Foundation (c.1% in London and c.2% in the rest of the UK).

Pension
Executive Directors will continue to receive a pension scheme contribution, a cash allowance of equivalent cost to the 
company or a combination of both. With effect from 1 January 2021, total employer pension contributions will be reduced 
to an equivalent of up to 17% of salary for both Executive Directors. Further reductions over the next two years will align 
both Executive Directors with the wider workforce.

Performance Related Annual Bonus

Corporate measures Wgt.

Financial (70%) Adjusted EPS 25%

TAR per share 25%

Loan to Value (LTV) 20%

Non-financial (30%) Customer satisfaction 10%

University reputation 10%

GRESB rating 10%
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For 2021, the maximum bonus opportunity for each executive will be 140% of salary, with threshold and target 
performance paying 30% and 50% of maximum respectively under each performance measure.

The financial element of the bonus will be based on a combination of EPS, Total Accounting Return and Loan to Value (LTV), 
with the latter replacing net debt to EBITDA ratio. The decision to revert to LTV (which had been used as an annual bonus 
measure until 2014) reflects the Board’s view that this measure is better understood by internal participants, more widely 
used by the investment community to measure Unite’s performance, and better reflects our focus on business resilience 
and balance sheet strength following Covid-19.

The non-financial measures will be split equally between customer satisfaction, University reputation and a metric 
based on Unite’s Global Real Estate Sustainability Benchmark (GRESB) rating, with the latter replacing individual / team 
objectives. The use of the GRESB metric represents a first step in introducing ESG metrics into Unite’s incentives and 
reflects the recent announcement of the Group’s ambitious new Sustainability Strategy which was approved by the Board 
in 2020. GRESB is an externally-assessed benchmark of the ESG performance of real estate assets which the Committee 
believes will lend itself to an objective and robust performance target for the year. Reflecting another of the Group’s 
sustainability objectives linked to ‘providing opportunities for all’, the Committee will, in approving outcomes under 
this element of the annual bonus, also take into account performance against a range of indicators linked to Diversity & 
Inclusion. Further work around a suite of sustainability KPIs targets and timescales is due to be completed during 2021 and 
may inform changes to the way we target ESG performance in 2022 and beyond.

For both the financial and non-financial elements, proposed target levels have been set to be challenging relative to 
business plan, although the specific targets are deemed to be commercially sensitive at this time. It is the Committee’s 
current intention to disclose these targets retrospectively in the 2021 Directors’ Remuneration Report. 

If a participant has met their shareholding guidelines at the time the 2021 bonus is due to be paid, any amounts due in 
excess of 100% of salary will be deferred in Unite shares for a period of two years, with the remainder paid in cash. If a 
participant has not met their shareholding guidelines, up to 50% of the amount payable will continue to be satisfied by an 
allocation of shares in the Company deferred for three years. Clawback and malus provisions apply to all awards.

LTIP
For 2021, the LTIP will continue to operate on the same basis as in recent years. Executive Directors will each receive an 
award equivalent to a maximum of 200% of salary delivered through a combination of the PSP and ESOS, with the final 
level of vesting dependent on the achievement of three-year performance targets relating to EPS, TAR and TSR.

In line with the approach taken in 2020, the Committee will retain overarching discretion to approve the vesting of these 
awards and will carefully scrutinise overall outcomes to ensure that they reflect the performance of the Company and the 
experience of stakeholders over the period, and do not reward windfall gains. Factors which the Committee may consider in 
making this assessment include (but are not limited to): the overall single figure of remuneration for each Executive Director 
in the year of vesting, the proportion of LTIP value accounted for by share price appreciation, the shape of the market 
recovery following Covid-19, absolute TSR levels as compared to historical FTSE and sector norms, financial and non-financial 
indicators, and how our shareholders, employees, customers and other stakeholders have fared over the period. 

Measure Weight Targets

2023 Adjusted EPS 1/3 To be determined and disclosed within six months of grant.

TAR per share ranking vs. the FTSE350 Real Estate 
Supersector Index (2021–2023)

1/3 0% vesting for performance below median;  
25% vesting for performance in line with median;  
100% vesting for performance at upper quartile or above;  
Straight-line vesting between these points.

TSR ranking vs. the FTSE350 Real Estate Supersector 
Index (2021–2023)

1/3 0% vesting for performance below median;  
25% vesting for performance in line with median;  
100% vesting for performance at upper quartile or above;  
Straight-line vesting between these points. 

Due to continued uncertainty and the implications this has for being able to set credible and appropriately stretching 
targets, the Committee has taken the decision to delay target setting for the Adjusted EPS element of the award. The 
Committee expects that it will be in a position to set and disclose targets for this one-third of the award within six months 
of grant, and will provide details of the agreed targets via market announcement once determined.
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TSR and TAR targets are based on Unite’s relative performance, with threshold and maximum vesting requiring 
performance in line with the median and upper quartile ranked constituent respectively, in line with market best practice. 

Any awards vesting for performance will be subject to an additional two-year holding period, during which time 
clawback provisions will also apply. Further details of the grant date and number of interests awarded will be disclosed 
in next year’s report.

Implementation of Non-Executive Director remuneration policy for 2021
Chairman and Non-Executive Director Fees
There will be no change to Non-Executive Director fees with effect from 1 January 2021, save for an increase to the 
additional fee for the Chair of the Health and Safety Committee, which will be aligned with the fees for other Board 
Committee Chairs to reflect the importance of this role and Committee to Unite’s operations. We’re establishing a 
Sustainability Committee and there will be a (new) Chair fee of £10,300 pa – same as other Committee Chair fees.

Richard Huntingford will succeed Phil White as Chairman of the Board with effect from 1 April 2021. His fee as Chairman of 
the Board has been set at £225,000 per annum reflecting his experience, a review of the time commitment required of the 
Chairman role at Unite, and the increase in size and complexity of the Group in recent years.

Position 2020 fees 2021 fees

Base fees

Chairman Note 1 £199,220

£199,220 

£225,000

Non-Executive Director £49,440 £49,440

Additional fees

Senior Independent Director £5,820 £5,820

Audit Committee Chair £10,300 £10,300

Remuneration Committee Chair £10,300 £10,300

Nomination Committee Chair Note 2 n/a n/a

Health and Safety Committee Chair £7,285 £10,300

Sustainability Committee Chair £10,300

1. Richard Huntingford will succeed Phil White as Chairman of the Board with effect from 1 April 2021. His fee as Chairman of the Board has been set at £225,000 per annum.

2. Role is undertaken by the Chairman of the Board, with no any additional fee payable in respect of chairing this Committee. 

Directors’ interests (audited)
A table setting out the beneficial interests of the Directors and their families in the share capital of the Company as at 
31 December 2020 is set out below. None of the Directors has a beneficial interest in the shares of any other Group 
company. Since 31 December 2020, there have been no changes in the Directors’ interests in shares.

Ordinary shares  
of 25p each at  

31 December 2020

Ordinary shares  
of 25p each at  

31 December 2019

R Smith 232,361 226,614

J Lister 464,875 459,128

P White 15,290 13,566

E McMeikan 7,721 6,572

R Paterson 8,312 7,163

R Akers 11,724 2,000

I Beato 1,724 0

S Pearce 1,149 0

T Jackson 0 0

S Smith 0 n/a

R Huntingford 10,000 n/a

Details of Executive Directors’ interests in share-based incentives are set out in the tables below.
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Share price information
As at 31 December 2020 the middle market price for ordinary shares in the Company was 1,045p per share. During the 
course of the year, the market price of the Company’s shares ranged from 634.5p to 1,339p per ordinary share. 

Executive Directors’ shareholding requirements (audited)
The table below shows the shareholding of each Executive Director against their respective shareholding requirement as 
at 31 December 2020: 

Interests

Owned 
outright

Subject to deferral /  
holding period

Unvested and / or subject  
to perf. conditions Shareholding 

requirement 
% of salary / 

base fee

Current 
shareholding 
% of salary / 

base fee
Requirement 

met?
Shares / nil-
cost options

Options / 
HMRC options

Shares / nil-
cost options

Options / 
HMRC options

Note 1 Note 2

R Smith 232,361 247,316 1,671 312,831 2,042 250% 806% Yes

J Lister 464,875 201,266 1,671 254,575 2,042 200% 1,556% Yes

P White 15,290 80%

E McMeikan 7,721 163%

R Paterson 8,312 176%

R Akers 11,724 248%

I Beato 1,724 36%

S Pearce 1,149 24%

T Jackson 0 0%

S Smith 0 0%

R Huntingford 10,000 211%

1. Includes shares subject to a holding period under the LTIP and deferred bonus shares, where applicable.

2.  Based on share price as at 31 December 2020 of 1,045.0p. Shares subject to deferral / holding periods are taken on a ‘net of tax’ basis for the purposes of the current 
shareholding calculation.

Executive Directors’ shareholding requirements

0% 1,750%1,500%1,250%1,000%750%500%250%

Richard Smith

Joe Lister

Shareholding requirement Current shareholding

250%

806%

200%

1,556%
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Directors’ interests in shares and options under Unite incentives (audited)

Deferred bonus

Executive

Interests held 
at 1 January 

2020
Granted during 

the year
Lapsed during 

the year
Vested during 

the year

Interests held 
at 31 December 

2020
End of deferral 

period

Joe Lister – 4,124 – – 4,124 27.02.22

Richard Smith – 5,067 – – 5,067 27.02.22

LTIP awards

Executive Plan

Interests held 
at 1 January 

2020

Interests 
awarded during 

the year
ESOS exercise 

price
Interests vested 
during the year1

Interests lapsed 
during the year

Interests 
outstanding at 

31 December 
2020

Period of 
qualifying 
conditions

Joe 
Lister

PSP 111,099 – – 107,877 3,222 – 10.04.17

ESOS 934 – 642.0p 906 28 – – 10.04.20

PSP 89,732 – – – – 89,732 10.04.18

ESOS 739 – 811.0p – – 739 – 10.04.21

PSP 69,333 – – – – 69,333 24.07.19

ESOS 557 – 1076.0p – – 557 – 24.07.22

PSP – 95,510 – – – 95,510 23.04.20

ESOS – 746 803.5p – – 746 – 23.04.23

272,394 96,256 108,783 3,250 256,617

Richard 
Smith

PSP 136,520 – – 132,560 3,960 – 10.04.17

ESOS 934 – 642.0p 906 28 – – 10.04.20

PSP 110,258 – – – – 110,258 10.04.18

ESOS 739 – 811.0p – – 739 – 10.04.21

PSP 85,190 – – – – 85,190 24.07.19

ESOS 557 – 1076.0p – – 557 – 24.07.22

PSP – 117,383 – – – 117,383 23.04.20

ESOS – 746 803.5p – – 746 – 23.04.23

334,198 118,129 133,466 3,988 314,873

1. All awards vesting for performance during the year are subject to an additional two-year holding period.
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SAYE

Executive
Options held at 
1 January 2020

Granted during 
the year

Exercised 
during the year

Option price  
per share

Options held at 
31 December 

2020 
Note 1 Maturity date

Joe Lister

1,617 – – 556.4p 1,617 01.12.20

1,266 – – 710.8p 1,266 01.12.21

– 1,182 – 760.8p 1,182 01.12.23

Richard Smith 2,122 – – 848.0p 2,122 01.12.22

1. As at year-end, Joe Lister held 1,617 options under the 2017 scheme which had matured but not yet been exercised.

The highest, lowest and closing share prices for 2020 are shown on page 146.

Details of the qualifying performance conditions in relation to the above referred-to awards made in prior years are set 
out on previous pages or in earlier reports. 

Awards made in prior years took the form of a combination of nil cost options under the PSP and HMRC-approved options 
under the ESOS. No variations have been made to the terms or conditions of any awards.

The fair value in respect of Directors’ share options and LTIP awards recognised in the Income Statement is as follows:

Executive
2020  

£
2019  

£

Joe Lister 278,839 301,708

Richard Smith 342,046 369,182

The Directors’ Remuneration Report has been approved by the Remuneration Committee and signed on its behalf by:

Elizabeth McMeikan
Chair, Remuneration Committee
16 March 2021
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