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Remuneration report
Throughout this report the term 
executive directors is used to refer to 
both the CEO and the Group FD, while 
the Exco (excluding the executive 
directors) is referred to as Exco. Reference 
to the executive management team 
includes the executive directors and 
Exco. The Remuneration Committee 
(Committee) is responsible for the 
governance of the remuneration 
associated with these roles and this 
report will refer to both categories or 
separately highlight individual roles 
where it is appropriate. 

Remuneration philosophy
At Famous Brands our remuneration 
philosophy is aligned to the longer term 
strategic objectives of the Company and 
shorter term operational, financial and 
other targets while ensuring that 
remuneration levels are competitive with 
the market. This is accomplished through 
a governance and application framework 
that primarily aims to reward, retain and 
where necessary attract talent through 
fair, transparent and competitive 
remuneration.

Key principles of the 
Remuneration Policy
In order to continue to support our 
remuneration approach, we have a 
Remuneration Policy which is based on 
the following key principles:

• the Remuneration Policy supports the 
business strategy, objectives, core 
beliefs, transformation goals, 
environmental, social, ethics and 
governance objectives of the Group. 
All these key focus areas are reflected 
in the scorecard of each executive 
employee, and are linked to the 
reward system;

• we reward for value created, 
contribution and performance to 
ensure alignment to shareholder 
interests. This is driven through the 
individual scorecard system, through 
which, each individual executive 
employee contracts on the KPAs and 
KPIs, aligned to the business strategy;

• our Remuneration Policy and 
principles have been benchmarked 
against the market by 21st Century, a 
reputable Remuneration Consulting 
Group. Guaranteed package, STIs and 
LTIs have been benchmarked at the 
50th percentile of the market; and 

• job profiles of Exco have been 
reviewed in line with the size of the 
organisation and complexities of work 
of each individual, and the grading 
exercise was completed by 21st 
Century, using the Paterson Job 
Grading system.

Remuneration design and pay 
mix
When determining appropriate 
remuneration, the Committee considers:

• the potential maximum total 
remuneration that each executive 
could earn, benchmarked against the 
market at the 50th percentile; and

• external influences, primarily being: 

 – shareholder views and 
recommendations;

 – economic trends;

 – competitive pressure;

 – the labour market, and the pay 
gap between Executive 
management and the rest of the 
employee population in the 
Company; and

 – market benchmarks, premised on 
correct job grades, and choosing 
the appropriate benchmarks in the 
market with similar attributes 
including: complexity, industry, size, 
and geographic spread.

The Committee
The purpose of the Committee is to 
assist the Board in discharging its 
oversight responsibilities relating to all 
compensation matters, including 
reviewing all components of 
remuneration, proposing measures for 
both the short-term and long-term 
incentive schemes, implementation of all 
relevant employee compensation 
policies, including the Malus and 
Clawback Policy, ensuring alignment 
with market best practices, and 
compliance with the applicable sections 
in the King Codes. 

Key areas of focus for the year 
The Committee’s key areas of focus for the 
year have been obtaining approval for the 
Malus and Clawback Policy, reviewing 
remuneration practices, and incentive 
scheme rules to align with market 
practices, and to ensure compliance with 
King IV and with shareholder feedback 
obtained. This included firming up on 
measures of both the Group’s STI and LTI 
schemes.

Shareholder feedback

With effect from March 2020, several 
changes have been made to the 
Remuneration Policy, practices and 
implementation, for example the Malus 
and Clawback Policy has been 
implemented, and both the STI and LTI 
schemes have been aligned with market 
best practice. This was done based on 
feedback received from some of our 
largest shareholders.

Executive directors

Remuneration mix

• Base salary is targeted at the 50th 
percentile of the market benchmark;

• the STI bonus for the CEO at target is 
60% and is capped at 120% of base 
pay, while the STI bonus for the Group 
FD is set at a target of 45% and is 
capped at 90% of base pay;

• on the LTI scheme, historic awards 
have been made with a 75% 
performance weighting and a 25% 
retention weighting. Shares are 
targeted at maintaining a multiple of 
base salary in line with the market 
benchmark at the 50th percentile, and 
the market benchmark is as follows:

 – CEO: Share Appreciation Rights 
(SARs) performance shares – at 
6.53 times base salary at target 
(75%) and Retention Shares (RS) at 
0.56% times base salary at target 
(25%); and

 – Group FD: SARs at 5.60 times base 
salary at target and RS at 0.47 times 
base salary at target.
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Components of remuneration

The table below details elements of remuneration for the financial year ended February 2020 in terms of the policy and the maximum 
performance associated with each component. The changes to the metrics of the STI and LTI schemes are clearly indicated.

Remuneration element Operation and objective
Maximum 
opportunity Performance measures

Base salary

A competitive salary is 
awarded to executives to 
ensure that their 
experience, contribution 
and the appropriate 
market comparisons are 
fairly reflected.

• Base salaries are reviewed annually 
and are effective on 1 March each year. 
In the case of executives, salaries are 
reviewed in May (post audited results) 
and increases are backdated to March

• The executive base salaries are 
determined by considering the 
executive’s performance, market 
benchmark, companies of similar size, 
geographic spread, complexity and in 
similar industry

• The CEO makes recommendations in 
respect of the Exco to the Committee 
but does not make any 
recommendations on his own base 
salary, which is reviewed by the 
Committee

Executive base salary 
increases and 
increases for all 
non-BU employees 
are aligned and this is 
informed by the 
inflation percentage, 
which has an upward 
or downward 
adjustment to 
recognise individual 
performance (the 
overall increase pool 
being limited to a 
percentage agreed by 
the Committee).

Individual performance is 
reviewed on a scale of 1 to 5. 
Performance is measured 
against specific KPIs approved 
by the Committee. The 1 – 5 
performance rating determines 
the percentage of the CPI 
increase pool which an 
executive will receive.

Retirement fund

Provides a retirement 
benefit aligned to the 
schemes in the respective 
country in which he or 
she operates.

• The funds vary depending on 
jurisdiction and legislation (some 
countries have national insurance)

• All Company-related funds are defined 
contribution funds

• Any Company contribution towards 
the employee’s membership of a 
retirement fund shall form part of the 
total guaranteed package

In SA, tax deductible 
contributions to 
retirement funds are 
capped at R350 000 
per annum in line 
with current 
legislation.

Not applicable.

Medical insurance

Provides medical aid 
assistance aligned to the 
schemes in the respective 
country in which he or 
she operates.

• The funds vary depending on 
jurisdiction and legislation (some 
countries have national insurance)

• Any Company contribution towards 
the employee’s membership of a 
medical aid fund shall form part of the 
total guaranteed package

All contributions to 
medical aid funds 
form part of the total 
guaranteed package, 
in line with Company 
policy.

Not applicable.
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Remuneration element Operation and objective
Maximum 
opportunity Performance measures

Benefits

Provided to ensure broad 
competitiveness in the 
respective markets.

Benefits are provided based on local 
market trends and can include items such 
as life assurance, disability and accidental 
death insurance, assistance with tax filing, 
cash in lieu of leave not taken (above 
legislated minimum leave requirements) 
and occasional spousal travel as per the 
executive travel guidelines.

In line with Company 
policy.

Not applicable.

STI Plan

The STIP is designed to 
focus the participating 
executives on delivering 
on the key priorities for 
the year through 
achieving defined 
Company objectives/
targets.

The performance 
objectives are reviewed 
and agreed upon 
annually based on their 
short to medium-term 
impact on the Company.

STIP metrics are defined annually and 
weightings are applied to each of the 
measures. The metrics are defined against 
the objectives that most strongly drive 
Company performance and are heavily 
weighted to EBITDA and HEPS 
achievements.

Each metric is weighted and has a target 
and stretch definition based on the 
Company budget and the desired stretch 
targets for the year.

The STIP is paid as a cash bonus (usually 
in June) after Company financial results 
have been externally audited.

CEO 

Maximum award: 
120% of base salary

Target award: 60% of 
base salary 

Group FD 

Maximum award: 90% 
of base salary

Target award: 45% of 
base salary 

Executives 

Maximum award: 70% 
of base salary for 
Executives grade 
F-lower and target is 
45% of base salary

E- graded executives’ 
maximum award is 
30% of base salary 
and target is 15% of 
base salary

CEO and Group FD

Performance measures:

70% Company objectives

30% individual KPIs (as reviewed 
by the Committee) 

Other executives

Performance measures:

SA: 30% Company objectives;

70% individual KPIs (as reviewed 
by the Committee) 

AME: 10% Group; 60% AME; 30% 
individual KPIs

UK: 10% Group; 60% UK 
operations; 30% individual KPIs

Both Company and individual 
performance are assessed over 
the financial year.

Company metrics for FY 
2019/20 remain as follows for all 
participants with the exception 
of the CEO and Group FD:

• EBITDA

• HEPS

The STIP KPAs and weightings 
are:

• Financial performance 60%

• Operational/market share 
performance 20%

• People performance 10%

• ESG (Transformation, 
Environment, Social, Ethics 
and Governance) 10%

See description of these in the 
Implementation report.
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Remuneration 
element Operation and objective Maximum opportunity Performance measures

LTI Plan

The primary 
intention of the LTIP 
is to ensure that the 
medium to long-
term interests of the 
executives and 
shareholders are 
aligned, providing 
reward to the 
executives and 
wealth creation to 
the shareholders 
when the strategic 
performance drivers 
are achieved.

The strategic drivers 
are used in defining 
the LTIP metrics. 

The LTIP metrics are reviewed and 
defined for each grant in 
accordance with the strategy. 

Weightings are provided to the 
metrics which must be achieved 
over a three, four and five-year 
period for the first allocation and 
over a three-year period for 
subsequent allocations.

LTIs are granted annually to the 
CEO, executive directors, 
executives and senior 
management (Grades F, E and 
D-upper roles on the Paterson 
Grading system). 

The Company operates the 
following LTIP:

• RSs

• SARs

Shares are usually allocated in the 
ratio of 25% RSs: 75% SARs.

In terms of clause 9.1 of the Share 
Incentive Scheme (2015) rules, if a 
participant’s employment with 
Famous Brands terminates prior to 
the vesting date by reason of his 
resignation, or dismissal on the 
grounds of misconduct, proven 
poor performance or proven 
dishonest or fraudulent conduct 
(whether such cessation occurs as 
a result of notice given by him/her 
or otherwise or where he/she 
resigns to avoid dismissal on 
grounds of misconduct, poor 
performance or proven dishonest 
or fraudulent conduct), the grant 
will be forfeited in its entirety and 
all rights will lapse immediately on 
the date of termination of 
employment.

The shares are awarded with a first 
allocation and top-ups annually and 
vesting occurs as follows:

• First allocation: targeted to 50th 
percentile of JSE benchmarked levels

Vesting is staggered in equal portions 
in years 3, 4 and 5 from date of 
allocation.

• Subsequent allocations: to top up to 
the 50th percentile of JSE 
benchmarked levels as required

Vesting is cliff vesting at 100% at three 
years from allocation.

The SARs are issued at a price 
determined by the 30-day VWAP1 and 
the RS are issued at a zero-strike price. 
The range of benchmarked levels 
which guide initial allocations and any 
subsequent annual top-up to maintain 
market alignment are:

CEO

SARs: 6.53 (75%) times base salary at 
target
RSs: 0.55 (25%) times base salary at 
target

Group FD

SARs: 5.60(75%) times base salary at 
target
RSs: 0.47(25%) times base salary at 
target

Exco  
F Lower:

SARs: 4.67(75%) times base salary at 
target
RSs: 0.40(25%) base salary at target

E Upper grade:

SARs: 3.54 times base salary at target
RSs: 0.30 times base salary at target

E Lower:

SARs: 2.84 times base salary at target
RSs: 0.24 times at base salary target

D Upper grade:

SARs: 2.13 times base salary at target
RSs: 0.18 times base salary at target

Performance and service 
conditions are attached to the 
granting of SARs. 

Service conditions are attached 
to the allocation of RSs for 
vesting (retention objective). 

Company metrics for the FY 
2019/20 grants were as follows:

• EBITDA

• HEPS

New Group financial measures 
for future grants FY2019/20 
onwards are:

• HEPS, (defined as growth in 
HEPS vs. CPI) – weighted 50% 
of the Company metrics

• ROCE – weighted 20% of the 
Company metrics 

• Relative TSR compared to a 
peer group, as per the 
suggested list of companies 
below:

 – Spur Corporation

 – Taste Holdings

 – City Lodge

 – Sun International 

 – Tsogo Sun. 

TSR is weighted 30% of the 
Company metrics.

1 VWAP – volume weighted average price.
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Remuneration 
element Operation and objective Maximum opportunity Performance measures

LTI Plan (continued)

The individual grants will not exceed 
the maximum allocations allowed per 
level and subsequent top-ups will be 
done to maintain alignment with the 
market levels and will be the same for 
all qualifying employees of each level 
in the business.

Annual allocations will not exceed 1% 
of shares in issue per year.

Minimum shareholding 
requirements (MSR)

Executive directors shall build and 
maintain a minimum holding of 
Famous Brands shares as follows:

• CEO: 200% of net base salary 

• Group FD: 100% of net base salary 

Executive directors may sell only up to 
50% of their shares that vest until such 
time as they have reached their MSR.

For share grants from 2019 going 
forward, the following conditions 
will apply on vesting: 

For SARs, vesting will be subject to:

i. Targets for Company metrics 
for LTIs (e.g. HEPS, TSR and 
ROCE) having been achieved

ii. Average level of individual 
performance = “meeting 
expectations” (as measured 
against the KPIs on the 
individual scorecard) 

iii. The individual must still be in 
service and in good standing 
(i.e. the individual is not 
undergoing disciplinary action 
and/or is not in a formal poor 
performance management 
process), with the in-service 
conditions met

iv. Any “other” conditions set by 
Remco being fulfilled

For RSs, vesting will be subject to:

i. Average level of individual 
performance = “meeting 
expectations” (as measured 
against the KPIs on the 
individual scorecard) over the 
three years between the grant 
and vesting dates

ii.The individual must still be in 
service and in good standing, 
with the in-service conditions 
met

Recruitment policy
When recruiting new executives, a comparative benchmarking exercise is done to determine the size, nature and complexity of the role 
and also the skills availability in the market prior to making a competitive offer. For new appointments, the Committee may compensate 
for remuneration forfeited by the appointee. The intention is to not grant more than what the executive would have received from the 
Company in a 12-month period. The Committee does have the discretion to compensate higher values if through a fair-value valuation 
it can be demonstrated that the forfeited amounts exceed the grants. The Committee will compensate the forfeits through a 
combination of equity and cash. 

Termination policy
The executive management team does not have fixed-term contracts and thus contracts are all open-ended (except where prescribed 
retirement ages apply), but they do have termination notice periods defined. In addition, the incentive scheme rules are clear on the 
termination provisions by termination category. In the event of termination, the Company has the discretion to allow the executive to 
either work out his or her notice or to pay the base pay for the stipulated notice period in lieu of notice.
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Reason for termination

Voluntary resignation
Dismissal/ termination 
for cause

Normal and early 
retirement, 
retrenchment and 
death Mutual separation

Base salary Paid over the notice 
period or as a lump sum.

Base pay is paid up to 
date of dismissal (exit 
date).

Base pay is paid up to 
date of retirement or 
death or for a defined 
period based on policy 
and legislation governing 
retrenchment conditions. 
Death benefits would be 
paid to the spouse (if 
relevant).

Paid over the notice 
period or as a lump sum 
or per agreement to 
remain on Famous 
Brands’ payroll until 
agreed date.

Retirement fund Provident fund 
contributions for the 
notice period will be 
paid; the lump sum 
would not include 
provident fund 
contributions unless it is 
contractually agreed.

Contributions to 
provident fund will be 
paid until such time that 
employment ceases.

Contributions to the 
provident fund will be 
paid until such time that 
employment ceases.

Provident fund 
contributions for the 
notice period will be 
paid; the lump sum will 
be excluding provident 
fund contributions and 
risk benefits.

Medical provisions Where applicable 
medical provision for the 
notice period will be 
paid.

Medical provision/ 
payment will be 
provided until such time 
as employment ceases. 

Medical provision/ 
payment will be 
provided until such time 
as employment ceases. 
Subject to the medical 
aid rules, the employee 
can become a direct 
paying member to the 
medical aid.

Where applicable 
medical provision for the 
notice period will be 
paid; the lump sum can 
include medical fund 
employee contributions 
if it is contractually 
agreed.

Benefits Applicable benefits may 
continue to be provided 
during the notice period 
but will not be paid on a 
lump sum basis.

Benefits will fall away at 
such time as 
employment ceases.

Benefits will fall away at 
such time as 
employment ceases.

Applicable benefits may 
continue to be provided 
during the notice period.

Short-term performance 
bonus

Forfeit, no bonus. No bonus. No bonus, but 
Committee has 
discretion to pro-rata for 
period worked during 
the financial year.

No bonus, but 
Committee has 
discretion to pro-rata for 
period worked during 
the financial year.

Sign-on or retention 
deferred bonuses

Deferred bonuses lapse. Lapse all deferred 
bonuses.

Pro-rata deferred 
bonuses based on the 
length of employment 
from date of allocation.

Committee determines 
whether a pro-rata 
portion may be granted, 
and work-back clause 
may not apply.

Sign-on bonus work-
back clause will apply 
– i.e. if not worked back 
in full, pro-rata 
repayment.

Sign-on bonus work-
back clause will apply – 
i.e. if not worked back in 
full, pro-rata repayment.

Sign-on bonus – work-
back clause will apply i.e. 
if not worked back in full, 
pro-rata payment.
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Reason for termination

Voluntary resignation
Dismissal/ termination 
for cause

Normal and early 
retirement, 
retrenchment and 
death Mutual separation

LTIP Unvested long-term 
shares will lapse in their 
entirety and all rights will 
lapse immediately.

Lapse of all long-term 
shares, (both unexercised 
and unvested). Vested 
shares will be unaffected.

Pro-rata unvested LTIs 
based on the length of 
employment from date 
of offer. Performance 
conditions tested over 
the full performance 
period and vest on the 
normal vesting dates. (In 
case of death, test 
performance as per the 
latest results apply 
immediate vesting).

Committee determines 
whether a pro-rata 
portion may be granted 
(or the Board in the case 
of the Executive 
directors). Performance 
conditions tested over 
the full performance 
period and vest on the 
normal vesting dates.

Service contracts 
All members of the executive 
management team have permanent 
employment contracts which entitle 
them to standard Group benefits as 
defined by their specific region and 
participation in the Company’s bonus 
scheme and the LTIP.  The executive 
management team’s contracts include a 
three-month notice period. 

Non-executive directors 
Remuneration Policy 

The Company’s non-executive directors 
are paid based on their role and the 
policy is applied using the following 
principles:

• a Board fee is paid for the five Board 
meetings held each year and the 
Committee members receive 
Committee fees for participation. The 
fees are split with a base fee of 20% 
and the remaining 80% paid based on 
meeting attendance. Each director’s 
fee is paid quarterly in arrears;

• fees are reviewed annually, and 
increases are implemented in June 
after approval by shareholders at the 
AGM. The level of fees is set using a 
benchmark comparable group which 
is derived from companies with similar 
size, complexity and geographic 
spread; and

• the non-executive directors are not 
eligible to receive any short or 
long-term incentives.

The Committee approved the fees of 
non-executive directors as follows:

• No increases for the period FY2020/21; 

• Board fees reduced by 30% in the 
quarter ended 31 May 2020; and

• no Board fees will be earned for the 
special/ad hoc Board meetings 
convened to date (with the exception 
of the special Board meeting held on 
23 March 2020). This will apply to all ad 
hoc meetings relating to the COVID-19 
global pandemic crisis.

Remuneration consultants
Where appropriate, the Committee 
obtains advice from independent 
remuneration consultants1. The 
consultants are employed directly by the 
Committee and engage directly with 
them to ensure independence. 

The Committee engaged the services of 
21st Century remuneration consultants 
to conduct a remuneration 
benchmarking exercise for the executive 
management to determine 
remuneration proposals ahead of the 
May 2020 Committee meeting (which 
takes place after audited results) and 
once approved, are backdated to 1 
March 2020. The benchmarking included 
a comparison of guaranteed 
remuneration, STIs and LTIs, relative to 
the market. It is anticipated that the next 
formal benchmarking exercise will be 
conducted prior to the review of 
remuneration effective 1 March 2021.

The Committee is satisfied with the 
independence and objectivity of the 
service providers.

1 Consultants used in this financial year were 21st Century Remuneration.
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Implementation 
report
The Implementation report focuses on the 
adoption of the Malus and Clawback 
Policy, adoption of the revised LTI Scheme 
and the revised STI Scheme. Salary 
increases for the executive directors, other 
executives and administration staff were 
suspended due to the impact of the 
COVID-19 global pandemic on the 
economy and Famous Brands in particular.

The Malus and Clawback Policy was 
developed in line with the market best 
practice and was drafted by expert 
remuneration specialists. The policy 
allows the Famous Brands Board to defer 
or “claw back” certain elements of an 
executive’s remuneration in exceptional 
circumstances if there has been a 
material misstatement of the Company’s 
or Group’s financial statements. 

The Malus and Clawback Policy was 
adopted by the Board with a view to 
further aligning the interests of Famous 
Brands’ executive directors with the 
long-term interests of Famous Brands 
and its shareholders, to ensure that 
excessive risk taking is prevented and 
not rewarded. To align shareholder 
interests and remuneration outcomes, 
variable remuneration, being STI and LTI 
may be subject to malus and/or 
clawback in exceptional circumstances.

Malus allows the Committee to reduce/
cancel/forfeit variable remuneration prior 
to vesting.

Clawback allows the Committee to 
recover variable remuneration already 
vested or paid.

This policy was adopted by the Board, 
and will apply to all STI and LTI Awards 
granted on or after 1 March 2020 to 
executive directors of Famous Brands.

All STI and LTI awards to an executive 
director of Famous Brands on or after 
1 March 2020 will be deemed to be 
made and accepted by the executive 
director, subject to the terms of the 
Malus and Clawback Policy.

LTI Scheme
The LTI Scheme was revised and adopted 
by the Board, with focus on clarifying the 
performance conditions, aligning the 
award quanta with the market median 
and clarifying the participating rules.

STI Scheme
Historically, the STI Scheme differentiated between customer facing executives and 
non-customer-facing executives. An external remuneration company was contracted to 
review the scheme in line with the market practice, including the rules of the scheme 
and the on-target and maximum awards. The awards are now based on grades, with the 
executive directors’ on-target awards higher than other members of the Exco. The table 
below depicts the revised awards.

Target STI amount is set for each participant and is calculated as follows:

Cost to Company (CTC) earned for the STI period x target STI %, based upon Grade, per 
the following table:

Table 1: Target STI % of CTC

Paterson Grade Target STI %

F Upper 60%
F Lower (Group FD) 45%
F Lower 35% 
E 15%

Table 3: Performance levels and weightings

Position Group

SA 

operations AME

UK 

operations Individual

Group CEO and Group FD 70% 30%

Other Group executives 30% 70%

AME executives 10% 60% 30%

SA divisional executives 70% 30%

UK divisional executives 30% 40% 30%

Table 2: Maximum STI % of CTC

Paterson Grade Maximum STI %

F Upper 120%
F Lower (Group FD) 90%
F lower 70% 
E 30%

In aligning with Famous Brands’ Remuneration Policy of targeting remuneration at the 
market median, the Target STI % represent South African market median quanta. The 
Board may review this strategy from year to year, taking the Company’s remuneration 
strategy and policy into account.

Maximum STI amount
STI amounts are capped at 2x the target STI % per the table above.

Where performance is measured
In order to drive line-of-sight principles where individuals’ STI earnings are linked to 
performance for which they have accountability, responsibility and ability to influence, 
performance will be measured at the following levels with the following weightings:
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Table 4: KPAs and weightings

KPA Weighting

Financial performance 35%

Operational plan 
performance 30%

Market-share performance 
and customer measures 15%

People performance 10%

Transformation, 
environment, social and 
governance 10%

The table below reflects the KPAs and 
weightings applicable to the STI Scheme:

Changes to the Exco 
structure
During FY2020 there was a restructure of 
the Exco and the new structure 
comprises the following positions:

• CEO – Darren Hele (unchanged);
• Group FD – Lebo Ntlha (unchanged);
• Derrian Nadauld was appointed as 

COO Leading Brands; 
• COO Enterprise Development title was 

changed to Group Executive: Business 

Development, to align with the market 
naming convention, and is occupied by 
Andrew Mundell (unchanged);

• Supply chain Executive title was 
changed to Group Executive: 
Manufacturing and Logistics and is 
headed up by Norman Richards, who 
retired from his previous role in 
February 2019, but has been retained 
on a fixed-term contract in this role 
until the end of the first half in 2020;

• Managing Executive, Africa and Middle 
East, title changed to Managing 
Director: AME, in line with market 
naming convention – Philip Smith 
(unchanged);

• Group HR Executive – Jabulani 
Mahange (unchanged);

• Group Risk Executive– Ntando Ndaba 
– internal promotion with effect from 
October 2019;

• Company Secretary and Group Legal – 
Celeste Appollis, appointed from external 
with effect from 1 August 2019; and

• MD: GBK Restaurants Limited – 
Adolf Fourie, promoted from within to 
replace Derrian Nadauld with effect 
from September 2019. 

CEO’s  individual scorecard

Weighting (%) KPM Outcomes
Related key strategic 
material matter Affected key stakeholders

30 Business plan 
performance

30 • Franchise partners
• Customers
• Shareholders, analysts 

and prospective 
investors

• Suppliers and 
business partners

35 Financial performance 
HEPS, ROCE and TSR

25 • Shareholders, analysts and prospective  
investors

• Funding institutions

15 Market share 
performance and 
customer measures

15 • Franchise partners
• Customers

10 People performance 10 • Employees
• Trade unions

10 Transformation and ESG 
measures

10 • Employees
• Trade unions
• Government and 

regulators

• Customers
• Civil society

100 Total 90
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The Company’s strategic 
focus
STIP metrics and CEO 
scorecard 
New metrics for the STIP were outlined in 
the 2019 IAR, and are updated and 
expanded on for the 2020 financial year in 
the table below. In terms of the Group’s 
scorecard, the CEO’s performance was 
rated on a scale from 1 to 5, with the 
lowest level being 1 – defined as a 
“non-performer who does not meet 
expectations”, improving to level 5, being 
an “exceptional performer, exceeding 
expectations”. Based on this scale, the 
Chairman rated the CEO’s achievements 
against key performance measures (KPMs) 
as 3.5. This score is defined as “having fully 
met expectations and reflects successful 
performance”.

The following five KPMs are aligned with 
the Group’s most material matters which 
determine management’s strategic 
imperatives. The table illustrates the 
relationship between strategy, objective 
measurement and remuneration.

CEO’s report

Scorecard by strategic matter 

http://famousbrands.co.za/iar2020/pdf/Chief_Executive_Officers_report.pdf
http://famousbrands.co.za/iar2020/pdf/Scorecard_by_strategic_matter.pdf
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The following commentary is a report-
back by the CEO on the main 
achievements attained under his 
stewardship during the review period. 

KPM 1: business plan 
performance
This strategic imperative links to our key 
material matters to improve our 
operational efficiencies, enhance our 
financial performance, lead in a 
competitive landscape and prioritise our 
franchise partners.

The main components of this imperative 
were to:

• optimise our brand portfolio;

• leverage operational efficiencies; and

• drive profitability and margin growth 
(for the Group and our franchise 
partners).

General

The Group’s business plan was well 
executed, and our core Leading brands, 
Manufacturing and Logistics businesses 
have laid solid operational foundations 
to compete more vigorously in an 
increasingly aggressive but weak-growth 
market.

Brands

Re-orientation of focus around the key 
growth drivers being Leading brands, 
Signature brands and AME has ensured 
the Group’s stronger cash-generating 
assets receive the proportionate time, 
resources and funding to compete, 
support franchise partners and deliver 
appropriate returns on investment.

Our strategy to prioritise our franchise 
partners and customers was embedded 
in our activities throughout the year. We 
made good progress in entrenching the 
health of the individual brands, and 
aligned the value chain to deliver on 
sustainable franchisee profitability. In the 
Leading brands’ portfolio, we made 
pleasing headway in building capability 
and capacity to improve the brands’ 
competitive posture and their ability to 
deliver like-for-like growth ahead of 
inflation. The Signature brands portfolio 
remains under constant review to 

optimise the offering and continues to 
deliver on its strategic mandate to 
profitably incubate future Leading 
brands and penetrate untapped dining 
occasions.

Supply chain

The total cost of ownership approach to 
the supply chain business has been a key 
driver this year with focus on capacity 
planning and operational improvement. 
In the Logistics division we 
commissioned two new DCs on time 
and on budget.

Good progress was also achieved in 
streamlining the division with the sale of 
Coega Concentrate, a non-core tomato 
paste plant and the closure of a regional 
meat plant. We have also progressed 
plans to close two non-core logistics 
centres and dispose of other non-core 
manufacturing facilities in the year 
ahead; these activities will further the 
goal to focus our attention and 
investment on our high return primary 
assets.

Retail

Our decision to take back ownership of 
the retail business and control our 
route-to-market proved to be particularly 
opportune, given that this was one of 
the few revenue streams functioning 
during the initial five-week lockdown 
and subsequent risk-adjusted conditions 
in SA. The performance of this business 
unit during the restricted trading period 
has proved the scalability of the offering.

Risk and IT culture

Particularly pleasing has been the 
adoption of a risk culture in the business, 
which has been achieved with limited 
resourcing, but has made a significant 
difference to the Group’s operating 
mind-set and general preparedness.

IT continued to play a key role in the 
business and improvements were made 
in important areas including internal 
audit, automation, communication and 
BI needs. Innovation in terms of 
customer-facing technology is a key 
driver and ongoing investment is made 

in this area to entrench our market 
leadership position in the industry.

KPM 2: financial performance
This strategic imperative links to our key 
material matters to enhance our financial 
performance and optimise capital 
management.

The main components of this imperative 
were to:

• achieve/exceed FY2020 internal Group 
budgets;

• achieve/exceed FY2020 Group HEPS 
and ROCE targets; and

• improve capital discipline and 
allocation.

The overall performance of the Group 
was pleasing taking into account the 
challenging economic environment for 
the review period. While performance in 
the SA business in the second half of the 
year was hampered by negative 
macro-economic conditions, specifically 
persistently low food inflation, solid 
results were reported by the AME region 
and GBK and Wimpy in the UK. 

During the review period, management 
significantly re-orientated the business 
leadership to focus on working capital 
management and free cash generation. 
Good progress was made in entrenching 
effective capital allocation through 
balance sheet reporting and 
management at business unit level, with 
a better understanding of how to create 
value for stakeholders by individual, by 
business unit and by the Group as a 
whole. There is now a clear focus on cost 
leadership and ROI. 

The intensified focus on balance sheet 
management has significantly improved 
the Group’s working capital 
management and associated metrics, 
and led to the second successful 
refinancing of the Group’s debt structure 
on improved terms.

In terms of financial market activities and 
conveying the Group’s investment case, 
a rigorous engagement programme was 
conducted with current and prospective 
shareholders, which proved to be 
extremely constructive given the low 
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level of confidence in the local market. In 
light of the flight of international capital, 
the investment in building relationships 
with local shareholders has proved to be 
particularly beneficial.

KPM 3: market share 
performance and customer 
measures
This strategic imperative links to our key 
material matters to improve our 
operational efficiencies and lead in a 
competitive landscape.

The main components of this imperative 
were to:

• focus on improving the total customer
experience;

• grow the network footprint by
187 restaurants;

• expand our presence in the AME by
building on alliance partnerships,
introducing new formats and
leveraging delivery offerings; and

• capitalise on opportunities to
outperform the UK Casual Dining
market and return GBK to profitability.

Our focus on improving the customer 
experience centred on enhancing 
in-store technology, optimising our 
online ordering and home delivery 
capabilities, and improving accessibility 
to customers through new flexible, 
convenience-centred trading formats. 
The leadership position which our 
brands hold in their respective market 
segments and the plethora of consumer 
awards received this year demonstrate 
the attainment of our goal to grow 
market share and entrench customer 
loyalty.

The roll out of new restaurants fell well 
short of our target, but we take comfort 
that the deliberate decision to scale back 
on new store openings was prudent in 
the current subdued macro-economic 
conditions, which have impacted on the 
entire industry. Our restaurant footprint 
is actively and vigorously managed to 
mitigate the evolution in the real estate 
and trading format landscape.

Our operations in the AME region and 
the UK met management’s performance 
expectations, notwithstanding the weak 
trading conditions experienced in both 
territories. In the AME, solid like-for-like 
sales were reported for the period, with 
12 of our 16 trading markets recording 
positive growth. In the UK, both Wimpy 
and GBK reported pleasing like-for-like 
sales growth. Rewardingly, in the GBK 
business we implemented a seamless 
leadership transition mid-year, and also 
ended the review period on track with 
the three-year programme to return GBK 
to profitability by 2022.

KPM 4: people performance
This strategic imperative links to our key 
material matter to develop our people 
and commit to ongoing transformation.

The main components of this imperative 
were to:

• enhance performance management
across the HR resource; and

• strengthen the Exco team.

A scorecard system incorporating the 
Company’s values was implemented 
which has enhanced performance 
through linking performance to rewards.

The Exco team has been progressively 
strengthened in terms of diversity, 
experience and expertise available to the 
business. In addition, good progress has 
been made in terms of retention of key 
individuals and development of a clear 
succession pipeline. 

Management also successfully 
concluded a two-year wage agreement 
which has created a stable environment 
and relations with our union partners 
remain cordial and constructive.

Transformation report  

Governance report  

Environmental report  
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KPM 5: transformation and 
ESG measures
This strategic imperative links to our key 
material matters to develop our people 
and commit to ongoing transformation, 
and to ensure regulatory compliance.

The key components of this imperative 
were to:

• target a level 6 BBBEE rating (from the
2019 level 7 rating); and

• develop and implement a 
comprehensive and Group-wide ESG
plan.

As a result of sustained management 
focus and implementation of meaningful 
interventions, the Group’s BBBEE rating 
improved to level 4. This achievement 
was particularly noteworthy given the 
sudden and unexpected changes in the 
tourism sector scorecard, which required 
a rapid and agile response.

Management continued to progress ESG 
programmes, implementing significantly 
improved reporting against metrics that 
demonstrate the commitment to greater 
awareness of consumer issues and 
entrenching sustainable operating 
practices. Policies, measures and 
timeframes have been instituted to 
reduce the Group’s carbon footprint and 
build positive brand association through 
responsible sourcing and production, 
and mindful consumption of resources 
across the Brands, Manufacturing and 
Logistics divisions.

Better for You in the Operational review 

Sustainability journey  

Transformation report  

Governance report  

http://famousbrands.co.za/iar2020/pdf/Transformation_report.pdf
http://famousbrands.co.za/iar2020/pdf/Governance_at_Famous_Brands.pdf
http://famousbrands.co.za/iar2020/pdf/Environmental_report.pdf
http://famousbrands.co.za/iar2020/pdf/Operational_review.pdf
http://famousbrands.co.za/iar2020/pdf/Our_sustainability_journey.pdf
http://famousbrands.co.za/iar2020/pdf/Transformation_report.pdf
http://famousbrands.co.za/iar2020/pdf/Governance_at_Famous_Brands.pdf
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Executive remuneration: salary increases, STI and LTI
The Committee approved the following proposals:

FY2021 salary increases 
• Salary increases were halted across the business unless where deemed strategically 

necessary.

STI allocations 
The Committee deliberated extensively on whether it is prudent to approve any STI 
allocations in light of the uncertainty brought about by the COVID-19 global pandemic. 
It was resolved that the STI allocations are based on performance from pre COVID-19 
global pandemic and therefore while being prudent in terms of the timing of payment, 
the Company also needs to ensure that they act fairly and keep executives motivated. 

The STI payment for the CEO was approved at 55% and the Group FD at 30%.

The payment for the STI will be made quarterly to ensure that cash preservation remains 
a priority and payment thereof is subject to the Group’s financial position and cash flow. 
The first quarterly payment was made in early June 2020.

Famous Brands Limited shall, in its sole discretion, determine whether to continue 
payment of the individual annual performance bonus or any amount apportioned in 
respect thereof not yet paid over to the executives.

Non-executive directors’ fees and allowances
The Committee approved the fees of non-executive directors as follows:

• no increases for FY2020/21; 

• Board fees were reduced by 30% in the quarter ended 31 May 2020; and 

• no Board fees will be earned for the special/ad hoc Board meetings convened to date 
(with the exception of the special Board meeting held on 23 March 2020). This will apply 
to all ad hoc meetings relating to the COVID-19 global pandemic crisis.

Other employees
The Group head count is 4 465 including employees in the UK, AME and Ireland. The SA 
number is 2 276.

The remuneration process for other employees is as follows:

• management assesses performance of Administration employees against measurable 
scorecards aligned with the business objectives on an annual basis;

• employee rewards are influenced by individual and Company performance and 
employees are recognised by way of a discretionary performance bonus; and

• aggregate bonus pool amounts are reported to the Committee.
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BU employees are subject to the terms of wage agreements and enjoy a “basic plus benefits” remuneration scheme whereby Famous 
Brands contributes to their provident fund. They also qualify for a guaranteed bonus equal to a 13th cheque. The salary increase of the 
Administration staff was suspended in anticipation of the COVID-19 global pandemic impact, and subsequently, the national lockdown.

Famous Brands remains committed to equitable and competitive pay practices. 

In SA, pay audits are conducted in terms of the Code of Good Practice on Equal Pay/Remuneration For Work of Equal Value (Code of Good 
Practice) under the Employment Equity Act 1998 (as amended). In the UK,  gender pay audits are conducted under the terms of the 
Equality Act 2010.

Pay audits
In January 2020, a pay audit exercise was completed in SA, in accordance with the Code of Good Practice. The exercise excluded the BU 
and the executives. A limited number of gaps were identified but could not be appropriately addressed due to the salary increase freeze 
implemented as a result of the impact of the COVID-19 global pandemic and national lockdown on the business. 

Gender pay gap legislation: GBK UK
The industry-wide enforcement of gender pay regulations was welcomed at GBK, as it raised the importance of gender pay equality 
and provided an opportunity to review the practices in the business. 

The gender pay gap in GBK is in line with the UK average, however management remains committed to driving further positive change 
in the organisation.

The calculations set out in the Gender Pay Gap Information Regulations 2019 have been used to calculate the results below.

GBK GENDER PAY GAP REPORT 2019

What is Gender Pay Gap?

Gender Pay Reporting is a regulation under the Equality Act 2010. As an employer of more than 250 people, we are required by law to 
publish our Gender Pay Gap results. Data is taken from those employed on 5th April 2019.

This involves carrying out six calculations that show the difference between the average earnings between all men and all women at 
GBK. This does not include publishing any individual’s pay data.

This is not to be confused with equal pay, which is when there is a difference in pay between men and women who carry out the 
same or similar job or work of equal value.

Any number above zero represents a gap in favour of men, any minus figure is favourable to women

We are required to report six metrics

Hourly pay rate Bonus pay (12-month period)

(1) Mean Average 
Gap

(2) Median Average 
Gap

(3) Pay Quartiles (4) Mean Average 
Gap

(5) Median Average 
Gap

(6) Bonus 
Proportions

Our results

Hourly pay

Proportion of male and female employees according to quartile 
pay bands

Female Male UK Gender Pay Gap: 
11.3%

Mean Pay Gap  
11.3%

Upper quartile Upper middle 
quartile

Lower middle 
quartile

Lower quartile

Median Pay Gap  
1.1%

42.1% 48.9% 54.4% 45.9%

Mean Pay Gap  
17.8%

57.9% 51.1% 45.6% 54.1%

Median Pay Gap  
9.8%

30% males who 
received a bonus

Males who did not 
receive a bonus

30.7% females who 
received a bonus

Females who did not 
receive a bonus
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