
Section C: Remuneration implementation report
Compensation structure
Total compensation comprises fixed pay (ie base salary and benefits) and variable 
performance-related pay, which is divided further into short-term incentives with 
a one-year performance period and long-term incentives which have a four-year 
performance period.

Compensation mix
The compensation mix for executive directors and executive committee members 
is shown in the schematics below.

The long-term incentive awards are based on the vested value of the performance 
plan shares issued on 04 December 2017 (share price at date of allocation: ZAR95,64). 
Details of the executive directors’ remuneration can be found on page   169.
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Our compensation policy aims to have a balance between guaranteed, short- and 
long-term incentives.

Base salary
The Human Resources and Compensation Committee approved the level of base 
salary for each executive director, executive committee member and other key 
senior managers.

The salary increases were based on individuals’ performances and contributions, 
internal relativities, inflation rates in the countries of operation, general market salary 
movement and overall affordability.

In January 2021, Mr Binnie and 
Mr Pearce received zero salary increases 
on both their South African and offshore 
portion.

The same salary increase percentages 
were applied in determining the salary 
increases for executive committee 
members’ and general staff, dependent 
on location.

Retirement benefits
Retirement benefits are largely in the 
form of defined contribution schemes. 
In some instances, legacy defined 
benefit schemes exist. Almost all the 
defined benefit schemes are closed 
to new hires.

Mr Binnie and Mr Pearce are both 
members of defined contribution funds 
and the total employee and company 
contribution is ZAR350,000 each.

No additional payments were made 
to any retirement fund on behalf of 
the executive directors.

Short-term incentive
A performance threshold of 85% of 
budgeted EBITDA ex SI for the group is 
required before any bonus can be paid 
to participants in the group scheme.
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Remuneration Report continued

Section C : Remuneration implementation report continued
Short-term incentive continued
2021 MIS outcomes for executive directors

MIS EBITDA Threshold Target Maximum Actual

US Dollar (million) 402 473 520 578
Points 50 75 75

Working capital Threshold Target Maximum Actual

Percentage 13.6% 12.4% 11.2% 10.6%
Points 20 30 30

Safety Target Actual

LTIFR 0.42 0.48
Points –

Personal objectives of executives for 2021 MIS

Performance objectives
Link to 

strategic 
fundamental

Description Tasks and targets

Drive the safety-first 
programme

Drive safety-first across 
Sappi with continuous 
improvement on overall 
severity rates measured 
by the Injury Index II of 
Own and Contractors.

• Zero fatalities
• Group own employee LTIFR <0.42

Drive to ensure that Sappi 
has sufficient liquidity and 

capital resources to sustain 
the business

Ensure that Sappi will 
have sufficient liquidity 
and capital resources to 
sustain the business.

• Targets as per financial disclosures:
 – Liquidity
 – Debt to EBITDA ex SI
 – Return on capital employed

Continue leading the 
Sappi values

Ensure continued 
communication and 
training around values.

Drive visible felt 
leadership through more 
direct engagement with 
shop floor by all lead 
team members.

• All employees to complete the three-yearly 
cycle of Code of Ethics compliance training

• 100% sign-off on Policy Passport
• Zero tolerance for discipline failures around 

ethics
• Each group lead team member to visit their 

allocated sites at least once every two years
• Improvement in senior management 

relationships score in the engagement survey

Drive Sappi’s  
sustainability footprint

Meet Sappi’s annual 
sustainability targets. • All BP21 sustainability targets met

Drive operational 
excellence across all plants

Govern implementation 
of operational excellence 
programmes to drive 
an excellence culture.

• OME group average target at group level 
within 1% of budget of 80.5%

• OME average better than the previous year 
achievement of 79%

• Project Ranulph cost savings of 
US$68.8 million

>>>

Sa
pp

i
20

21
 A

N
N

UA
L 

IN
TE

G
RA

TE
D

 R
EP

O
RT

166



Performance objectives
Link to 

strategic 
fundamental

Description Tasks and targets

Execute Saiccor Mill 
expansion project as 

planned

Governance oversight of 
Saiccor Mill expansion 
project.

• Project back on stream post Covid-19 delays
• Saiccor Mill expansion project success rating 

using the post-project evaluation

Grow packaging and 
speciality paper business 

with optimal volumes

Grow volumes in SSA and 
SNA in line with increase 
in demand.

• Packaging 1.444k tons
• Packaging EBITDA margin 12.5%

Manage graphic paper 
business capacity

Manage graphics 
capacity in line with 
market demands.

• Manage volumes in line with adjusted Covid-19 
recovery plan to approximately 3,500k tons

• EBITDA margin for graphics 5.4%

Manage key retirements 
and near-term succession

Successors identified for 
all key retirees for the 
next 12 months.

• 90% ready now successors for all key 
retirements

Sappi Thrive25 strategy

Lead the roll-out of the 
Thrive25 strategy across 
all regions.

• Regional strategies in place supporting 
Thrive25

• Significant progress on all four fundamentals 
(Grow our business, Sustain our financial 
health, Drive operational excellence and 
Enhance trust)

The Chairman conducted a formal review with the CEO and scored him out of 20 points on the achievement of the stated objectives, 
namely objective achieved 2 points, partially achieved 1 point and non-achievement 0 points.

2021 MIS outcomes for executive directors

EBITDA
ex SI

Working
 capital Safety Personal Total

Points 50 20 10 20 100
Steve Binnie 75 30 – 18 123
Glen Pearce 75 30 – 18 123

For 2021, Mr Binnie and Mr Pearce achieved a bonus outcome of 105% of base salary before currency translations.

For ease of reference, the bonus calculation is based on the executive director bonus target of 85% (annual salary) multiplied 
by 123% bonus outcome (reflected above), is equal to 105% of annual salary, as detailed in the remuneration tables.

Performance Share Plan outcomes for 2021
For the four-year period ending September 2021, Sappi’s performance relative to the peer group measured on TSR was ranked 15th, 
resulted in a 0% vesting on the TSR component. The determination of the vesting of the shares was provided by Mercer Kepler, 
an independent third party.

For the four-year period ending September 2021, Sappi’s performance relative to the peer group measured on CFRONA was 
ranked 9th, resulted in 25% vesting on the CFRONA component. This result was verified by KPMG, our external auditors.

>> >
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In aggregate, therefore 12.5% of the total 2017 awards vested.
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In December 2017, Mr Binnie was granted 137,000 conditional performance plan 
shares, of which 12.5% of the allocation will vest in December 2021.

In December 2017, Mr Pearce was granted 63,000 conditional performance plan 
shares, of which 12.5% of the allocation will vest in December 2021.

The historical vesting of PSP awards:

Share awards 2018 2019 2020 2021

TSR 100% 80% 0% 0%
CFRONA 100% 100% 100% 25%
Aggregate 100% 90% 50% 12.5%

Performance Share Plan allocations for 2021
Each year, Mercer Kepler provides management with a recommendation for an 
appropriate pool size. For the 2021 allocation, it was approved to grant the number 
of shares implied by the same ZAR value of the previous year PSP awards, where 
value is based on trailing long-run average share price at grant (eg 12 months). 
This approach has been applied for the last four years and is consistent with 
recommendations by our shareholders, to disclose the allocation method.

Mr Binnie was awarded 180,000 conditional performance plan shares 
in November 2021 that will vest in November 2025.

Mr Pearce was awarded 85,000 conditional performance plan shares 
in November 2021 that will vest in November 2025.

Remuneration Report continued

Dilution
If all outstanding plan shares were 
to vest as at September 2021, the 
resulting dilution effect would be 
2.53% (2020: 2.12%, 2019: 2.3%) 
of issued ordinary share capital 
excluding treasury shares.

Voluntary minimum share 
holding
This voluntary requirement has been 
introduced for all prescribed officers. 
The target holding as a multiple of 
annual base salary needs to be 
achieved by December 2025. The 
requirement is that the CEO should 
hold 3 times annual base salary, up 
from his previous 2 times. The CFO 
2 times and all other prescribed 
officers at 1 times annual base salary.

The acquisition of shares will primarily 
be achieved by vesting PSPs and 
through the acquisition of shares under 
the executive management share 
purchase scheme (whereby an 
individual is required to purchase 
shares from a designated portion 
of their after-tax MIS bonus). However, 
individuals can also purchase shares 
during the normal open period with 
the appropriate approvals. SENS 
announcements will be applicable.
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Shareholding

Prescribed officer Target minimum
Number of shares

 (Sept 2021) Value of shares Actual multiple

SR Binnie 3x 400,000 US$1,136,000  2.0
GT Pearce 2x 185,877 US$527,891  1.6
M Eikelenboom 1x 20,318 US$57,703  0.1
M Haws 1x 40,000 US$113,600  0.3
A Thiel 1x 561,902 US$1,595,802  4.7
M van Hoven 1x 203,403 US$577,665  3.2
G Bowles 1x 109,438 US$310,804  1.2
F Marupen 1x 73,261 US$208,061  1.1
M Mansoor 1x 57,050 US$162,022 0.5
* Average share price of US$2.84 (R40.95) for September 2021.
** Based on the base salary as at 1 January 2021.
*** Based on base salary as at 1 April 2021 for M Eikelenboom.

Remuneration disclosure of executive directors and prescribed officers
Executive directors’ emoluments for 2021 (US Dollar) 

Short-term compensation (STC)
Subtotal 

STC

LTSIP 
(Value of

 shares
 vested

 this year)* Total

Executive director
Base 

salary
Annual 

cash award
Other

 allowances
Benefits

 & pension A B A + B

S Binnie  564,742  607,749  16,440  84,179  1,273,110  50,924  1,324,034
G Pearce  326,357  351,098  9,344  61,581  748,380  23,417  771,797
Total  891,099  958,847  25,784  145,760  2,021,490  74,341  2,095,831
* Long-term Share Incentive Plan (PSP) (LTSIP).

• Local earnings are translated into the reporting currency (US Dollar) using the average exchange rate over the financial year 
The average rate for SA Rand and Swiss Franc appreciated by 8% and 6%, respectively against the US Dollar

• Due to the earnings currencies (ZAR) appreciating against the reporting currency (US$) over the year, this had the effect 
of showing earnings in US Dollar terms to be higher

• Base salary – the actual salary earned during 2021
• Performance related remuneration – the actual value earned in 2021 based on the rules of the MIS
• Sums paid by way of expense allowance – expenses allowed
• Contributions paid under pension and medical aid schemes – the annual contribution paid by the company into a defined 

benefit fund on behalf of the members determined as a percentage of their base salary
• Long-term shares vested in December 2021

LTSIP benefit: 2021 allocation (will vest in 2025)

Executive director
Number 

of shares

Share 
price at

 allocation*
R

Total
 awarded

 benefit **
US$

S Binnie 180,000 42 504,000
G Pearce 85,000 42 238,000
* Estimated share price.
** Assuming 100% vesting on both performance conditions.
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Executive directors’ emoluments for 2020 (US Dollar)

Short-term compensation (STC)
Subtotal 

STC

LTSIP 
(Value of

 shares
 vested 

this year) Total

Executive director
Base 

salary
Annual 

cash award
Other

 allowances
Benefits

 & pension A B A + B

S Binnie(1) 504,410 – 15,531 74,296 594,237 132,823 727,060
G Pearce(2) 291,478 – 8,827 56,126 356,431 61,492 417,923
Total 795,888 – 24,358 130,422 950,668 194,315 1,144,983
(1)  SR Binnie received a 4.6% increase on the South African portion (70% of total salary), and a 1.0% increase on the off-shore portion of his salary 

(30% of total salary). Overall salary expressed in reporting currency was 6.5% lower than in 2019.
(2) GT Pearce received a 4.6% increase on the South African portion (70% of total salary), and a 1.0% increase on the off-shore portion of his salary 

(30% of total salary). Overall salary expressed in reporting currency was 6.6% lower than in 2019.

• Local earnings are translated into the reporting currency (US Dollar) using the average exchange rate over the financial year 
The average rate for SA Rand depreciated by 13% and appreciated for the Swiss Franc by 4%

• Due to the earnings currencies (ZAR) depreciating against the reporting currency (US Dollar) over the year, this had the effect 
of showing earnings in US Dollar terms to be lower than last year

• Base salary – the actual salary earned during 2020, including the three-month 10% salary reduction
• Performance related remuneration – the actual volume earned in 2020 based on the rules of the MIS.
• Sums paid by way of expense allowance – expenses allowed
• Contributions paid under pension and medical aid schemes – the annual contribution paid by the company into a defined 

benefit fund on behalf of the members determined as a percentage of their base salary
• Long-term shares vested in December 2020

Prescribed officers/executive committee members (US Dollar)
Prescribed officers are members of the group executive committee.

The table below sets out the remuneration for prescribed officers for 2021:

Short-term compensation (STC)
Subtotal

STC

LTSIP
(Value of

 shares
 vested 

this year) Total

Prescribed officer
Base 

salary
Annual 

cash award
Other

 allowances
Benefits

 & pension A B A + B

B Wiersum(1)  414,011 –  1,494  147,274  562,779  24,718  587,497 
M Eikelenboom  274,953 –  1,494  62,905  412,039  7,806  419,845 
M Haws  437,552  391,597 –  49,375  878,524  8,178  886,702 
A Thiel  339,777  307,032  11,561  59,071  717,441  28,250  745,691 
M van Hoven  179,317  148,830  5,537  48,522  382,206  21,931  404,137 
G Bowles  265,605 234,379  8,726  54,275 562,985  23,417 586,402
F Marupen  190,682  157,173  5,790  47,591  401,236  18,957  420,193 
M Mansoor  321,900  259,661  137,000  64,205  782,766  14,125 796,891 
Total 2,423,797 1,498,672  171,602  533,218 4,627,289  147,382 4,774,671 
(1)  Retired March 2021.

Remuneration Report continued

Sa
pp

i
20

21
 A

N
N

UA
L 

IN
TE

G
RA

TE
D

 R
EP

O
RT

170



LTSIP benefit: 2021 Allocation (will vest in 2025)

Prescribed officer
Number 

of shares

Share 
price at

 allocation*
R

Total
 awarded

 benefit**
US$

G Bowles 80,000 42  224,000 
M van Hoven  80,000 42  224,000 
F Marupen 68,000 42  190,400 
A Thiel 100,000 42  280,000 
M Eikelenboom 100,000 42  280,000 
M Haws 100,000 42  280,000 
M Mansoor 60,000 42  168,000 
* Estimated share price.
** Assuming 100% vesting on both performance conditions.

The table below sets out the remuneration for prescribed officers for 2020:

Short-term compensation (STC)
Subtotal 

STC

LTSIP 
(Value of

 shares
 vested

 this year)(3) Total

Prescribed officer

Base 
salary

US$

Annual 
cash award

US$

Other
 allowances**

US$

Benefits
 & pension

US$
A

US$
B

US$
A + B
US$

B Wiersum 750,723 – 2,799 268,369 1,021,891 92,238 1,114,129
M Haws 401,458 – – 43,891 445,349 26,647 471,996
A Thiel 304,729 – 9,830 54,040 368,599 92,238 460,837
M van Hoven 157,111 – 5,203 42,245 204,559 71,741 276,300
G Bowles 237,651 – 8,243 65,910 311,804 76,865 388,669
F Marupen 173,079 – 5,469 43,656 222,204 61,492 283,696
M Mansoor 294,155 – 142,860 86,582 523,597 15,475 539,072
Total 2,318,906 – 174,404 604,693 3,098,003 436,696 3,534,699
(3)  Vesting of issue 42 on 09 December 2020: Vesting share price R33.26.
** Other allowances include a significant salary sacrifice.

Non-executive directors’ fees
Directors are normally remunerated in the currency of the country in which they live or work from. Their remuneration is translated 
into US Dollar, the group’s reporting currency, at the average exchange rate prevailing during the financial year. Directors’ fees are 
established in local currencies to reflect market conditions in those countries.

Non-executive directors’ fees reflect their services as directors and services on various sub-committees on which they serve. 
The quantum of committee fees depends on whether the director is an ordinary member or a chairman of the committee. 
Non-executive directors do not earn attendance fees, however, additional fees are paid for attendance at board meetings more 
than the five scheduled meetings per annum.

The Chairman of the Sappi Limited board receives a flat directors’ fee and does not earn committee fees. Non-executive 
directors do not participate in any incentive schemes or plans of any kind.

In determining the fees for non-executive directors, due consideration is given to the fee practice of companies of similar 
size and complexity in the countries in which the directors are based. The extreme volatility of currencies, in particular the  
ZAR/US Dollar exchange rate in the past few years, caused distortions of the relative fees in US Dollar paid to individual 
directors.

GOVERNANCE AND COMPENSATION

171



GOVERNANCE AND COMPENSATION

This year Korn Ferry conducted a bespoke benchmarking exercise in relation to the non-executive directors’ fees. Their conclusion 
was that the fees are at the appropriate levels when compared to the market. They have recommended Sappi adjust all non-
executive directors’ fees by the relevant Consumer Price Index in the respective directors’ country of domicile for 2022. 
As for the Chairman’s fee, no increase was recommended.

We will continue to review our non-executive directors’ fees against the market and our comparator group to ensure that our fees 
are at the appropriate levels, taking into account the size and complexity of Sappi.

Non-executive directors’ fees are proposed by the executive committee, agreed by the Human Resources and Compensation 
Committee, recommended by the board and approved at the AGM by the shareholders.

The non-executive directors’ fees for 2021 financial year were approved by shareholders. The table below sets out the 
remuneration for non-executive directors for 2021:

Name
Board 

fees
Committee

 fees
Travel

 allowance Total

ANR Rudd GBP319,940 GBP0 GBP0 GBP319,940
MA Fallon GBP46,670 GBP47,890 GBP0 GBP94,560
BR Beamish GBP46,670 GBP39,460 GBP0 GBP86,130
NP Mageza ZAR450,750 ZAR614,500 ZAR56,868 ZAR1,122,118
MV Moosa ZAR674,450 ZAR427,850 ZAR56,868 ZAR1,159,168
B Mehlomakulu ZAR450,750 ZAR380,480 ZAR56,868 ZAR888,098
Z Malinga ZAR450,750 ZAR234,030 ZAR56,868 ZAR741,648
RJAM Renders EUR62,290 EUR58,120 EUR0 EUR120,410
JM Lopez US$70,540 US$25,500 US$3,800 US$99,840
JE Stipp US$70,540 US$35,680 US$3,800 US$110,020

Fees are benchmarked and comparable to the market fees payable to the directors’ residence.

2020

Name
Board

 fees
Committee 

fees
Travel 

allowance Total

KR Osar (1) US$17,635 US$8,920 US$7,600 US$34,155
JD McKenzie(1) ZAR168,613 ZAR73,225 ZAR0 ZAR241,838
ANR Rudd GBP311,942 GBP0 GBP8,971 GBP320,913
MA Fallon GBP45,503 GBP47,718 GBP8,971 GBP102,192
BR Beamish GBP45,503 GBP38,474 GBP8,971 GBP92,948
NP Mageza ZAR439,481 ZAR599,138 ZAR0 ZAR1,038,619
MV Moosa ZAR601,664 ZAR417,154 ZAR0 ZAR1,018,818
B Mehlomakulu ZAR439,481 ZAR312,461 ZAR0 ZAR751,942
Z Malinga ZAR439,481 ZAR228,179 ZAR0 ZAR667,661
RJAM Renders EUR60,733 EUR56,667 EUR10,374 EUR127,774
JM Lopez US$68,777 US$24,863 US$11,400 US$105,040
JE Stipp US$68,777 US$34,788 US$11,400 US$114,965
(1) Retired from the board in December 2019.

Statement by the board regarding compliance with the remuneration policy
The board annually receives a report from the Human Resources and Compensation Committee on pay practices across the 
group, including salary levels and trends, collective bargaining outcomes and bonus participation.

The board endorses the Human Resources and Compensation Committee position that Sappi’s remuneration policy is set taking 
appropriate account of remuneration and employment conditions of other employees in the group and external factors. It is the 
view of the board that this policy as detailed herein, drives business performance and value creation for all stakeholders.

Remuneration Report continued
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