
Remuneration report

BACKGROUND STATEMENT
The remuneration committee is pleased to present the Bidvest remuneration report for the year ended 30 June 2017.

We have considered the impact of the King IV™ Code on Corporate Governance (King IV) on the remuneration policy as well as the amended JSE Listing Requirements 
and present this report in two parts. The chairman’s background statement, providing context on the decisions and considerations taken during the reporting year which 
influenced the remuneration outcomes.

Since we presented the last remuneration policy to shareholders no major changes were made but we have enhanced our variable pay disclosure. We believe our key 
performance indicators (KPIs) which are used for the measurement and determination of short- and long-term incentive awards are aligned with Company goals and 
strategies. At the annual general meeting (AGM) on 26 November 2016, our 2016 remuneration report was presented and voted on in sections, namely:
ZZ Section 1: Policy on base package and benefits – endorsed by 99,1% of shareholders that voted
ZZ Section 2: Policy on short-term incentives – endorsed by 95,3% of shareholders that voted
ZZ Section 3: Policy on long-term incentives – endorsed by 68,0% of shareholders that voted. 

The Group performed credibly in a year where political uncertainty, negative investor sentiment and depressed business confidence caused further economic 
underperformance. Bidvest, as a diversified group in many ways, mirrors the economy at large so management’s focus on cost control, efficient integration of new 
businesses and tight asset management played a significant role in delivering results that generally outperformed comparative peer company performances. Basic 
earnings were up by 107,0% while headline earnings per share were up by 5,1%. Cash generation of R6,9 billion ensured that the balance sheet remains robust with net 
debt to EBITDA below a factor of one. A major emphasis remains the realisation of non-core assets and the search for acquisitions that fit Bidvest’s strategic intent.

Given the diversified nature of the Group, the intention of the remuneration report is to provide an overview and understanding of Bidvest’s remuneration philosophy and 
focuses on executive and non-executive director remuneration and further provides an overview of the share plans used across the Group. 

PART 1 – REMUNERATION POLICY
Key principles of our philosophy
The key principles that shape our policy are:
ZZ A critical success factor of the Group is its ability to attract, retain and motivate the entrepreneurial talent required to achieve positive operational outcomes, strategic 
objectives, and adherence to an ethical culture and good corporate citizenship. Both short- and long-term incentives are used to this end.
ZZ Delivery-specific short-term incentives are viewed as strong drivers of performance. A significant portion of senior management’s through-the-cycle reward is designed 
to be variable and aligned with stakeholder interests. This is prescribed by the achievement of realistic profit targets together with, where applicable, the individual’s 
personal contribution to the growth and development of their immediate business, their division or the wider Group. Only when warranted by exceptional circumstances, 
special bonuses may be considered as additional awards
ZZ As a consequence of the Group’s dynamic and fast-moving nature, management is often redeployed to take on new challenges and address poor performing divisions. 
In such cases, subjective criteria may need to be applied when making an evaluation of performance
ZZ Long-term incentives align the objectives of management and shareholders and other stakeholders for a sustainable period.

Policy principles
The remuneration committee functions as a subcommittee of the board in terms of an agreed mandate and evaluates and monitors the Group’s remuneration philosophy 
and practices to ensure consistency with governance principles and corporate strategy. The remuneration committee further implements the board-approved remuneration 
policy to ensure:
ZZ salary structures and policies, cash as well as share-based incentives, motivate superior performance and are linked to realistic performance objectives that support 
sustainable long-term business growth
ZZ stakeholders are able to make an informed assessment of reward practices and governance processes
ZZ compliance with all applicable laws and regulatory codes.

Governance and the remuneration committee
Board responsibility
The board carries ultimate responsibility for the remuneration policy. The remuneration committee operates in terms of a board-approved mandate. The board will, when 
required, refer matters for shareholder approval, for example:
ZZ new and amended share-based incentive schemes and their design
ZZ non-executive board and committee fees.

The remuneration report, Part 1 and Part 2, will be put to a non-binding shareholders’ vote at the AGM of shareholders.

Composition, mandate and attendance for remuneration committee
The members of the remuneration committee are independent non-executive directors as defined by King IV. The remuneration committee is scheduled to hold three 
meetings per year but also meets on an ad hoc basis when required.

The attendance for these meetings is contained on page 8.

The chief executive and Group financial director attend meetings by invitation, to assist the remuneration committee with the execution of its mandate. Other members of 
executive management are invited when appropriate. No executive participates in the vote process or is present at meetings of the remuneration committee when his/her 
own remuneration is discussed or considered. The remuneration committee uses the services of PricewaterhouseCoopers (PwC) as its standing independent advisers.
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