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Annual statement from the Chair of the  
Remuneration Committee

Our remuneration strategy 
is designed to attract  
and keep talented, 
ambitious people and 
foster a culture that  
encourages sustainable 
high performance. Our 
aim is to deliver strong 
returns across the 
insurance cycle and 
create long-term value  
for our shareholders.”
Colin Keogh
Chair of the Remuneration Committee

Dear fellow Shareholder
At Hiscox, our remuneration strategy is 
designed to attract and keep talented, 
ambitious people and foster a culture 
that encourages sustainable high 
performance. Our aim is to deliver  
strong returns across the insurance  
cycle and create long-term value for  
our shareholders.

The Committee believes that for all 
employees, basic pay should be 
competitive, with bonuses reflecting 
personal and business performance. 
We expect all employees to meet or 
exceed a series of objectives based 
on our strategy and values, which are 
essential to Hiscox’s business operations 
and reputation, including delivering 
great customer service, complying with 
regulation and managing risk. Long-term 
share awards provide alignment with 
the shareholder experience and reward 
demanding performance targets linked 
to net asset value per share growth and 
shareholder returns.

We believe this approach works well for 
both our employees and shareholders, 
and I would like to thank shareholders 
for their high levels of support on the 
remuneration resolutions at the AGM  
in recent years. 

Performance and  
remuneration outcomes
In 2021, the Executive Directors led  
the business to deliver a pre-tax  
profit of $190.8 million (2020: loss of 
$268.5 million), pre-tax ROE of 8.1% 
(2020: -10.8%) and a combined ratio 
of 93.2% (2020: 114.5%). Despite 
elevated natural catastrophes losses 
and a subdued investment return, this 
represents a resilient performance, 
helped by portfolio optimisation action 
taken over a number of years and 

improving rates in big-ticket lines. In 
the UK, the business has continued to 
prioritise UK business interruption claims 
and has made significant progress in 
settling claims during 2021.

During 2020, we made a commitment 
that Executive Directors would not be 
paid a bonus until the dividend had 
resumed, irrespective of the Group’s 
performance. Dividend payments have 
now been resumed, with an interim 
dividend of 11.5 cents per share paid on 
22 September 2021 and a final dividend 
(subject to shareholder approval) to be 
paid on 13 June 2022 of 23.0 cents per 
share, in line with pre-Covid-19 levels. 
Hiscox has not furloughed any staff or 
accessed any UK, USA, or European 
government support schemes.

For 2021, a pre-tax ROE of 8.1% was 
achieved (above the hurdle rate of 2.5%) 
and a bonus pool was therefore created. 
In considering the bonus awards for 
Executive Directors, the Committee  
took into account the ranges agreed  
at the start of the year alongside  
the personal performance of the 
individuals, the delivery of Group’s 
business priorities, and the overall 
performance of Hiscox, as well as a 
consideration of risk. More information 
on business performance during 2021 
can be found on pages 16 to 33, and  
for more on Executive Director 
performance see page 103. Taking  
these factors into account, Bronek 
Masojada and Aki Hussain were awarded 
bonuses of 90% of salary, representing 
30% of the maximum opportunity. 
Joanne Musselle as Group Chief 
Underwriting Officer, was awarded a 
bonus of 107% of salary, representing 
27% of the maximum opportunity, 
reflecting the best underwriting result  
for five years.
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This bonus outcome follows two years 
of zero bonus pay-out for the Executive 
Directors during 2019 and 2020 – in line 
with our approach of rewarding financial 
achievements, not just effort – despite 
very strong personal performance over 
those two years. For the wider workforce 
during this period, we paid bonuses 
relative to personal performance and 
business area profitability.

The 2019-2021 Performance Share 
Plan (PSP) was set against stretching 
net asset value plus dividends per share 
targets. The net asset value per share 
threshold of 7.5% compound growth  
over the three-year performance period 
was not met. 

As already noted, the Committee 
assessed performance in the round 
when determining variable pay 
outcomes, including an assessment 
of wider Company performance, the 
employee experience, the shareholder 
experience and wider stakeholder 
experience, alongside a consideration 
of risk. The Committee concluded that 
there would be no exercise of discretion 
to override the outcomes of the 
performance conditions for 2021. 

Board changes in 2021
After 21 years as Group Chief Executive 
Officer (CEO), Bronek Masojada stepped 
down as an Executive Director of Hiscox 
with effect from 31 December 2021. 
Following his retirement from the Board, 
Bronek is continuing as an employee 
of Hiscox Ltd and accordingly, he has 
received no loss of office payment in 
respect of his services as a Director. In 
his new role, Bronek will provide strategic 
advice as a Director for key subsidiaries, 
enabling Hiscox to continue to benefit 
from his considerable experience. In line 
with our policy and best practice, Bronek 

will be subject to a post-employment 
shareholding requirement for a period  
of two years from stepping down from 
the Board. 

The Board was delighted to appoint Aki 
Hussain, previously Group Chief Financial 
Officer (CFO), as Group CEO, effective 
1 January 2022. Aki’s appointment 
followed a thorough and independent 
process led by the Nominations and 
Governance Committee, and supported 
by a leading recruitment firm, which 
involved a global search and the 
assessment of both internal and external 
candidates. More information on that 
process can be found on pages 82 to 83. 

As announced in July 2021, Aki’s salary 
for the Group CEO role has been set at 
£750,000 per annum. All other elements 
of his package are unchanged, namely 
a pension allowance of 10% of salary in 
line with the wider workforce, a maximum 
bonus opportunity of 300% of salary and 
a performance share plan opportunity of 
up to 250% of salary.

In determining the package for the 
incoming Group CEO, the Remuneration 
Committee was mindful that Bronek had 
been in the role for over two decades and 
had built up a considerable shareholding 
in the Company. The Committee 
has a track record of demonstrating 
a disciplined approach to salary 
management, with CEO increases set  
at or below the wider workforce since 
2014. While the salary for the incoming 
Group CEO has been set above 
that of Bronek, the search process 
demonstrated the competitive landscape 
and recruitment market in which we 
operate, and provided direct insight 
into the level of packages required 
to attract high-quality candidates. 
Therefore, taking into account the scale 

and complexity of the role, the calibre 
and experience of Aki, as evidenced by 
his performance as Group CFO and his 
knowledge of the Hiscox Group, and 
considering market data both for the 
UK and globally, with reference to our 
key international peers, the Committee 
considered that the package for the role 
was appropriate.

As announced in December 2021,  
Paul Cooper has been appointed as 
Group CFO and will assume the role 
during 2022. His salary has been  
set at £525,000 per annum, with all  
other elements of his package being 
consistent with that of the outgoing  
CFO, namely a pension allowance 
of 10% of salary, a maximum bonus 
opportunity of 300% of salary and a 
performance share plan opportunity 
of up to 250% of salary. The salary 
positioning is c.2.2% above the outgoing 
CFO, consistent with the increase to Jo 
Musselle’s salary (and below the average 
UK employee increase). In line with 
standard practice and consistent with 
our remuneration policy, Paul will receive 
awards to compensate for remuneration 
arrangements forfeited on leaving his 
previous employer. These awards will 
mirror the time horizon and form of 
the original awards with performance 
conditions applied (where relevant).

Further details on Aki and Paul’s 
remuneration arrangements are set  
out in the annual report on remuneration 
on page 107.

2022 remuneration
For 2022, Joanne Musselle’s salary 
will be increased by 2.2%. There will 
be no further increases in 2022 for Aki 
Hussain or Paul Cooper following their 
appointments as Group CEO and Group 
CFO respectively.

Chapter 4 94
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There are no proposed changes to the 
award levels or structure of annual bonus 
awards, which will continue to be based 
on pre-tax ROE performance, alongside 
individual and strategic performance, 
including non-financial factors, the 
shareholder and wider stakeholder 
experience, and the consideration of risk.

Bonuses will not be paid unless the 
Group’s performance exceeds a hurdle 
rate of return set, taking into account 
prevailing market conditions.

There are no proposed changes to the 
award levels or structure of Performance 
Share Plan (PSP) awards, which will 
continue to be based on stretching 
growth in net asset value (NAV) plus 
dividends targets and relative total 
shareholder return (TSR) against a group 
of global insurance peers. Further detail 
on the 2022 PSP measures and targets 
are set out on pages 108 to 109.

Wider workforce
During the year, the Committee 
was updated on wider workforce 
remuneration trends and policies to aid 
our understanding of how Executive 
Directors’ remuneration aligns to 
employees. There has been a consistent 
pay philosophy and reward structure 
across the Group for a number of years 
and the approach for the Executive 
Directors is aligned with this. 

Pay
In the UK, Hiscox has been an accredited 
Living Wage employer since 2019.  
This approach ensures that everyone  
at Hiscox receives a wage that 
recognises the actual cost of living  
in the UK. The Board also aims to ensure 
workforce views on a range of issues, 
including remuneration, are reflected 
in decision-making. This is done not 
only through the annual employee 
engagement survey, but also through 
the employee engagement network 
which is led by our Employee Liaison, 
Anne McDonald, and which discussed 
remuneration during 2021 – with the 
outputs of those discussions fed back  
to the Board.

Bonuses 
Annual bonus payments are funded 
from profit-related pools and employees 
who are eligible for an annual bonus 
are subject to the same deferral terms 
as set out in the policy that applies 
to Executive Directors. For 2021, a 
new element was introduced to the 
annual bonus for management below 

the Board, to incentivise and reward 
individual contribution. For Executive 
Directors, bonuses are only payable once 
a minimum ROE has been achieved, 
with individual performance taken into 
account thereafter.

Share schemes
All PSP participants are subject to the 
same performance measures and targets 
for the performance element of awards. 
Below the Board an element of the award 
is non-performance tested and vests 
subject to continued employment.

Hiscox also operates an all-employee 
Sharesave Scheme to foster a culture of 
ownership among the wider workforce. 
The scheme provides all employees with 
the opportunity to save over a three-year 
period and to purchase Hiscox shares 
at a discounted price. The Scheme is 
popular, with 66% of UK employees 
currently participating. Shareholding 
guidelines also extend to Hiscox Partners 
who are expected to own shares valued 
at 100% of salary, such is our ownership 
culture, while Executive Directors are 
expected to own shares valued at 200% 
of salary.

Pensions
Executive Directors’ pension benefits 
have always been consistent with the 
wider UK workforce, and Executive 
Directors receive either a 10% of salary 
cash allowance in lieu of the standard 
employer pension contribution or a 
combination of cash and pension 
contribution, totalling 10% of salary.

UK gender pay reporting
In 2021, Hiscox published its fifth annual 
gender pay report for the UK, and the 
mean pay gap of 19.1% (2020: 21.2%) 
represents steady progress at getting 
more women into more senior and 
higher-paid roles. Since 2017, on a mean 
basis, our gender pay gap has reduced 
steadily and is now 12 percentage points 
lower than when reporting commenced.
The median figure was 20.7% in 2021 
(2020: 25.0%). On a median basis, the 
gender pay gap has also reduced over 
time, with the exception of 2020 when  
the data reflects the introduction of  
part-time teams in our entry-level 
customer-facing roles, increasing  
flexible working opportunities, with the 
majority of these roles filled by women.

While some of the fundamentals 
remain – that our pay gap reflects the 
higher proportion of men in more senior 
roles – we are making steady progress 

towards redressing the balance. We have 
established structures and processes 
which ensure that men and women are 
paid the same for similar roles, so the 
focus of our work has been on getting 
more women into more senior roles 
across the Group. Improving diversity 
and inclusion remains a priority, and 
while our progress so far has been 
helped by the policies, processes and 
partnerships we have established, we 
recognise there is more to do. For more 
information, see pages 84 to 87.

2023 remuneration policy
The current remuneration policy was 
approved by shareholders at the 2020 
AGM and, as such, a new policy is 
required to be put to the vote at the 2023 
AGM. We look forward to consulting 
with shareholders over the coming year, 
ahead of the policy’s renewal.

In summary
The Remuneration Committee is satisfied 
that the 2021 outcomes are aligned with 
the experience of shareholders and 
reflective of business performance. 

Colin Keogh
Chair of the Remuneration Committee
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How we have addressed the following factors in the UK Corporate Governance Code 2018 

Factor Consideration of how this is addressed for Hiscox

Clarity – remuneration 
arrangements should be 
transparent and promote 
effective engagement  
with shareholders and  
the workforce. 

s  Shareholders’ views on the key changes to the remuneration package are sought.
s  In 2021, the Employee Liaison facilitated a discussion with respect to the content of  

the remuneration policy and how this aligns to wider company pay policy, and shared 
feedback on this with the Board. The Remuneration Committee also receives information 
on broader workforce remuneration policies and practices during the year which informs  
its consideration of the policy for Executive Directors.

 
Simplicity – remuneration 
structures should avoid 
complexity and their rationale 
and operation should be easy 
to understand.  
 
 
 
 
 
 

s  Hiscox’s remuneration framework is simple, comprising three main elements:  
i) fixed pay (base salary, benefits and pension);  
ii) annual bonus; and  
iii) performance share awards. 

s  The remuneration philosophy is a simple one: to reward performance. For over a decade,  
the foundation of the Group’s remuneration strategy has been the belief that the best way  
to foster a high-performance culture across the Group is to ensure that pay reflects our 
results, not just effort.

s  The remuneration policy’s operation in 2021, including form of awards, time horizons,  
and performance measures, is designed to avoid complexity and is fully disclosed in  
the Directors’ remuneration report on on pages 114 to 125.  

Risk – remuneration 
arrangements should ensure 
reputational and other risks 
from excessive rewards, and 
behavioural risks that can  
arise from target-based 
incentive plans, are identified 
and mitigated.

s  Incentive awards are capped and are not considered excessive.
s  Executive Directors’ annual bonus awards are judgement-based within a formulaic 

framework based on ROE performance, to ensure they reflect their overall performance 
rather than being measured according to a formulaic outcome. Risk is also taken into 
consideration as part of this. 

s  The Committee has the ability to apply independent judgement to ensure that the  
vesting outcome of performance share awards is a fair reflection of both the Company’s 
performance and that of the individual over that period.

s  Part of the annual bonus is subject to deferral, and share awards are subject to a  
holding period following vesting. All variable remuneration is subject to malus and 
clawback provisions.

s  Following an annual review by the Chief Risk Officer, no risk adjustments are proposed to 
2021 variable remuneration outcomes.  

Predictability – the range of 
possible values of rewards 
to individual Directors and 
any other limits or discretions 
should be identified and 
explained at the time of 
approving the policy. 

s  The range of possible values are set out in the performance scenario charts in the  
remuneration policy on page 124.

s  Limits and ability to exercise discretion are also set out in the policy. No discretion was 
exercised in 2021.

 
 
 
 

Proportionality – the link 
between individual awards, 
the delivery of strategy and 
the long-term performance of 
the Company should be clear. 
Outcomes should not reward 
poor performance. 

s Historic variable incentive pay-outs have had a strong link to the Company’s actual  
 performance. There is a track record of payment for performance, with evidence of  
 zero bonuses where ROE performance has been below the predetermined hurdle.  
s The 2021 performance outcome and bonus awards are described on page 102. The  
  2019-2021 share grant will not vest as the performance hurdle was not met.  
 
 
 

Alignment to culture – 
incentive schemes should 
drive behaviours consistent 
with Company purpose,  
values and strategy. 

s The variable incentive schemes, including quantum, time horizons, form of award and  
 performance measures are all designed with the Company’s purpose, values and strategy  
 in mind. 
s The pay arrangements for the Executive Directors are aligned with those of the broader  
 workforce and senior team.
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Remuneration summary

The Hiscox remuneration policy is 
designed to drive a culture of high 
performance and create sustainable  
long-term value for shareholders.  
The policy follows three clear principles:
A  simple and results-driven,  

with variable rewards if Hiscox 
delivers profits and shareholder 
returns in excess of specified  
return thresholds;

A   incentivise Executive Directors 
appropriately, over the short and 
long term; and

A  align Executive Directors’ interests 
with those of our shareholders, 
focusing on effective risk 
management, return on equity 
(ROE) and net asset value growth, 
which drives total shareholder 
return over time.

Base salary
Competitive fixed pay.

Bonus of c.30% of 
maximum opportunity 
for the Executive 
Directors.

Long-term performance 
impacted by Covid-19 
events and catastrophe 
claims. PSP awards 
granted in 2019 will  
not vest.

Single figure of 
£1,332,964 for the CEO.

A summary of the  
remuneration 
arrangements for 
Executive Directors  
is provided opposite.

Annual bonus 
Aligned to shareholder interests.

Benefits
Same as majority of employees.

Performance Share  
Plan (PSP)
Aligned to long-term shareholder  
interests and performance.

Shareholding guidelines
Aligned to shareholder interests.

Key principles underpinning 
remuneration at Hiscox

Remuneration outcomes for 2021 

Summary of remuneration arrangements
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Salaries for 2021:
—    Bronek Masojada: £667,000
—    Aki Hussain: £513,500
—   Joanne Musselle: £513,500

Salary increase of 2.0%, in line with average UK employee increase.

Maximum opportunity: 
—    up to 300% of salary for CEO and CFO; 
—   up to 400% of salary for CUO.

Over the past ten years, the average bonus to the CEO has been equivalent to 28%  
of the current maximum opportunity.

Performance metrics: combination of ROE and individual performance delivered 
against set objectives approved by the Board. Disclosure of the ROE target ranges 
and detail around the individual performance factors including specific risk-based 
objectives used to determine outcomes for 2021 is provided on pages 101 to 103.

Deferral: part deferral of amounts in excess of £50,000.

2021 actual as percentage of salary:
—    Bronek Masojada: 90%
—    Aki Hussain: 90%
—    Joanne Musselle: 107%

Award subject to three-year performance period and two-year holding period.

Maximum opportunity: 250% of salary for all Executive Directors.

Vesting subject to: net asset value per share growth plus dividends (60% weighting) 
and relative TSR (40% weighting).

2021 award as percentage of salary:
—     Bronek Masojada: 250%
—     Aki Hussain: 250%
—     Joanne Musselle: 250%

Holding period: awards subject to a further two-year holding period following vesting.

Salaries for 2022:
— Aki Hussain: £750,000
—Joanne Musselle: £525,000
—Paul Cooper: £525,000

Salary increase for Joanne Musselle of 
2.2%, below the average UK employee. 

Maximum opportunity, performance 
metrics and deferral unchanged.

Maximum opportunity, performance 
metrics and time horizons unchanged. 

Share ownership and post-employment 
shareholding guidelines unchanged. 

Executive Directors’ benefits can include health insurance, life insurance, long-term disability schemes and participation in  
all-employee share schemes. Retirement benefits are delivered via a cash allowance of 10% of salary, paid in lieu of the standard 
pension contribution, or a combination of pension contribution and cash allowance, totalling 10% of salary. These benefits mirror 
those available to most other employees in the organisation. 

Share ownership guidelines of 200% of salary for all Executive Directors,  
after five years in role.

2021 actual:
—    Bronek Masojada: 3,910%
—    Aki Hussain: 154%  Aki Hussain was appointed in September 2016.
—    Joanne Musselle: 165% Joanne Musselle was appointed in March 2020.
 

Post-employment shareholding requirement: retain a shareholding at the level of  
the in-employment guideline for one year and half this amount for the following year.

Base salary
Competitive fixed pay.

Implementation of policy for 2021 Implementation for 2022

Read our updated remuneration policy.

114

Annual bonus 
Aligned to shareholder interests.

Benefits
Same as majority of employees.

Performance Share  
Plan (PSP)
Aligned to long-term shareholder  
interests and performance.

Shareholding guidelines
Aligned to shareholder interests.
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Annual report on remuneration 2021

This report explains how the remuneration policy was implemented for the financial year ending 31 December 2021  
and how it will be applied for the 2022 financial year. 

PwC has been engaged to audit the sections in the annual report on remuneration 2021 below entitled ‘Executive Director 
remuneration’ and ‘additional notes to the Executive Director remuneration table’, ‘annual bonus’, ‘long-term incentives’, ‘Non 
Executive Director remuneration’, ‘Directors’ shareholding and share interest’, ‘Performance Share Plan’ and ‘Sharesave 
Schemes’, ‘Payments to past Directors’ and ‘Payments for loss of office’, to the extent that would be required by the Large  
and Medium-sized Companies and Groups (Accounts and Reports) Regulations 2013.

Executive Director remuneration

2021
Total split

Name
Salary

£
Benefits

£
Bonus

£

 Long-term 
 incentive

plan1

£
Retirement

£
Total

£

 Fixed  
 remuneration

£

 Variable 
 remuneration

£

Bronek Masojada2 663,750 10,588 600,300 0 58,326 1,332,964 732,664 600,300
Aki Hussain 511,000 8,308 462,150 0 46,453 1,027,911 565,761 462,150
Joanne Musselle 511,000 9,060 550,000 0 46,938 1,116,998 566,998 550,000

2020
Total split

Name
Salary

£
Benefits

£
Bonus

£

 Long-term 
 incentive

plan1

£
Retirement

£
Total

£

 Fixed 
 remuneration

£

 Variable 
 remuneration

£

Bronek Masojada 649,625 10,533 0 0 57,085 717,243 717,243 0
Aki Hussain 500,125 7,532 0 0 45,464 553,121 553,121 0
Joanne Musselle3 418,458 7,637 0 0 38,404 464,499 464,499 0
1 2021 long-term incentives relate to performance share awards granted in 2019 where the performance period ends on 31 December 2021. The award is due to  
vest on 8 April 2022. Based on performance achieved, this award will lapse in full. As the award will lapse in full there is no part of the award attributable to share  
price appreciation.

2 Bronek Masojada retired as Group Chief Executive Officer and stepped down from the Board on 31 December 2021. 
 3 Joanne Musselle joined the Board 2 March 2020, following her appointment as Group Chief Underwriting Officer effective 1 January 2020. The figures in the 2020 
table above relate to 2 March-31 December 2020.

Additional notes to the Executive Director remuneration table
Salary
Salary reviews take place in the first quarter of the year, effective from 1 April. As noted in last year’s remuneration report, Executive 
Directors’ salaries were increased by 2.0% from April 2021, the same as the average UK-based employee salary increase.
Base salaries for Executive Directors from 1 April 2021 were as follows:

April 2021
£

Bronek Masojada 667,000
Aki Hussain 513,500
Joanne Musselle 513,500
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Benefits
For 2021, benefits provided for Executive Directors included the healthcare scheme, Sharesave Scheme, life insurance, income 
protection insurance and critical illness policies, as well as a Christmas gift hamper.

Retirement benefits
Bronek Masojada and Aki Hussain received a 10% of salary cash allowance in the year (less an offset for the employer’s  
UK National Insurance liability) in lieu of the standard employer pension contribution. Joanne Musselle receives a combination  
of cash allowance and employer pension contribution totalling 10% of salary (less an offset for employer’s UK National Insurance  
on the cash allowance). The value of these retirement benefits is shown in the Executive Director remuneration table on page 100.  
Executive Director retirement benefits are consistent with those offered to the majority of UK employees. This has been the policy  
at Hiscox for a number of years.

The table below details the legacy entitlements from the closed defined benefit pension plan.

Pensions

 Normal  
 retirement 
 age

 Increase 
 in accrued  
 pension  
 during 
 the year

£000

 Total accrued 
 annual pension 
 at 31 December

2021
£000

 Increase in  
 accrued pension 
 net of inflation

£000

 Transfer value  
 of accrued  
 pension  
 at 31 December

2020
£000

 Transfer value 
 of accrued 
 pension 
 at 31 December

2021
£000

Increase/
(decrease) 

in transfer value 
of accrued 

pension
during the year

£000

Bronek Masojada 60 3 63 – 2,712 2,933 221

There are no further accruals under this plan. In the event of retirement after normal retirement age, an increased pension would 
be payable (in accordance with the scheme rules) to reflect the later payment date. 

Variable pay
To ensure that remuneration is aligned with Company performance and the shareholder experience, a significant proportion of pay 
is delivered through incentive awards, consisting of an annual bonus and share awards under the Performance Share Plan, which 
can vary significantly based on the level of performance achieved. Bonuses are only paid if results exceed a specified threshold set 
taking into account prevailing market conditions.

Although the remuneration structure has naturally evolved over time to reflect market and best practice, the simple framework has 
been in place for more than 15 years.

Annual bonus
The maximum opportunity for 2021 remained unchanged from 2020, being 300% of salary for both the Group Chief Executive 
Officer and Group Chief Financial Officer and 400% of salary for the Group Chief Underwriting Officer. 

The bonus is structured in a way that ensures significant variability in outcomes, including the possibility of no bonus being paid. 
The Remuneration Committee believes that the most appropriate measure for the calculation of the bonus pool is pre-tax return 
on equity (ROE), as this aligns management’s interests with those of shareholders, minimises the possibility of anomalous results, 
and ensures that incentives for Executive Directors and other employees are tied to the Company’s profit performance.

The Executive Directors, along with other employees across the Group, participate in profit-related bonus pools, which are 
calculated at a business unit level and for the Group as a whole. In determining the bonuses to be paid to Executive Directors, the 
Remuneration Committee bases its judgement on both the performance of the Group and a robust assessment of personal and 
strategic objectives, including adherence to specific risk management objectives. The Remuneration Committee also seeks input 
from the Chief Risk Officer and Chief Actuary to aid its assessment of whether bonus outcomes are appropriate.

Bonuses are not paid unless the Group’s performance exceeds a given threshold, irrespective of individual performance. Over  
the past ten years there have been three occasions when the Group delivered a pre-tax ROE below the required threshold and no 
bonuses were paid to Executive Directors. The threshold is set annually using an investment benchmark rate. The threshold for 
2021 was set at pre-tax ROE of 2.5%.

A commitment was made in 2020 that Executive Directors would not be paid a bonus until the dividend had resumed, irrespective 
of the Group’s performance. The dividend was resumed in 2021, with an interim dividend paid in September 2021. As set out 
elsewhere in this report, the final dividend will be paid in June 2022. 
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When setting targets, the Committee seeks to motivate strong performance while also encouraging sustainable behaviours,  
in line with the defined risk appetite of the business. In determining the size of the Executive Director bonuses for 2021, the 
Committee used the following framework. Actual bonus outcomes also take into account personal and strategic performance  
and risk management.

Pre-tax return on equity Indicative bonus range (% of max)

<RFR +2.5% 0%
RFR +2.5% to RFR +10% 0-30%
RFR +9% to RFR +14% 25-55%
RFR +13% to RFR +18% 45-75%
RFR +16% to RFR +21% 65-90%
Greater than RFR +19% 80-100%
The risk-free rate (RFR) is reviewed annually using government bonds as a reference point, reflecting the rate available to investors without commercial risk. 
For 2021, the RFR was set at 0%. For 2021, a maximum bonus would have required ROE performance of at least RFR plus 20%. 

Employees below the Board also participate in a personal performance bonus scheme. Awards under this scheme are normally 
based on individual performance ratings. The scheme is designed to ensure that employees continue to be motivated to perform 
well, irrespective of overall Group performance. The benefit is typically up to 15% of salary.

Pay for performance – track record
The chart below shows the relationship between the Group ROE performance and bonus awards for Executive Directors over an 
extended period. It demonstrates the strong link between Company performance and bonus outcomes.

Performance outcomes for 2021
The pre-tax ROE for 2021 was 8.1% therefore the performance threshold of 2.5% was achieved and a bonus pool created.  
Using the indicative bonus ranges set out above, and taking into account the achievement of personal and business objectives 
during the year together with a consideration of risk, the size of the bonus pool and the overall performance of Hiscox, the 
Committee determined that a bonus of 90% of salary (30% of maximum) for the Group Chief Executive Officer, 90% of salary  
(30% of maximum) for the Group Chief Financial Officer, and 107% salary (27% of maximum) for the Group Chief Underwriting 
Officer would be payable. 
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2021 key objectives and individual achievements by the Executive Directors

Key objectives Achievements

Bronek Masojada
Deliver the 2021  
business plan

During 2021, Bronek led the business to deliver premium growth of 5.9% and a pre-tax profit of  
$190.8 million. Despite an elevated year for natural catastrophes and a subdued investment return, 
this resilient performance is the outcome of big-ticket portfolio optimisation action taken over the 
last few years, good risk selection, and continued growth in our Retail operations.

Deliver the Group’s 
business priorities for 2021

The business priorities for 2021 were: underwriting portfolio optimisation; digitising and 
streamlining our operating model; and nurturing talent in new ways. In underwriting, tough action 
taken in big-ticket lines has resulted in risk-reflective pricing, and the Group has enjoyed rate 
increases of 9% in aggregate and GWP growth of 5.9%. On simplification, the Group has realised 
c.$20 million in underlying expense efficiencies (excluding performance-related pay and normalised 
for foreign exchange movements) through a range of measures including enhanced controls 
on headcount and third-party spend. On talent, the Group has attracted 644 new permanent 
employees, made 368 internal promotions, bolstered succession plans, and embedded new  
hybrid working practices.

Ensure Hiscox operates 
within risk, regulatory and 
societal expectations

As in 2020, Bronek led the business’s response to Covid-19, including our response to paying 
claims in line with the Judgment delivered by the Supreme Court in January 2021, in the appeal 
of the UK insurance industry test case. Bronek has also overseen the development of new 
greenhouse gas targets for the Group, which ensure Hiscox complies with its legal requirements  
in the UK and other jurisdictions to support net zero.

Aki Hussain 
Balance sheet 
management

Aki oversaw the continued optimisation of the Group’s capital and liquidity position, which in 2021 
included the execution of two loss portfolio transfer (LPT) transactions covering prior year reserves 
to drive net capital efficiency of c.$100 million. Careful balance sheet management and improving 
financial performance enabled the Group to resume paying dividends with the 2021 interim results.

Enhancing profitability Aki has continued to drive ROE-enhancing opportunities for the Group. This includes influencing 
the underwriting strategies through a continued focus on allocating capital to where Hiscox can 
achieve the best risk-adjusted returns, and the achievement of ambitious expense ratio reduction 
targets, which are being realised through improving procurement processes and an ongoing focus 
on simplification. Following the appointment of a new Chief Investment Officer in 2020, Aki has also 
overseen a reassessment of fund managers, fees, capabilities and investment strategies, resulting 
in an overall reduction in manager fees, a revised line-up of fund managers with capabilities and 
expertise more aligned to Hiscox strategy, and improving risk-adjusted returns.

Ensure Hiscox operates 
within a risk and control 
environment that adheres 
to regulatory and  
corporate standards

Aki has established a robust and effective multi-disciplinary IFRS 17 programme that is on track  
to deliver the Group’s requirements. Aki has also led important enhancements to the risk and 
control frameworks, further improving transparency of performance and oversight by the Group 
Audit Committee.

Joanne Musselle
Active portfolio 
management

Joanne has led the Group’s progress in underwriting portfolio optimisation, resulting in an  
underwriting profit of $215.6 million for 2021 and rate increases of 9% in aggregate across the 
Group. A multi-year focus on active portfolio management, combined with disciplined constant 
course correction, has significantly improved the quality of the Group’s portfolio.

Exposure management  
and view of risk

Joanne has driven the continued evolution of the Group’s view of risk in line with internal appetite 
and external expectations. In 2021, this included the introduction of a Group ESG exclusions policy 
to reduce steadily and eliminate by 2030 our exposure to thermal coal, oil sands, Arctic drilling and 
controversial weapons. Joanne supported early operationalisation of the policy, which officially came 
into force on 1 January 2022, with both new and existing risks starting to be declined during 2021.

Underwriting governance  
and controls

Joanne has overseen important progress in the Group’s underwriting controls and governance 
around product, pricing, appetite and wordings. This includes the introduction of new appetite 
bullseyes for each line of business in every business unit, and underwriting governance structures 
that drive business unit accountability and provide new opportunities for challenge, validation and 
escalation. In 2021, this process has supported the Group’s Retail business units in reducing both 
the number and complexity of our wordings.

Developing  
underwriting talent

Joanne has continued to find innovative ways to develop the Group’s underwriting talent, this year 
developing a new ‘faculty of underwriting’ framework delivering underwriting-focused technical and 
behavioural training. This supports the existing succession planning structures and talent monitoring 
processes, through which we identify and subsequently invest in high-potential underwriters. 
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Long-term incentives
Performance Share Plan awards (PSP) where the performance period ends with the 2021 financial year
The Executive Directors were granted nil-cost options under the PSP on 8 April 2019 for the three-year performance period 
1 January 2019 to 31 December 2021.

The performance conditions for this award were set at the start of the performance period and are as follows:

 Growth in  
 net asset value  
 plus dividends

 Proportion of PSP  
 vesting measured  
 on a per-share basis
 %

Minimum threshold vesting RFR + 6 = 7.5 20
Maximum vesting RFR + 14 = 15.5 100
Straight-line vesting between these points
The risk-free rate (RFR) for the awards granted in 2019 was set at 1.5%.

Performance outcome
Based on the three-year average growth in net asset value plus dividends of 0.1%, the awards ending with the 2021 performance 
year will not vest as the minimum performance threshold has not been met.

PSP awards granted during the 2021 financial year
As disclosed in the 2020 Directors’ remuneration report, PSP awards granted to the Executive Directors in 2021 were set at 250% 
of salary. Awards are based on a three-year performance period, followed by a two-year holding period. 

60% of awards are based on stretching growth in net asset value (NAV) plus dividends targets, measured on a per-share basis, 
with 40% based on relative total shareholder return (TSR) against a group of global insurance peers. 

On 8 April 2021, the Executive Directors were granted nil-cost options under the PSP as shown below.

 Number of  
 awards granted

 Market prices  
 at date of grant*

£

 Market value  
 at date of grant

£

Bronek Masojada 187,612 8.588 1,611,212
Aki Hussain 144,436 8.588 1,240,416
Joanne Musselle 144,436 8.588 1,240,416
*The middle market quotation on the date of grant (8 April 2021) was £8.588.

The performance condition for these awards, measured over the period 1 January 2021 to 31 December 2023, is as follows:

Growth in NAV plus dividends measured on a per-share basis Award vesting (% of maximum)*

Less than RFR + 6% p.a 0%
RFR + 6% p.a. 16%
RFR + 14% p.a 80%
Equal to or greater than RFR +17% p.a. 100%
*Applies to 60% of awards. Straight-line vesting in between each point. 

The risk-free rate (RFR) for the awards granted in 2021 was set at 0%. 

Relative TSR Award vesting (% of maximum)*

Below median 0%
Median 20%
Upper quartile 100%
*Applies to 40% of awards. Straight-line vesting in between each point.

The peer group consists of the following 24 companies: Admiral Group, Alleghany, American Financial Group, Arch Capital, Argo, Axis Capital, Beazley,  
Conduit, Cincinnati Financial, CNA Financial, Direct Line Insurance Group, Everest Re, Fairfax Financial Holdings, Hanover Insurance, James River Group,  
Kinsale Capital Group, Lancashire Holdings, Markel, QBE, Renaissance Re, RLI, SCOR, White Mountains Insurance Group, and WR Berkley.

Executive Directors will be required to retain any shares vesting (net of tax charges) at the end of the performance period for a 
further two years (five years post the start of the performance period).
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Non Executive Director remuneration
The table below sets out the remuneration received by the Non Executive Directors for the financial years ending 
31 December 2021 and 31 December 2020.

2021
Total split

 Ltd Board  
 fee

£

 Ltd Committee 
 fee

£

 Subsidiary Board 
 fee

£
Benefits1

£
 Total

£
Fixed

£
Variable

£

Robert Childs (Chairman) 295,000 – – 12,868 307,868 307,868 –
Donna DeMaio2 15,580 8,877 – – 24,457 24,457 –
Caroline Foulger 62,319 42,754 88,681 – 193,754 193,754 –
Michael Goodwin 62,319 28,261 32,609 – 123,189 123,189 –
Thomas Hürlimann 62,319 28,261 50,862 – 141,442 141,442 –
Colin Keogh 74,638 34,783 106,000 – 215,421 215,421 –
Anne MacDonald 62,319 35,507 – – 97,826 97,826 –
Constantinos Miranthis 62,319 35,507 35,507 – 133,333 133,333 –
Lynn Pike 62,319 33,333 56,522 – 152,174 152,174 –

       

2020
Total split

 Ltd Board  
 fee

£

 Ltd Committee  
 fee

£

 Subsidiary Board 
 fee

£
Benefits1

£
 Total

£
Fixed

£
Variable

£

Robert Childs (Chairman)  295,000  – – 11,655 306,655  306,655 –
Caroline Foulger  62,774  35,766 88,956 – 187,496  187,496 –
Michael Goodwin  62,774  28,467  32,847 – 124,088  124,088 –
Thomas Hürlimann  62,774  28,467  52,212 – 143,453  143,453 –
Colin Keogh 75,182 35,037  48,000 – 158,219  158,219 –
Anne MacDonald  70,073  28,467  – –  98,540  98,540 –
Constantinos Miranthis  62,774  28,467  35,766 –  127,007  127,007 –
Lynn Pike  62,774  33,577  56,934 –  153,285  153,285 –
¹Benefits include life assurance and healthcare.
2Donna DeMaio was appointed as a Non Executive Director in November 2021.

Fees are paid in multiple currencies – 2021 fees were converted using £1: €1.16 and £1: $1.38. 2020 fees were converted using £1: €1.13 and £1: $1.37.

Membership of the Remuneration Committee
The Remuneration Committee members during the year were Caroline Foulger, Lynn Pike, Anne MacDonald, Thomas Hürlimann, 
Michael Goodwin, Constantinos Miranthis, Donna DeMaio (appointed November 2021) and Colin Keogh (Chairman).

Directors’ shareholding and share interests
To align their interests with those of Hiscox shareholders, senior managers are expected to own a minimum number of Hiscox 
shares. Executive Directors are required to hold Hiscox shares valued at 200% of salary within five years of becoming an  
Executive Director. Bronek Masojada has over 20 years’ service so his shareholding of 3,910% far exceeds the guidelines.  
Joanne Musselle has not yet been an Executive Director for five years, and her holding is 165%, using the closing share price  
on 31 December 2021. Aki Hussain has reached five years’ service this year and his holding is 154%, using the closing share price 
on 31 December 2021. Aki Hussain has previously met the full shareholding guideline and has not sold any shares since this date. 
Following his appointment to Group Chief Executive Officer, the number of shares he is expected to hold will increase, reflecting 
his higher salary. The Committee expects the shareholding guideline to be met within three years of appointment.

There is a post-employment shareholding guideline for Executive Directors which will apply for a period of two years from  
stepping down from the Board. This will be set at the level of the in-employment shareholding guideline for one year (or the  
actual shareholding on stepping down from the Board if lower) and at half of this amount for the following year.
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The interests of Executive and Non Executive Directors are set out below, including shares held by connected persons.

There have been no changes in the Director share interests between 31 December 2021 and 2 March 2022.

Directors

31 December 
2021

 6.5p ordinary 
 shares 
 number of shares 
 beneficial

31 December 
2020

 6.5p ordinary  
 shares 
 number of shares 
 beneficial

Executive Directors:
Bronek Masojada 3,029,920 3,014,825
Aki Hussain 91,786 80,786
Joanne Musselle 98,449 40,798
Non Executive Directors:
Robert Childs 1,213,162 1,208,502
Donna DeMaio* 0 0
Caroline Foulger 29,000 29,000
Michael Goodwin 12,678 12,678
Thomas Hürlimann 15,927 15,786
Colin Keogh 47,600 39,695
Anne MacDonald 40,251 39,893
Constantinos Miranthis 6,832 6,832
Lynn Pike 1,538 1,538
*Donna DeMaio was appointed as a Non Executive Director in November 2021.

Performance Share Plan (PSP)
Awards in the form of nil-cost options are granted under the PSP as a percentage of salary. All awards are subject to performance 
conditions. The interests of Executive Directors are set out below:

Name

 Number of  
 awards at

1 January 2021
 Number of  
 awards granted

 Number of  
 awards lapsed

 Number of  
 awards exercised

 Number of  
 awards at

31 December
2021

 Mid market price 
 at date of grant

£

 Average market 
 price at date of 
 exercise

£
 Date from  
 which released

Bronek Masojada 130,950 – – – 130,950 6.94 17-Mar-171

117,006 – – – 117,006 8.82 13-Apr-181

59,301 – – – 59,301 9.56 08-Apr-191

83,250 – (83,250) – – 14.88 06-Apr-21
82,000 – – – 82,000 15.46 08-Apr-22

156,000 – – – 156,000 7.00 15-May-23
– 187,612 – – 187,612 8.59 08-Apr-24

Aki Hussain 36,873 – – – 36,873 10.46 08-Apr-191

58,000 – (58,000) – – 14.88 06-Apr-21
63,250 – – – 63,250 15.46 08-Apr-22

120,500 – – – 120,500 7.00 15-May-23
– 144,436 – – 144,436 8.59 08-Apr-24

Joanne Musselle 32,361 – – (32,361) – 5.68 8.44 02-Apr-16
29,694 – – (29,694) – 6.94 8.44 17-Mar-17
24,750 – – (24,750) – 8.82 8.44 13-Apr-18
9,883 – – (9,883) – 9.56 8.44 08-Apr-19

30,000 – (30,000) – – 14.88 06-Apr-21
30,000 411 – (12,411) 18,000 15.46 8.59 08-Apr-222

120,500 – – – 120,500 7.00 15-May-23
– 144,436 – – 144,436 8.59 08-Apr-24

Total 1,184,318 476,895 (171,250) (109,099) 1,380,864
1Awards have vested but are unexercised.
240% of the award vested in 2021. Remaining 60% will vest in 2022 subject to performance conditions.

Sharesave Schemes
The interests of Executive Directors under the Sharesave Schemes are set out on the next page:

The scheme offers a three-year savings contract where the exercise price of the options is calculated on an average share price 
over five days prior to the invitation date, with a 20% discount. Sharesave options are not subject to performance.
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 Number of  
 options 
 at

1 January 2021
 Number of  
 options granted

 Number of  
 options lapsed

 Number of 
 options exercised

 Number of  
 options 
 at

31 December
2021

Exercise price
£

 Market price  
 at date  
 of exercise

£
 Date from which 
 exercisable Expiry date

Bronek Masojada 778 – (778) – – 11.56 01-May-21 31-Oct-21
– 2,500 – – 2,500 7.20 01-Jun-24 30-Nov-24

Aki Hussain – 2,500 – – 2,500 7.20 01-Jun-24 30-Nov-24
Joanne Musselle 1,557 – (1,557) – – 11.56 01-May-21 31-Oct-21

– 2,380 – – 2,380 7.56 01-Dec-24 31-May-25
Total 2,335 7,380 (2,335) – 7,380

Payments for loss of office
No payments were made during the year for loss of office.

Payments to past Directors
No payments were made to former Directors during the year.

Remuneration arrangements for the new Group Chief Executive Officer and new Group Chief Financial Officer
The Company announced on 22 July 2021 that Aki Hussain had been appointed as Group Chief Executive Officer with effect from 
1 January 2022. His remuneration package, which is in line with the Directors’ remuneration policy, was disclosed at the time and 
details are set out below.
•  Basic salary of £750,000 per annum. 
•  No change in pension allowance (10% of salary, which is aligned to the pension allowance for the UK’s workforce). 
•   No change to his annual bonus maximum opportunity (300% of salary) and Performance Share Plan award level (up to 250% 

of salary). 

As this is an internal hire, there are no buy-outs of forfeited incentive awards associated with the appointment. 

Aki’s appointment followed a full and independent process led by the Nominations and Governance Committee, supported by 
a leading search firm. This involved a global search and the assessment of internal and external candidates. The Remuneration 
Committee took into account a number of different factors and reference points when setting the Group Chief Executive Officer’s 
remuneration package, including the calibre and experience of Aki, evidenced by his performance as Group Chief Financial 
Officer, alongside his knowledge of the Hiscox Group, as well as considering market data, both for the UK and globally, with 
reference to our key international peers.

The Company announced on 21 December 2021, that Paul Cooper had been appointed as the Group Chief Financial Officer 
subject to regulatory approval. Details of his remuneration package, which is line with the Directors’ remuneration policy, were 
disclosed at the time and are set out below.
•  Basic salary of £525,000 per annum. 
•  Pension allowance of 10% of salary, which is aligned to the pension allowance for the UK’s workforce.
•  Annual bonus maximum opportunity of 300% of salary.
•  Performance Share Plan award of up to 250% of salary per annum.

Paul will receive awards to compensate for remuneration arrangements forfeited on leaving his previous employer. These will 
remain subject to performance conditions where appropriate and mirror the form and time horizons of forfeited awards. Full 
disclosure will be made in the 2022 annual report on remuneration.

Remuneration arrangements for the outgoing Group Chief Executive Officer
Bronek Masojada stepped down as Group Chief Executive Officer and as an Executive Director of Hiscox Ltd with effect from  
31 December 2021. Following his retirement from the Board, Bronek is continuing as an employee of Hiscox. Accordingly, he  
has received no loss of office payment in respect of his services as a Director. In his new role, he will provide strategic advice as a 
Director for key subsidiaries. This will enable Hiscox to continue to benefit from Bronek’s considerable experience including over 
20 years as Group Chief Executive Officer of the Company.

As he had served a full year as an Executive Director, Bronek Masojada was considered for an annual incentive award in respect 
of 2021, in line with other Executive Directors. Details of such payment and the deferral which applies are set out in this report. 
As Bronek will continue to be a Hiscox employee, he will retain (in accordance with the plan rules) his Performance Share Plan 
awards consisting of 156,000 shares (in respect of the 2020 award) and 187,612 shares (in respect of the 2021 award). These 
Performance Share Plan awards will remain subject to the existing vesting dates, performance conditions and holding periods.  
As an employee, he will retain his outstanding options under the Sharesave Scheme in accordance with the rules of the scheme. 
The post-employment shareholding requirement as set out in the Annual Report on Remuneration will apply for a period of two 
years from the date he steps down from the Board.
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Implementation of remuneration policy for 2022

Salary
Annual salary reviews take effect from April each year. The Committee takes account of a number of factors, primarily the increase 
applied to other UK-based employees. The Committee applies judgement when using external market data.

There is no further salary increase for Aki Hussain following his appointment as Group Chief Executive Officer on 1 January 2022.  
Paul Cooper’s annual salary as Group Chief Financial Officer is shown below, effective from his start date in 2022. From 
1 April 2022, Joanne Musselle’s salary will be increased by 2.2%, which is below the average UK employee increase.

2022
£

Aki Hussain 750,000 
Paul Cooper 525,000 
Joanne Musselle 525,000 

Annual bonus
The maximum opportunity for the year ending 31 December 2022 will remain unchanged from 2021, being 300% of salary for both 
the Group Chief Executive Officer and Group Chief Financial Officer and 400% of salary for the Group Chief Underwriting Officer. 
The bonus for the incoming Group Chief Financial Officer will be pro-rata for 2022 for time in role. In determining the bonuses to be 
paid to Executive Directors, the Committee bases its judgements on both the performance of the Group and a robust assessment 
of individual performance. Bonuses will not be paid unless the Group’s performance exceeds a given ROE threshold. This 
threshold and the ranges used to support the Committee’s decision-making are considered to be commercially sensitive at this 
time and will be disclosed in the 2022 Directors’ remuneration report, together with an overview of the individual objectives set  
and performance against these.

Performance Share Plan (PSP) 
In line with our shareholder-approved remuneration policy, the maximum opportunity for the awards to be granted to the  
Executive Directors in 2022 will be 250% of salary. Awards will continue to be based on a three-year performance period followed 
by a two-year holding period.

For 2022, 60% of awards will continue to be based on stretching growth in NAV plus dividends targets, measured on a per-share 
basis with 40% based on relative TSR against a group of global insurance peers.

The Committee considers that growth in NAV continues to be a key metric for the PSP given that our strategy is built around the 
objective of generating long-term shareholder value and NAV is aligned with shareholder value creation. The targets for the 2022 
awards are unchanged from those set out in the 2020 Directors’ remuneration report and the Committee considers that they are 
very stretching targets in the current environment.

Growth in NAV plus dividends measured on a per-share basis Award vesting (% of maximum)*

Less than RFR + 6% p.a. 0
RFR + 6% p.a. 16
RFR + 14% p.a. 80
Equal to or greater than RFR +17% p.a. 100
The risk-free rate (RFR) will be 0% for 2022.

*Applies to 60% of awards. Straight-line vesting in between each point.
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Relative total shareholder return has been selected as a measure for the 2022 awards to complement the absolute NAV metric 
and is aligned to our strategy of generating long-term value for shareholders, benchmarking those returns versus our closest listed 
peers. The vesting schedule for the element of the award based on TSR is set out below.

Relative TSR Award vesting (% of maximum)*

Below median 0
Median 20
Upper quartile 100
*Applies to 40% of awards. Straight-line vesting in between each point.

The peer group will consist of the following 24 companies: Admiral Group, Alleghany, American Financial Group, Arch Capital, Argo, Axis Capital, Beazley, 
Conduit, Cincinnati Financial, CNA Financial, Direct Line Insurance Group, Everest Re, Fairfax Financial Holdings, Hanover Insurance, James River Group,  
Kinsale Capital Group, Lancashire Holdings, Markel, QBE, Renaissance Re, RLI, SCOR, White Mountains Insurance Group, and WR Berkley.

Non Executive Director fees
The Non Executive Director fees which apply for 2022 are set out below. These remain unchanged from 2021, but may be subject 
to further review during 2022.

 2022 
 fees

Board Chairman and subsidiary services £295,000
Basic fee $86,000
Additional fees for:
Audit Committee Chair $26,000
Audit Committee member $16,000
Remuneration Committee Chair $18,000
Remuneration Committee member $9,000
Risk Committee Chair $17,000
Risk Committee member $10,000
Nominations and Governance Committee member $4,000
Senior Independent Director fee $17,000
Employee Liaison fee $10,000
Bermuda Committee fee $10,000
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Other remuneration matters

External Non Executive Directorships
Executive Directors may not accept any external appointment that may give rise to a conflict of interest, and all external 
appointments require the consent of the Chairman. During the year, Bronek Masojada held Directorships on the Board of the 
Association of British Insurers and Pool Reinsurance Company Limited and was Chair of Policy Placement Limited. Bronek 
Masojada was remunerated £43,000 for his Directorship at Pool Reinsurance Company Limited. Aki Hussain held a Directorship  
at Visa Europe Limited and received a fee of £115,000. Joanne Musselle was remunerated £18,500 for her Directorship at Realty.

External advisors
The Committee received independent advice from Deloitte, who were appointed by the Committee in 2013 following a competitive 
tender process. Deloitte is a founder member of the Remuneration Consultants Group and, as such, voluntarily operates under its 
code of conduct. During the year, Deloitte’s executive compensation advisory practice advised the Committee on developments 
in market practice, corporate governance and institutional investor views, and on the development of the Company’s incentive 
arrangements. Total fees for advice provided to the Committee during the year were £96,200 based on a time and materials basis.

The Committee regularly reviews the advice it receives and is satisfied that this has been objective and independent. During the 
year Deloitte also provided the Company with other tax and consulting services.

In addition to the external advisors, the Group Chief Executive Officer and Group Chief Human Resources Officer attend the 
Committee meetings by invitation and provided material assistance to the Remuneration Committee during the year. No Director 
or Committee member was involved in determining their own remuneration during the year.

Statement of shareholder voting
At the AGM on 13 May 2021, the annual report on remuneration received the votes below from shareholders. While the Director’s 
remuneration policy was not voted on in the most recent AGM, results from the last policy vote are included below.

 Annual remuneration report 
(13 May 2021)

 Remuneration policy 
(14 May 2020)

For 276,848,268 230,333,655
% 98.80% 95.86%
Against 3,364,342 9,949,668
% 1.20% 4.14%
Withheld 10,572 32,597
Total votes 280,223,182 240,315,920
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 Total shareholder return performance
The graph below shows the total shareholder return of the Group against the FTSE All-Share and FTSE Non-Life Insurance 
indices. These reference points have been shown to assess performance against the general market and industry peers.  
Between December 2011 and 2021, Hiscox delivered total shareholder return of 148%.

Group Chief Executive Officer historic remuneration
The table below shows the single total remuneration figure for the Group Chief Executive Officer for the past ten years.

2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

CEO single  
figure of 
remuneration (£) 1,938,759 2,341,737 3,130,535 3,358,894 3,970,466 2,394,428 1,818,086 698,196 717,243 1,332,964
Annual bonus  
as percentage  
of current max 46 51 44 39 64 0 9 0 0 30
PSP vesting 
as percentage 
of maximum 
opportunity 39 53 100 100 100 85 47 0 0 0

Prior to 2015, the annual bonus was operated on an uncapped basis. In order to facilitate comparison, a cap has been  
applied retrospectively.
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 Comparator data
Remuneration for the wider workforce
The Remuneration Committee receives information on Group-wide remuneration policies and uses internal and external 
measures to assess the appropriateness of the remuneration policy and outcomes for Executive Directors. During the year, the 
Committee reviewed information on market levels of pay in our peer group, bonus pools split by business area, levels of share plan 
participation and pay ratios between Executives and average employees. No employees were furloughed and all were offered 
flexible working options to help juggle the demands of work life and home life during 2021. Our annual employee engagement 
survey gives all our employees the opportunity to provide honest feedback on how they feel about Hiscox. We also have an 
employee engagement network, led by our Employee Liaison and Non Executive Director, Anne MacDonald, where employees 
can provide feedback on a range of topics including pay, which we included as a specific agenda item this year.

Group Chief Executive Officer pay ratio
The Group Chief Executive Officer’s total remuneration compared with the median (50th percentile) remuneration of the 
Company’s UK employees as at 31 December 2021 is shown below, along with the 25th and 75th percentiles.

We selected calculation method ‘Option A’ as it is the more robust approach and favoured by investors. This method captures all 
pay (excluding overtime due to its volatility) and benefits for the financial year to 31 December 2021 and aligns with how the ‘single 
figure’ table is calculated (from which there has been no deviation). Part-time employee single figures were annualised to provide 
more meaningful comparison.

Full year
 Calculation 
 methodology

P25
(lower quartile)

P50
 (median)

P75
(upper quartile)

2021 A 34:1 20:1 12:1
2020 A 20:1 12:1 8:1
2019 A 19:1 11:1 7:1

The table below shows the salary and total remuneration of each employee at the 2021 quartile positions.

2021 P25
£

P50
£

P75
£

Salary 32,869 57,000 90,000 
Total remuneration 39,344 67,442 108,927 

The Committee has considered the pay data for the three employees identified and believes that it fairly reflects pay at the 
relevant quartiles among the UK employee population. The ratios have increased this year primarily as a result of annual bonuses 
being paid to all employees. The total remuneration of our most senior executives, including the Group Chief Executive Officer, 
is more highly weighted to variable remuneration, so in years when bonuses are paid, the ratios will increase. The Committee is 
comfortable that the pay ratio for 2021 aligns to the pay and progression policies for employees, in particular that pay is truly linked 
to performance and that individuals are appropriately motivated and rewarded according to their knowledge and seniority within 
the business.
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 Percentage change in remuneration of the Board Directors
The table below shows the percentage change in remuneration for each Executive and Non Executive Director, between the year 
ended 31 December 2020 and 31 December 2021. Salary and bonus are compared against all employees globally, benefits are 
compared against all UK-based employees, reflecting the location of the Executive Directors.

2020 % change 2021 % change

Salary/fees Benefits Bonus2 Salary/fees Benefits Bonus2

All employees1 4.3 5.9 (36.1) 1.8 (3.7) 147
Executive Directors:
Bronek Masojada 2.8 2.7 N/A 2.2 1.9 N/A
Aki Hussain 2.8 (6.9) N/A 2.2 3.3 N/A
Joanne Musselle3 – – N/A 22.1 21.6 N/A
Non Executive Directors:4

Robert Childs 1.7 (1.7) – – 10.4 –
Donna DeMaio5 N/A N/A N/A N/A – –
Caroline Foulger (3.2) – – (1.5) – –
Michael Goodwin 4.2 – – (0.7) – –
Thomas Hürlimann (2.0) – – (1.4) – –
Colin Keogh6 (2.5) – – 32.4 – –
Anne MacDonald 2.2 – – (0.7) – –
Constantinos Miranthis (5.2) – – 5.0 – –
Lynn Pike (6.3) – – (0.7) – –
1 Median employee salary, benefits and bonus have been calculated on a full-time equivalent basis. Salary and benefits are calculated as at 31 December, bonus is 
that earned during the year ending 31 December.

2No bonuses were paid to Executive Directors in respect of 2020. 
3Joanne Musselle was appointed to the Board on 2 March 2020.
4Non Executive Director fees are subject to exchange rate fluctuations.
5Donna DeMaio was appointed as a Non Executive Director in November 2021.
6Colin Keogh assumed the responsibility of Chair of a regulated subsidiary in 2021 and received an increased fee of £52,000.

Relative importance of the spend on pay
The charts below show the relative movement in profit, shareholder returns and employee remuneration for the 2020 and 2021 
financial years. Shareholder return for the year incorporates the distribution made in respect of that year. Employee remuneration 
includes salary, benefits, bonus, long-term incentives and retirement benefits. Profit is the ultimate driver behind the performance 
metrics of the bonus and long-term incentive schemes. Profit before tax can be located on page 142.

Profit/(loss) before tax ($m)
+171 (% change)

Dividend and return of 
capital to shareholders ($m)

Total employee remuneration ($m)
+9.5 (% change)

(268)

0

348

191

118

381

2020 2020 20202021 2021* 2021

* Includes a final dividend in respect of the year 
ended 31 December 2021 of 23.0¢ per share, 
subject to shareholder approval.
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Remuneration policy

Future policy table
Executive Director remuneration

Base salary

Purpose and link to strategy Fixed-pay elements enable the Company to be competitive in the recruitment market when 
looking to employ individuals of the calibre required by the business.

Operation Base salary is normally reviewed annually, taking into account a range of factors including 
inflation rate movements by country, relevant market data and the competitive position of  
Hiscox salaries by role.

Individual salaries are set by taking into account the above information as well as the individual’s 
experience, performance and skills, increases to salary levels across the wider Group and  
overall business performance.

By exception, an individual’s salary may be amended outside of the annual review process.

Maximum potential value The salaries for current Executive Directors which apply for 2022 are set out on page 108.

Executive Directors’ salary increases will normally be in line with overall employee salary 
increases in the relevant location.

Increases above this level may be considered in other circumstances as appropriate (for  
example, to address market competitiveness, development in the role, or a change in role  
size, scope or responsibility).

Performance metrics Individual and business performance are taken into account when setting salary levels.

Application to broader 
employee population

Process for review of salaries is consistent for all employees.

Hiscox has a forward-looking remuneration policy for its Board members. 
The policy was approved at the 2020 AGM and is replicated below, including how it will be implemented for Executive Directors in 
2022 shown in italics. The original policy can be viewed in the 2019 Annual Report and Accounts at hiscoxgroup.com.
 

https://hiscoxgroup.com
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 Future policy table
Executive Director remuneration

Benefits (including retirement benefits)

Purpose and link to strategy Fixed-pay elements enable the Company to be competitive in the recruitment market when 
looking to employ individuals of the calibre required by the business.

Operation Retirement benefits
These vary by local country practice but all open Hiscox retirement schemes are based 
on defined contributions or an equivalent cash allowance. This approach will be generally 
maintained for any new appointments other than in specific scenarios (for example, local  
market practice dictates other terms). For current Executive Directors, a cash allowance  
of up to 10% of salary is paid in lieu of the standard employer pension contribution, or a 
combination of pension contributions and cash allowance, totalling 10% of salary.

Certain Board members retain legacy interests in closed defined benefit schemes. However,  
there is no entitlement to any further accrual under these schemes.

Other benefits
Benefits are set within agreed principles but reflect normal practice for each country. Hiscox 
benefits include, but are not limited to: health insurance, life assurance, long-term disability 
schemes and participation in all-employee share plans such as the Sharesave Scheme. 
Executive Directors are included on the directors and officers’ indemnity insurance.

The Committee may provide reasonable additional benefits based on the circumstances  
(for example, travel allowance and relocation expenses) for new hires and changes in role.

Maximum potential value Set at an appropriate level by reference to the local market practice and reflecting individual  
and family circumstances.

Pension benefits will be in line with the standard employer contribution taking into account any  
local requirements. 

Performance metrics None.

Application to broader 
employee population

Executive Directors’ benefits are determined on a basis consistent with all employees.
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Future policy table
Executive Director remuneration

Annual bonus

Purpose and link to strategy To reward for performance against the achievement of financial results over the financial year  
and key objectives linked to the strategic priorities.

To provide a direct link between reward and performance.
 
To provide competitive compensation packages.

Operation Executive Directors participate in profit-related bonus pools.

Bonus pools are calculated at a business unit level and for the Group as a whole on the basis of 
Group financial results. For 2022, the bonus pool will be funded by a set percentage of profits 
on achievement of a hurdle rate of ROE. The bonus for prior years was determined on a similar 
basis. Further detail is set out on page 102.

For Executive Directors, individual allocations from the pool are determined by the  
Remuneration Committee based on a judgement of various factors including:
p  size of the Group bonus pool;
p  results of business area (where relevant);
p  individual performance, including non-financial and strategic factors; and
p  consideration of risk.

Amounts are paid in accordance with the bonus deferral mechanism described on page 117. 
Bonus awards are non-pensionable.

Bonus awards are subject to malus and clawback provisions as described in the notes to the  
policy table on page 121.

Maximum potential value The maximum bonus opportunity for the Executive Directors will be as follows:
p  Group Chief Executive Officer and Group Chief Financial Officer – 300% of salary;
p  Group Chief Underwriting Officer – up to 400% of salary.

Where performance is deemed to be below a predetermined hurdle, payouts will be nil.

The total of individual bonuses paid to Executive Directors for a year will not normally  
exceed 15% of the total pool. If the number of Executive Directors increased in the future,  
this percentage would be adjusted as required.

Performance metrics Performance is measured over one financial year.

Bonus pools are determined based on financial performance against a hurdle (reviewed  
annually). Performance at or above this hurdle is rewarded and where performance falls below  
this hurdle, payouts will be nil. Financial performance is therefore the main determinant of  
overall bonus payouts.

In determining the level of bonuses awarded, the Committee also considers a range of  
other factors including the achievement of stretching personal and strategic objectives  
during the relevant year together with a consideration of risk, ensuring a robust assessment  
of performance.

Application to broader 
employee population

The operation of the annual incentive is consistent for the majority of employees across  
the Group.

Arrangements tailored to roles and responsibilities are operated for selected positions.  
Bonuses for more junior employees are calculated using a more formulaic approach.  
Further details are set out on page 102.
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Future policy table
Executive Director remuneration

Bonus deferral

Purpose and link to strategy To encourage retention of employees.

To facilitate and encourage share ownership in order to align senior employees with  
Hiscox shareholders.

Operation Larger bonuses are normally deferred over a three-year period and paid subject to continuing 
service as explained in the table below.

Deferral points are determined based on the currency in which the Executive Director’s salary  
is paid and are normally as follows:

Bonus of £50,000, €75,000, $100,000,  
and below

Bonus above £50,000 and below £100,000 

Bonus above €75,000 and below €150,000 

Bonus above $100,000 and below $200,000
 

Bonus above £100,000, €150,000, $200,000

Paid shortly after the end of the financial year  
in which the bonus was achieved.

£50,000, €75,000, $100,000, paid shortly  
after the end of the financial year in which the 
bonus was achieved. 

Balance of bonus split 50% to be paid after  
year two (24 months after the start of the  
bonus year), and 50% after year three  
(36 months after the start of the bonus year).

50% of bonus paid shortly after the end of the 
financial year following the announcement  
of results.

Balance of bonus split 50% to be paid after  
year two, and 50% after year three.

Participants are able to (subject to any local tax/legal/regulatory restrictions) draw deferred 
bonuses early in certain circumstances in order to enable the acquisition of Hiscox shares.  
Such amounts remain subject to continued employment.

The Remuneration Committee can agree to early payment of deferred bonuses to Executive 
Directors on an exceptional basis at their discretion.

Deferred awards are subject to malus and clawback provisions as described in the notes to the 
policy table on page 121.

Maximum potential value In accordance with the operation of the annual bonus.

Performance metrics In accordance with the operation of the annual bonus.

Application to broader 
employee population

Approach is consistent for all employees across the Group who are awarded a sizeable bonus.
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Future policy table
Executive Director remuneration

Performance Share Plan (PSP)

Purpose and link to strategy To motivate and reward for the delivery of long-term objectives in line with business strategy. 

To encourage share ownership among participants and align interests with shareholders. 

To provide competitive compensation packages for senior employees.

Operation Awards are granted under, and governed by, the rules of the PSP as approved by shareholders 
from time to time.

Share awards (typically structured as either conditional awards or nil cost options) are made at  
the discretion of the Remuneration Committee.

Awards normally vest after a three-year period subject to the achievement of performance 
conditions. An additional holding period, which is currently two years, may also apply.  
Further details are set out on pages 104 to 106.

Awards are generally subject to continued employment; however, awards may vest to leavers in 
certain scenarios (for example, ‘good’ leaver circumstances).

Dividends (or equivalents) may accrue on vested shares prior to release. Awards are subject to 
malus and clawback provisions as described in the notes to the policy table on page 121.

Maximum potential value Maximum annual grant of up to 250% of salary in respect of any one financial year.

Performance metrics The performance conditions for awards are set to align with the long-term objectives of  
the Company.

The Committee reviews the targets prior to each grant to ensure that they remain appropriate.

Currently, the performance measures are linked to the achievement of growth in net asset value 
plus dividends, measured on a per-share basis, over the performance period. For 2021 and  
2022 awards, an additional measure of relative TSR will also apply.

For delivery of the threshold hurdle, up to 20% of the relevant award will vest. For full vesting,  
the stretch hurdle needs to be met in full. 

The discretions available to the Committee in assessing the achievement of the performance  
target are as set out in the notes to the policy table on page 121.

Where the Committee considers it appropriate to do so, under the plan rules the Committee is  
able to modify performance criteria for outstanding awards on the occurrence of certain events 
(for example, major disposal).

Application to broader 
employee population

Participation in this plan is restricted to Executive Directors and other senior individuals.
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Future policy table
Executive Director remuneration

Shareholding guidelines

Purpose and link to strategy To ensure Executive Directors are aligned with shareholder interests.

Operation Within five years of becoming an Executive Director, individuals will normally be expected to have 
acquired an interest in Hiscox shares valued at 200% of salary. Shares owned by the Executive 
Director (and any connected person) count towards the guidelines as do shares subject to any 
vested but unexercised PSP award (net of assumed taxes).

Executive Directors are normally expected to remain aligned with the interests of shareholders  
for an extended period after leaving the Company. Executive Directors will typically be expected  
to retain a shareholding at the level of the in-employment shareholding guideline for one year  
(or the actual shareholding on stepping down, if lower) and at half of this amount for the following 
year, unless the Committee determines otherwise in exceptional circumstances. 

Maximum potential value N/A.

Performance metrics N/A.

Application to broader 
employee population

Executive Directors are required to hold more shares than other senior managers.

Post-employment shareholding guidelines only apply to Executive Directors.
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Future policy table
Non Executive Director remuneration

General approach The total aggregate fees payable are set within the limit specified by the Company’s Bye-laws.  
The fees paid are determined by reference to the skills and experience required by the Company  
as well as the time commitment associated with the role. The decision-making process is 
informed by appropriate market data. Non Executive Directors are not eligible for participation in 
the Company’s incentive plans. Travel and other reasonable expenses incurred in the course of 
performing their duties are reimbursed to Non Executive Directors (including any tax thereon  
where these are deemed to be taxable benefits). Non Executive Directors are included on the 
directors and officers’ indemnity insurance.

The current fees payable to Non Executive Directors are set out on page 105.

Chairman The Chairman typically receives an all-inclusive fee in respect of the role. In addition to his fees  
the Chairman may be provided with incidental benefits, for example, private healthcare and  
life assurance (including any tax thereon where these are deemed to be taxable benefits).  
The remuneration of the Chairman is determined by the Committee. 

Non Executive Directors Non Executive Directors receive an annual fee in respect of their Board appointments together 
with additional compensation for further duties (for example, Board Committee membership  
and chairmanship). The fees for the Non Executive Directors (excluding the Chairman) are 
determined by the Governance and Nominations Committee.
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Notes to the policy table
Performance measures, target setting 
and assessment 
The performance targets for the annual 
bonus and share plan awards to 
Executive Directors are closely aligned  
with the Company’s short-term and 
long-term objectives. The intention is 
to provide a direct link between reward 
levels and performance.

The Company operates a bonus pool 
approach for the annual incentive.  
This ensures that both individual 
bonus levels and overall spend are 
commensurate with the performance  
of the Company. The Committee  
applies judgement based on a range  
of factors (as described in the table  
on page 116) to ensure that outcomes  
for Executive Directors are based  
on performance in-the-round  
rather than on a formulaic outcome.  
The profit pool approach currently  
used ensures that overall bonus  
amounts are aligned to the  
performance of the Company and  
remain appropriate and affordable.

PSP performance measures are intended 
to motivate and reward participants to 
deliver long-term Company success. 
The Committee considers performance 
metrics and targets prior to the grant of 
each award to ensure that these remain 
suitable and relevant.

It is the intention of the Committee 
that the vesting of PSP awards should 
normally reflect the outcome of the 
performance measures set, although 
the Committee has the ability to apply 
independent judgement to ensure  
that the outcome is a fair reflection  
of the performance of the Company  
and individual over the performance 
period. When making this judgement,  

the Committee has scope to consider 
any such factors as it deems relevant.

Detailed provisions
The Committee may make minor 
changes to this remuneration policy  
to aid in its operation or implementation  
(for example, for regulatory or 
administrative purposes), provided  
that any such change is not to the 
material advantage of Directors.  
The Committee may continue to  
operate the share awards under the  
2006 and 2016 PSP in accordance  
with the rules (for example, the  
treatment of awards in the context of 
a change of control or other forms of 
corporate restructure).

The Committee may continue to satisfy 
remuneration payments and payments 
for loss of office (including the exercise  
of any discretions available to the 
Committee in connection with such 
payments) where the terms of the 
payment were: 
p   agreed before 15 May 2014 when 

the first approved remuneration 
policy came into effect;

p   agreed before the policy set out 
above came into effect, provided 
that the terms of the payment  
were consistent with the 
shareholder-approved Directors’ 
remuneration policy in force at  
the time they were agreed; or

p   agreed at a time when the relevant 
individual was not a Director of the 
Company and, in the opinion of  
the Committee, the payment 
was not in consideration for the 
individual becoming a Director of 
the Company. 

For these purposes, such payments 
include the Committee satisfying awards 
of variable remuneration.

Malus and clawback provisions
Deferred bonus awards and PSP awards 
granted for 2020 onwards are subject to 
malus and clawback provisions as set 
out below. The Committee may, in its 
absolute discretion, determine at  
any time prior to the vesting of an  
award to reduce, defer, cancel or  
impose further conditions in the  
following circumstances:
p   a retrospective material restatement 

of the audited financial results of 
the Group for a prior period error in 
accordance with IAS 8;

p   an error in assessing a performance 
condition applicable to the award or 
in the information or assumptions 
on which the award was granted,  
or vests;

p   actions of gross misconduct or 
material error, including fraud, by 
the participant or their team;

p   significant reputational or financial 
damage to the Company (as a result 
of the participant’s conduct).

Annual bonus and PSP awards granted 
to Executive Directors shall also be 
subject to clawback provisions for up to 
two years from the date of vesting in the 
above circumstances.

The malus and clawback provisions that 
apply to awards made prior to 2020 are 
as set out in the relevant remuneration 
policy as at the date of award.
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Recruitment policy
A new hire will ordinarily be remunerated 
in accordance with the policy described 
in the table on the previous pages. In 
order to define the remuneration for 
an incoming Executive Director, the 
Committee will take account of:
p   prevailing competitive pay levels  

for the role;
p   experience and skills of  

the candidate;
p   awards (shares or earned bonuses) 

and other elements which will be 
forfeited by the candidate;

p   transition implications on initial 
appointment; and

p  the overall Hiscox approach.

A ‘buy-out’ payment/award may be 
necessary in respect of arrangements 
forfeited on joining the Company. The 
size and structure of any such buy-out 
arrangement will take account of relevant 
factors in respect of the forfeited terms 
including potential value, time horizons 
and any performance conditions which 
apply. The objective of the Committee  
will be to suitably limit any buy-out  
to the commercial value forfeited by  
the individual.

On initial appointment (including interim 
Director appointments) the maximum 
level of variable remuneration (excluding 
any buy-outs) is capped at the maximum 
level set out in the policy table on pages 
114 to 120. Within these limits and where 
appropriate the Committee may tailor 
the award (for example, time frame, 
form, performance criteria) based 
on the commercial circumstances. 
Shareholders would be informed of 
the terms for any such arrangements. 
Ordinarily, it would be expected that 
the package on recruitment would be 
consistent with the usual ongoing  
Hiscox incentive arrangements.

On the appointment of a new Non 
Executive Chairman or Non Executive 
Director, the fees will normally be 
consistent with the policy. Fees to Non 
Executives will not include share options 
or other performance-related elements.

Service contracts
It is the Company’s policy that Executive 
Directors should have service contracts 
with an indefinite term which can be 
terminated by the Company by giving 
notice not exceeding 12 months or by the 
Director by giving notice of six months.

Non Executive Directors are appointed 
for a three-year term, which is renewable, 
with three months’ notice on either side, 
no contractual termination payments 
being due and subject to re-election 
pursuant to the Bye-laws at the Annual 
General Meeting. The contract for the 
Chairman is subject to a six-month  
notice provision on either side.

The terms set out in the service contracts 
for the current Executive Directors do not 
allow for any payments that are not in line 
with this policy.

Policy on payment for loss of office
Subject to the execution of an appropriate 
general release of claims an Executive 
Director may receive on termination of 
employment by the Company:

1. Notice period of up to 12 months
In the normal course of events, an 
Executive will remain on the payroll but 
may be placed on gardening leave for 
the duration of the notice period (or until 
they leave early by mutual agreement, 
whichever is sooner). During this period 
they will be paid as normal, including 
base pay, pension contributions (or cash 
allowance as appropriate) and other 
benefits (for example, healthcare).

In the event of a termination where  
Hiscox requests that the Executive 
Director ceases work immediately, a 
payment in lieu of notice may be made 
that is equal to fixed pay, pension 
entitlements and other benefits 
(benefits may continue to be provided). 
Payments may be made in instalments 
and would ordinarily be subject to 
mitigation should the individual find 
alternative employment during the 
unexpired notice period.

2. Bonus payment for the financial year 
of exit
The Committee may pay a bonus 
calculated in line with the normal bonus 
scheme timings and performance 
metrics. The bonus amount would 
normally be pro-rated depending on  
the proportion of the financial year  
which has been completed by the  
time of the termination date.

3. Release of any deferred bonuses
All outstanding bonuses deferred from 
the annual incentive scheme will normally 
be paid in full at the normal vesting date.

4. Unvested Performance Share  
Plan awards
Treatment would be in accordance 
with the plan rules and relevant grant 
documentation. The intended approach 
is summarised below.
p   Awards will vest in line with the 

normal plan vesting date (unless the 
Committee determines otherwise). 
Awards vest to the extent that the 
relevant performance target is 
considered to have been met.

p   The award will normally be  
pro-rated to reflect the period 
which has elapsed from the 
commencement of the award to 
the date of termination unless the 
Committee determines otherwise.



Chapter 3 62
Governance

Chapter 4 94
Remuneration
Remuneration policy

Chapter 5 128
Shareholder 
information

Chapter 6 134
Financial  
summary

Chapter 2 16
A closer look

Chapter 1 4
Performance  
and purpose

123Hiscox Ltd Report and Accounts 2021

 

If the departing Executive Director 
does not sign a release of claims, they 
would normally be entitled to payments 
defined under point 1 only. In the event 
that the Executive is dismissed for 
gross misconduct, they would forfeit 
any payments under UK and Bermuda 
employment law. In the event of a 
voluntary resignation to join another 
company, no payments would normally 
be made other than remaining on the 
payroll, with associated benefits,  
during the contractual notice period  
of six months.

The Committee may also make a 
payment in respect of outplacement 
costs, legal fees and costs of settling  
any potential claims where appropriate.

5. Change of control
In the event of a change of control, 
outstanding PSP awards will normally 
vest early to the extent that the 
performance condition, as determined 
by the Committee in its discretion,  
has been satisfied and, unless the 
Committee determines otherwise,  
would be pro-rated to reflect the 
period which has elapsed from the 
commencement of the award to the  
date of the relevant corporate event.

Deferred bonus awards will vest in  
full. Outstanding awards under  
all-employee share plans will be  
treated in accordance with the  
relevant plan rules.

Consideration of employment 
conditions elsewhere 
At Hiscox we encourage employees  
to share in the Group’s success  
through competitive pay, profit and  
performance-related bonuses,  
all-employee share plans and a  
generous benefits package.

Salary reviews are applied consistently 
throughout the Group, ensuring 
employees are paid fairly in line with  
their responsibilities, experience  
and the market rate for the role. All 
employees (including Executive Directors) 
are encouraged to become Hiscox 
shareholders through our SAYE schemes. 
Employees participate in a discretionary 
profit-related bonus scheme, with the 
overall level of payout based primarily 
on financial performance. From 2021, a 
separate individual and strategic element 
has been introduced for employees  
below Board level to incentivise and 
reward individual contribution and 
delivery of key strategic objectives.

Remuneration for the most senior 
executives, including the Group 
Chief Executive Officer is more highly 
performance-geared towards the longer 
term in order to encourage delivery of 
strong returns across the insurance 
cycle and create sustainable long-term 
value for our shareholders. Senior 
employees participate in a performance 
share plan with awards normally vesting 
after a three-year period subject to the 
achievement of performance conditions. 
An additional holding period applies for 
Executive Directors.

While the Committee did not consult 
directly with the broader workforce on 
the remuneration policy for Executive 
Directors, we have introduced a process 
by which employee views are gathered 
on a range of topics and presented to  
the Board.

The Remuneration Committee also 
receives an update on the broader 
workforce remuneration policies and 
practices during the year which informs 
the Committee’s consideration of the 
policy for Executive Directors.

Consideration of shareholder views
Hiscox regularly discusses remuneration 
policy matters with a selection of 
shareholders. The Remuneration 
Committee takes into consideration  
the range of views expressed in making 
its decisions.

The Committee consulted with major 
shareholders during 2019 and took 
shareholders’ feedback into account 
when finalising the revised 2020 policy. 
In anticipation of introducing TSR as an 
additional performance metric for the 
PSP in 2021, the Committee wrote to 
major shareholders, ISS, Glass Lewis 
and the Investment Association. All 
responses received were positive and  
no major concerns were raised.
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Maximum Max with
share price

appreciation

On target

100%

736

Below target

29%

39%

38%

5,238

32%

2,570

4,404

45%

17% 14%

38%

48%

Illustration of application of the remuneration policy
(£000s)

Chief Executive Chief Financial Officer Chief Underwriting Officer

	Long-term variable remuneration
	Annual variable remuneration
	Fixed remuneration

100%

568

29%

39%

32%

1,980

3,393

45%

17% 14%

38%

48%

Maximum Max with
share price

appreciation

On targetBelow target

4,034

38%

100%

569

25%

46%

33%

53%

3,907

45%

14% 13%

Maximum Max with
share price

appreciation

On targetBelow target

42%

4,549

29%

2,239

The charts above have been compiled using the following assumptions.

Fixed remuneration Fixed reward (base salary, benefits and retirement benefit).
p   Salary with effect from 1 April 2021.
p   Benefits as received during 2021, as disclosed in the Executive Director remuneration  

table on page 100.
p   Retirement benefit as received during 2021, as disclosed in the Executive Director 

remuneration table on page 100.

Variable remuneration Assumptions have been made in respect of the annual incentive and the PSP for the purpose  
of these illustrations.
p   Annual incentive: the amounts shown in the scenarios are for illustration only. In practice,  

the award would be determined based on a range of performance factors and therefore 
vary depending on the circumstances. The maximum award reflects the incentive caps 
described at the beginning of this report.

p   PSP: scenario analysis assumes awards are granted at the maximum level set out in the 
policy table on page 118. In practice, award levels are determined annually and are not 
necessarily granted at the plan maximum every year.
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 Performance scenarios

Below target performance Fixed reward only.

On target performance Fixed reward plus variable pay for the purpose of illustration as follows. 
p   Annual incentive: assume a bonus equivalent to 50% of the maximum opportunity. 
p   PSP: assume vesting of 50% of the maximum award.

Maximum performance Fixed reward plus variable pay for the purpose of illustration as follows.
p   Annual incentive: maximum bonus equivalent to 300% of salary for the Group Chief 

Executive Officer and Group Chief Financial Officer and 400% of salary for the Group  
Chief Underwriting Officer. 

p   PSP: vesting of 100% of the maximum award.

Maximum performance with 
share price appreciation

Fixed reward plus variable pay for the purpose of illustration as follows.
p   Annual incentive: maximum bonus equivalent to 300% of salary for the Group Chief 

Executive Officer and Group Chief Financial Officer and 400% of salary for the Group  
Chief Underwriting Officer. 

p   PSP: vesting of 100% of the maximum award plus assumed share price growth of 50%.




