
Alignment to strategy and culture, ensuring risk mitigation and supporting clarity, simplicity, 
proportionality and predictability
Ensuring that our Directors’ remuneration arrangements support the delivery of the Evolve strategy is important to the Committee, 
and this is achieved through aligning the performance measures and targets used in our incentive schemes with our key strategic 
priorities. The Committee also ensures that the right behaviours and actions are driven from the top of the organisation down by 
ensuring that the focus of these measures and targets is balanced across both financial and non-financial outcomes, for example 
the inclusion of employee, customer, and health, safety and environment metrics in both the personal element of the annual bonus 
and the LTIP. The Committee also takes into consideration the Group’s financial and non-financial performance and environment 
when reviewing formulaic outcomes of metrics across all incentives, which is evidenced throughout this report.

The table below explains how the Directors’ Remuneration Policy, and the Committee’s practice in applying it over the year under 
review, address the factors set out in Provision 40 of the UK Corporate Governance Code, as well as how they are aligned with the 
Company’s culture:

Clarity Simplicity Risk

	− This report sets out a summary of the 
Remuneration Policy and how it has 
operated during the year. 

	− Clarity and transparency is achieved 
through a combination of explanations 
for decisions taken and disclosure 
of the nature and weighting of 
annual bonus targets and LTIP 
performance measures.

	− The Remuneration Policy and 
its implementation look to 
support the wider National Express 
business strategy.

	− Achieved by Directors’ remuneration 
being composed of a limited number 
of elements designed to balance the 
retention and incentivisation of 
Directors with the delivery of strategy 
and shareholder returns.

	− Executive Director remuneration 
is composed of only four elements: 
base salary, pension and other 
benefits, annual bonus and LTIP.

	− The annual bonus and LTIP structure 
operated are market typical and are 
well understood by shareholders and 
executives alike.

	− A range of features of Directors’ 
remuneration assist in mitigating 
the risks of excessive rewards and 
inappropriate behaviour.

	− Executives are expected to build 
a material shareholding which 
must be maintained for a period 
following departure, which aligns 
them to the long-term interests of 
National Express.

	− Additionally, variable remuneration 
is subject to malus and clawback 
provisions, ensuring that there is 
long-term alignment of the executives 
to any risks the business may have 
been exposed to during their period 
as an executive.

Predictability Proportionality Alignment to culture

	− Some of the same features 
of Directors’ remuneration 
arrangements that mitigate risk 
also ensure that outcomes are 
within a predictable range.

	− Shareholders are provided with 
potential values which can be 
awarded to Executive Directors 
under the annual bonus and LTIP.

	− Achieved through the use of variable 
remuneration arrangements which 
links remuneration outcomes and 
the financial and non-financial 
performance of National Express.

	− The Remuneration Committee has 
the ability to apply discretion to variable 
remuneration to ensure that outcomes 
are proportionate and reflects the 
performance of the business.

	− Achieved through strong links 
between Directors’ remuneration 
and the Company’s values.

	− National Express’ values are Safety, 
Excellence, Customers, People and 
Community & Environment.

	− Elements of the Remuneration Policy 
for executives are cascaded through 
the business. 
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Wider workforce context
Comparison with approach to remuneration across the Group
The Group operates across a number of countries and accordingly sets terms and conditions for employees which reflect the different 
legislative requirements and labour market conditions that exist in each country.

We have a framework for recognition and rewards internationally. We will always meet or exceed national minimum standards of 
employment in all our business divisions, offering pay and other terms and conditions that are appropriate to each labour market in 
which we operate. In particular, we are committed to adhering to the Living Wage in the UK and to at least the national minimum wage 
in each of the other countries we operate in. Base pay is set at a level that allows us to recruit and retain colleagues in each relevant 
labour market and performance-related pay arrangements are based on the achievement of business division and team or individual 
goals, objectively assessed. The Company believes in the value of continuous improvement, for both the individual and the Company.

The Group offers pension and pension savings arrangements to its employees appropriate for the labour markets in which it operates. 
In the UK, in line with market practice, employees are offered membership of a defined contribution plan, with employer contributions 
for the majority of employees equal to 3% of base salary. The Group also has a legacy defined benefit scheme in its UK Bus division, 
with employer contributions of 35% of base salary. In the UK, employees also receive death-in-service benefits and free travel on 
the Company’s transport services, and middle and senior managers may also receive car or travel allowances and/or private medical 
insurance, subject to their employee grade.

The Group’s divisions operate various cash bonus incentive schemes for appropriate individuals, incentivising the delivery of particular 
divisional strategic, operational, safety and personal objectives. Senior management participates in a bonus scheme which is broadly 
aligned with Executive Directors’ annual bonuses, where targets may relate to divisional rather than Group-wide performance and/or 
place more emphasis on divisional strategic or safety objectives and/or personal objectives. LTIP awards are also granted to selected 
senior managers to incentivise and reward them for delivering long-term value for the Company and its shareholders.

Measures for bonus arrangements across the Group are based on different measures depending on the nature of the business unit, 
and typically outcomes were between target and maximum. 
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Directors’ Remuneration Policy for Executive Directors
The table below sets out an abridged version of the Remuneration Policy for the Company which was approved by shareholders 
at the 2021 AGM. The Policy took effect from the date of approval and is intended to apply until the 2024 AGM.

The full Directors' Remuneration Policy can be found within the Governance section of the National Express website

Element and link to strategy Operation Maximum opportunity and performance conditions

Base salary – To recruit, 
reward and retain Executive 
Directors of a suitable calibre 
for the role and duties.

Salaries for Executive Directors are reviewed 
annually by the Remuneration Committee 
with effect from 1 January. 

Reviews cover individual performance, 
experience, development in the role and 
market comparisons.

When reviewing Executive Directors’ salaries, consideration 
will always be given to the general performance of the 
Company and the approach to employee pay across the 
Group. Therefore, salary increases will not normally exceed 
the general employee increase. Larger increases may be 
necessary in exceptional circumstances.

No increase will exceed 10% above RPI in any one year, 
except for internal promotion or where the Executive Director’s 
salary is below the market level. 

Pension – To provide fair benefits, 
in line with the wider workforce, to 
allow individuals to work towards 
savings for retirement.

Executive Directors receive a cash allowance 
in lieu of a pension provision.

Executive Directors’ pensions are aligned 
with those of the majority of the UK workforce 
(which is currently 3% of salary), with the 
exception of the incumbent CFO, whose 
pension entitlement will reduce to be aligned 
with the then prevailing majority UK workforce 
pension contribution level from 1 January 2023. 

The maximum annual cash allowance payable in lieu of a 
pension provision for the incumbent Group Chief Financial 
Officer will be equal to 25% of base salary for the period until 
1 January 2023.

After this date, and for any new Executive Directors appointed 
from 1 November 2020, the annual cash allowance payable in 
lieu of a pension will be equal to the wider workforce pension 
contribution rate.

Benefits – To provide competitive 
benefits as part of fixed 
remuneration to enable the Group 
to recruit and retain high 
performing Executive Directors.

Executive Directors receive a 
combination of family private healthcare, 
death-in-service and life assurance cover 
(4x base salary), long-term sickness and 
disability insurance, car allowance, free 
travel on the Company’s services and 
professional membership subscriptions.

The cost to the Company of providing the benefits may 
vary from year to year in accordance with market conditions. 
This will therefore determine the maximum amount that will 
be paid in the form of benefits to Executive Directors during 
the Policy period.

Annual bonus – To incentivise 
delivery of near-term performance 
objectives which are directly linked 
to the financial, strategic delivery 
and risk management priorities of 
the Group.

Performance conditions are a combination of 
financial and non-financial objectives (including 
strategic delivery, risk management and 
personal) set at the beginning of each year.

Performance conditions will not be disclosed 
in advance (except for any numerical safety 
performance conditions) as the Committee 
considers this information commercially 
sensitive. Performance outcomes will be 
reported retrospectively. 

50% of the bonus earned is subject to 
mandatory deferral into shares for one 
year from award.

The annual bonus includes the ability for 
the Committee to use its discretion to adjust 
the bonus outcome if outcomes are not 
reflective of overall corporate performance 
and/or individual performance. Malus and 
clawback provisions also apply during the 
two-year period post award, including 
following cessation of employment.

Bonus payments are paid following 
announcement of the Company’s audited 
year end results and are not pensionable.

The maximum bonus award is equal to 200% of base 
salary for the Group Chief Executive Officer and 150% 
of base salary for other Executive Directors.

The financial performance conditions will typically relate 
to profit and/or cash generation, are set on an annual 
basis and are intended to be achievable at threshold 
and stretching at maximum.

The non-financial performance conditions will be set annually 
based on objectives for the year. These may include safety, 
operational and business development objectives, customer-
related developments or metrics, colleague-related developments 
or metrics, and environmental, social and governance (ESG) 
developments or metrics, as determined by the Committee 
on an annual basis. 

Normally, the proportion of the bonus determined by 
non-financial performance conditions will only become 
payable when the Company achieves a threshold level of 
underlying profit, but the Committee has discretion to vary 
this in appropriate circumstances.
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Element and link to strategy Operation Maximum opportunity and performance conditions

Long-Term Incentive Plan – to 
encourage strong and sustained 
improvements in financial 
performance, in line with the 
Company’s strategy to align 
executives to the long-term 
interest of shareholders.

LTIP awards (in the form of conditional 
shares, nil cost options or forfeitable shares) 
are granted annually, with vesting subject to 
the achievement of performance conditions 
measured over a three-year consecutive 
financial period commencing with the 
year of award.

An additional two-year holding period for 
vested shares exists post vesting for the 
Executive Directors.

Dividend equivalents and dividends can 
be paid on vested shares, in shares, in respect 
of both the performance and holding periods.

Awards are reviewed annually to ensure that 
grant levels, performance criteria and other 
features remain appropriate to the Company’s 
current circumstances.

The LTIP includes the ability for the Committee 
to use its discretion to adjust the LTIP 
outcomes if such outcome is not reflective 
of overall corporate performance and/or 
individual performance. Malus and clawback 
provisions also apply during the two-year 
period post vesting, including following 
cessation of employment.

The maximum LTIP award is equal to 200% of base salary, 
per annum, for all Executive Directors.

For FY22 the LTIP awards will have performance conditions 
relating to EPS, ROCE, TSR and ESG measures.

The threshold vesting level will be no more than 25%, and 
may vary by performance condition and from year to year. 
There is no ability to retest any of the performance conditions.

To the extent that legal, regulatory or other investigations 
or proceedings are ongoing in relation to such an event, 
the Committee has the discretion to delay the vesting of 
an LTIP award (in whole or in part) until those investigations 
or proceedings are completed.

The Committee also retains discretion under the LTIP rules to 
amend existing performance conditions to take account of any 
events that may arise which would mean, in its opinion, if such 
adjustments were not made, the performance condition would 
not constitute a fair measure of the Company’s performance 
over the measurement period.

1.1	 Shareholding requirement for Executive Directors
Executive Directors are required to build up a shareholding to a value equal to 200% of base salary over a five-year period commencing 
from the later of the 2021 AGM or their date of appointment. Compliance with this requirement is a condition of continued participation 
in the Company’s LTIP and other equity incentive arrangements.

A shareholding requirement will continue to apply to an Executive Director for two years after the cessation of employment.

Only shares derived from the 2021 LTIP awards and other share awards granted after the Policy comes into effect will be included in the 
post-cessation shareholding requirement. Shares held by an Executive Director prior to the Policy coming into effect or vesting under an 
award granted to an Executive Director prior to the Policy coming into effect (other than the 2021 LTIP award), and shares independently 
acquired by an Executive Director will not be included.

1.2	 Performance conditions under the annual bonus and LTIP
Performance measures for the annual bonus are selected annually to align with the business goals for the year. ‘Target’ performance 
is typically set in line with the business plan for the year. If the Committee materially changes the LTIP performance conditions within 
the life of the Policy, it will consult with shareholders in advance on the changes to be made and the reasons for doing so.

1.3	 Malus and clawback provisions
Executive Directors’ annual bonus awards and LTIP awards are subject to malus and clawback provision and will be applied in the 
following circumstances:

	− the discovery of a material misstatement resulting in an adjustment in the audited consolidated accounts of the Company for 
a period that was wholly or partly before the end of the period over which the performance target applicable to an award was 
assessed (or was due to be assessed);

	− the discovery that the assessment of any performance target, measure or condition in respect of an award was based on error, 
or inaccurate or misleading information;

	− the discovery that any information used to determine any performance target, measure or condition in respect of an award (or to 
determine the number of shares over which an award was granted) was based on error, or inaccurate or misleading information;

	− there is action, inaction or conduct of an award holder which, in the reasonable option of the Committee, amounts to fraud or 
gross misconduct;

	− there is action, inaction or conduct of an award holder which has had a significant detrimental impact on the reputation of the 
Company; or

	− the Company becomes insolvent or otherwise suffers a corporate failure in connection with which the value of the Company’s 
shares is materially reduced, provided the Committee is satisfied after due investigation that the award holder should be held 
responsible (in whole or in part) for that insolvency or corporate failure.
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1.4	 Previous arrangements
For the avoidance of doubt, the Committee holds the authority to honour any outstanding commitments (subject to existing terms, 
conditions and plan rules, as applicable) entered into with current or former Directors (as previously disclosed to shareholders) before 
this Policy took effect or before they became a Director.

1.5	 Executive Directors’ service agreements
The Executive Directors have service agreements with the Company, and the table below shows the dates of those agreements and the 
relevant notice period to be provided by the parties to them in normal circumstances:

Executive Director Date of service agreement Date of appointment
Notice period from 
Company Notice period from Director

Ignacio Garat 11.10.20 01.11.20 12 months 6 months

Chris Davies 17.01.17 10.05.17 12 months 6 months

As stated in the 2020 Annual Report, Ignacio Garat’s notice was extended from 6 months to 12 months effective from 1 May 2021. 
The Committee regularly reviews its policies on executive remuneration and severance in the best interests of shareholders. 
Guidance on best practice expectations is taken into account prior to agreeing Executive Directors’ contractual provisions.

1.6	 Approach to the remuneration of newly appointed Executive Directors
When determining the remuneration arrangements for a newly appointed Executive Director, the Committee will take into consideration 
all relevant factors to ensure that arrangements made are in the best interests of both the Company and its shareholders.

The Committee will generally seek to align the remuneration of any new Executive Director following the same principles as for the 
current Executive Directors. 

The Committee may also make awards on the appointment of an Executive Director to ‘buy out’ remuneration arrangements being 
forfeited by the individual on leaving a previous employer. Awards made by way of compensation for forfeited awards would be made 
on a comparable basis, taking account of performance conditions and achievements (or likely achievements), the proportion of the 
performance period remaining and the form of the award..

N
a

tio
n

a
l E

xp
re

ss G
ro

u
p

 P
L

C
 A

n
n

u
a

l R
e

p
o

rt 2
021

S
tra

te
g

ic
 R

e
p

o
rt

C
o

rp
o

ra
te

 G
o

ve
rn

a
n

c
e

F
in

a
n

c
ia

l S
ta

te
m

e
n

ts
A

d
d

itio
n

a
l In

fo
rm

a
tio

n

97




