
REMUNERATION GOVERNANCE 
APPROACH
The Santam board is responsible for the governance of 

remuneration. The board appreciates that appropriate remuneration 

for executive directors, members of the executive committee and 

other employees is linked to the attraction, development and 

retention of top-level talent and human capital within the group. 

Santam’s remuneration philosophy and policy support the group 

strategy by incentivising the behaviour required to meet and exceed 

predetermined strategic goals. 

In setting up the reward structures, cognisance is taken of prevailing 

economic conditions as well as local and international governance 

principles. Steps are taken to ensure alignment with comparator 

groups, international best practice and the applicable regulatory  

and governance requirements in each of the countries in which 
Santam operates, most notably King IV™ and Prudential Standards. 

While compliance with the Santam remuneration policy is primarily 

targeted at Santam Ltd, the group encourages the application of 

sound remuneration practices in subsidiary companies and those 

businesses where it does not hold a controlling interest.

THE GROUP HUMAN RESOURCES AND 
REMUNERATION COMMITTEE (HRRC)
The HRRC is mandated by the board to ensure Santam remunerates 

fairly, responsibly and transparently.

The HRRC has the prerogative to make all remuneration decisions it 

deems appropriate and may propose amendments to any part of the 

remuneration policy as necessitated by changing circumstances.

Its activities include approving the guidelines and philosophy to be 

applied in formulating mandates for all bonus and long-term incentive 

schemes, and setting remuneration packages of Santam executive 

directors, the group executive committee and the Santam heads of 

control functions (actuarial control, internal audit, compliance, and 

risk management), relative to industry benchmarks. The HRRC also 

makes recommendations to the board regarding the fees of Santam 

non-executive directors.

REMUNERATION REPORT SUMMARY
SANTAM’S REMUNERATION PHILOSOPHY 
AND POLICY
PHILOSOPHY
To meet Santam’s strategic objectives given the current economic 

climate, changes in the regulatory requirements and the ongoing 

skills shortage, it is essential that adequate measures are in place  

to attract and retain the required skills.

The group’s remuneration philosophy is positioned to reward 

exceptional performance and to maintain that performance over 

time. Santam’s remuneration philosophy aims to:

 – inform stakeholders of Santam’s approach to rewarding its 

employees;

 – identify those aspects of the reward philosophy that are 

prescribed and to which all businesses should adhere;

 – provide a general framework for all the other elements of the 

reward philosophy;

 – offer guidelines for short and long-term incentive and retention 

processes; and

 – offer general guidelines about how the businesses should apply 

discretion in their own internal remuneration allocation and 

distribution.

The principle of management discretion, regarding individual 

employees, is central to the remuneration philosophy since all 

rewards are based on merit. 

The board also recognises certain differences between group 

subsidiaries and allows the businesses relative autonomy in 

positioning themselves to attract, retain and reward their employees 

appropriately. In this regard, there are some areas where the 

dictates of good corporate governance, the protection of shareholder 

interests and those of the Santam brand require full disclosure, 

motivation and approval by human resources committees, either at 

group or business unit level. 



POLICY
The overarching principles and design of the remuneration policy are 

consistent across the group, support the remuneration philosophy 

and ensure good corporate governance.

Santam applies a total reward strategy for its employees, as 

far as practical. This offering comprises remuneration (which 

includes cash remuneration, short-term incentives and long-term 

incentives), benefits (retirement funds, group life, etc.), learning and 

development, an attractive working environment, and a range of 

lifestyle benefits. The primary objectives of Santam’s remuneration 

policy are to:

 – attract, motivate, reward and retain key talent;

 – promote the group’s strategic objectives, within its risk appetite;

 – promote positive outcomes across the capitals which the group 

uses or affects; and

 – promote an ethical culture and behaviour that are consistent 

with our values and which encourage responsible corporate 

citizenship.

DESIGN PRINCIPLES
In applying Santam’s remuneration philosophy and implementing  

the policy, the following principles are followed:

 – Pay for performance: Individual performance, as well as the 

achievement of the group’s strategic objectives. 

 – Competitiveness: Remuneration package levels should enable 

Santam to attract and retain talented employees to ensure the 

performance and growth of the group.

 – Leverage and alignment: Reward for individual employees is 

aligned with, and influenced by:

• the interests of Santam shareholders;

• the performance of the group;

• the performance of any region, business unit or support 

function; and

• the employee’s own performance contribution. 

 – Consistency and fairness: The reward philosophy strives to be 

both consistent and transparent. Where there is differentiation 

between employees performing similar work, the differentiation 

is fair, rational and explainable. Unfair differentiation is 

unacceptable.

 – Attraction and retention: Remuneration practices are a key 

instrument in attracting and retaining the required talent to meet 

the group’s objectives and ensure sustainability over the long term.

 – Long-term incentive share participation: Where available, high 

performing employees are encouraged to share the success of 

the group through share participation. This establishes a link 

between personal efforts and the group’s success.

 – Best practice: Reward packages and practices reflect local and 

international best practice. 

 – Communication: The remuneration philosophy, policy and practices, 

as well as the processes to determine individual pay levels, are 

transparent and communicated effectively to all employees. 

 – Benchmarking: Accurate benchmarking relies on up-to-date 

market data and trend information from reputable sources.

 – Malus and clawback: Where defined trigger events take place, 

provision is made for redress against remuneration through either 

malus (pre-vesting forfeiture) or clawback (post-vesting forfeiture).

SHAREHOLDER VOTING 
The group’s remuneration policy and the implementation thereof are subject to a non-binding advisory vote at the AGM of Santam Ltd. At the 2018 

AGM, the result of the voting was as follows: 

For Against Abstained

2018 Remuneration policy 89.80% 10.20% 0%

2018 Implementation report 86.84% 13.16% 0%

Read more about Santam’s remuneration approach, the structure of the remuneration policy and the implementation thereof in the remuneration 

report online at www.santam.co.za.


