
Undertakings for Collective Investments in Transferable Securities (UCITS) Remuneration Disclosures for Schroders Unit Trusts 
Limited (SUTL) as at 31 December 2016 

 
The following disclosures are required under the UCITS Directive, as transposed in the UK into chapter SYSC 19E of the Financial Conduct 
Authority Handbook. 
 
These disclosures should be read in conjunction with the Schroders Remuneration Report on pages 68 to 96 of the 2016 Annual Report & 
Accounts (available on the Group’s website – www.schroders.com/ir), which provides more information on the activities of our 
Remuneration Committee and our remuneration principles and policies.  
 
Decision-making process for determining the remuneration policy  
 
Schroders has an established Remuneration Committee consisting of independent non-executive Directors of Schroders plc. The 
Committee met six times during 2016. Their responsibilities include recommending to the Board the Group’s policy on Directors’ 
remuneration, overseeing the remuneration governance framework and ensuring that remuneration arrangements are consistent with 
effective risk management. The role and activities of the Committee and their use of advisors are further detailed in the Remuneration 
Report and the Committee’s Terms of Reference (both available on the Group’s website).  
 
The Remuneration Committee developed the Group’s remuneration policy with a number of principles in mind. The overall policy is 
designed to promote the long-term success of the Group. It should be: 
 

 Aligned with clients: A proportion of key employees’ variable remuneration is deferred and delivered as Fund awards, which are 
notional investments in funds managed by the Group, thereby aligning the interests of employees and clients. 

 Aligned with shareholders: A proportion of variable remuneration is deferred and delivered in the form of deferred awards over 
Schroders shares, thereby aligning the interests of employees and shareholders. In addition, the executive Directors of Schroders 
plc and other members of the GMC are required, over time, to acquire and retain a holding of Schroders shares or rights to 
shares equivalent in value to 300%of annual base salary.  It is proposed to increase the Group Chief Executive’s share holding 
requirements to 500% of annual base salary from 2017. 

 Aligned with financial performance: Total variable compensation is managed as a percentage of pre-bonus profit before tax and 
exceptional items, determined by the Committee and recommended to the Board. The total spend on compensation is managed 
as a percentage of net revenue. This approach aligns compensation with financial performance. 

 Designed to encourage retention: Deferred variable compensation does not give rise to any immediate entitlement. Awards 
normally require the participant to be employed continuously by the Group until at least the third anniversary of grant in order to 
vest in full. 

 Competitive: Employees receive a competitive compensation and benefits package, which is reviewed annually and benchmarked 
by reference to the external market.  It allows us to attract and retain the best talent, who know that good performance will be 
rewarded. 

 
The Remuneration Committee of Schroders plc determines the Group remuneration policy. The directors of SUTL are responsible for the 
adoption of remuneration policy, for reviewing it at least annually, for its implementation and for ensuring compliance with relevant local 
legislation and regulation. SUTL defines the objectives of each UCITS fund it manages and monitors adherence to those objectives and 
conflict management. Management receives reports from SUTL regarding each fund’s objectives, risk limits and conflicts register and the 
performance against those measures. The Remuneration Committee receives reports on risk, legal and compliance matters from the heads 
of those areas in its consideration of compensation proposals, which provides an opportunity for any material concerns to be escalated. 
 
UCITS Material Risk Taker criteria  
 
SUTL’s UCITS Material Risk Takers are individuals in roles which can materially affect the risk profile of SUTL or any UCTIS fund it manages. 
Subject to proportionality considerations, the list of individuals reviewed in determining those who are UCITS Material Risk Takers includes: 

- Members of the governing body (both executive and non-executive) for SUTL;  
- Fund board members for the UCITS funds managed by SUTL;  
- Employees in key control function roles, staff responsible for heading the investment management, administration, 

marketing, human resources;  
- Other employees who the Company deems may have a material impact on the risk profile of SUTL or the UCITS funds it 

manages through their professional activities; and 
- Employees who are remunerated at the same levels as senior management and those deemed to have a material risk impact 

as outlined above. 
 
The SUTL UCITS Material Risk Taker population has been determined in accordance with guidelines issued by the European Securities and 
Markets Authority with respect to identifying staff whose professional activities have a material risk impact. In determining whether or not 
a role should be included as an UCITS Material Risk Taker, the professional activities of the role were assessed for their impact on the 
ICAAP risks as identified by the Group. Control frameworks and relevant committee terms of reference were also taken into account.  
 
The directors of SUTL can escalate to the management of Schroders Group and/or the Remuneration Committee any concerns about the 
performance or behaviours of employees or UCITS Material Risk Takers. 
 
Link between pay and performance  
 
Employee remuneration at Schroders is made up of fixed pay and variable performance-related pay.  
 



Fixed pay is principally comprised of salaries or fees. All UCITS Material Risk Takers receive either a salary (for employees) or fees (for non-
executive directors) that reflect their responsibilities and the level of experience and expertise needed to undertake their roles. Employees 
who serve as Directors of SUTL receive no additional fees in respect of their role on the Board of SUTL. Fixed pay also includes appropriate 
benefits in kind to help recruit and retain talent, reflect local market practice and support employee health and wellbeing. Cash allowances 
may also be paid, typically after a benefit was phased out so cash in lieu was offered to existing employees in exchange. Retirement 
benefits are also provided, to help recruit and retain talent, reflect local market practice and to enable and encourage provision for 
retirement. 
 
Variable performance-related pay is principally comprised of annual bonus awards, which aim to motivate employees to achieve financial, 
non-financial and personal objectives for the year and to reward employees for their individual contribution. Non-executive directors do 
not receive variable performance-related pay. UCITS Material Risk Takers who are permanent employees are eligible to be considered for 
an annual bonus award each year. Bonuses for all employees take account of overall Group, team and individual performance against 
agreed objectives. In this context, performance typically includes financial and non-financial measures and in particular an assessment of 
the employee’s behaviour and the extent to which it is in line with Schroders values of Integrity, Excellence, Innovation, Passion and 
Teamwork. We believe that a discretionary incentive approach is preferable to the use of formulaic arrangements, to ensure that good 
conduct and behaviours in line with our values are rewarded, to avoid reinforcing or creating conflicts of interest and to encourage a one 
team attitude. 
 
The overall size of the annual pool for variable performance-related pay is a material component of Schroders Group’s total remuneration 
expense. It is set by the Board and the Remuneration Committee by reference to two ratios: 1) bonus charge to pre-bonus profit before tax 
and exceptional items; and 2) total compensation to net income ratio, both of which are reported to shareholders. This ensures that the 
aggregate spend on variable performance-related pay is directly linked to the Group’s performance. In determining total compensation 
spend each year, the Remuneration Committee receives reports on risk, legal and compliance matters from the heads of those areas and a 
report from the Group Chief Executive on the underlying strength and sustainability of the business. 
 
Remuneration recommendations for the Head of Internal Audit are set by the Chair of the board Audit and Risk Committee, in discussion 
with the Group Chief Executive. Remuneration proposals for all other control function employees are made by the management of the 
respective control function, taking into account market data. They are reviewed by the Group Chief Executive, and are determined 
independently from the front office functions. The remuneration recommendations for key control function positions, including senior 
officers in risk management and compliance, are also reviewed by the Remuneration Committee, as are remuneration recommendations 
for all UCITS Material Risk Takers.  
 
Deferral of incentive awards is a key mechanism to retain talent: 

 This is primarily through the use of the Equity Compensation Plan (ECP) for deferral of annual bonus awards. For senior 
management and employees receiving larger bonus awards, a significant proportion of their annual bonus award is deferred 
under the ECP. The ECP aligns the interests of employees with those of clients and shareholders, provides an incentive for the 
employee to stay at Schroders and makes it more expensive for competitors to recruit talent from Schroders. ECP awards vest 
over three years. ECP fund awards are conditional rights to receive a cash sum based on the value of a notional investment in a 
range of Schroders investment products. The pay-outs from ECP fund awards are directly determined by the Group’s 
performance managing funds for our clients.  ECP share awards are conditional rights to acquire shares in the Company at nil 
cost. For 2016, deferred annual bonus awards were generally delivered equally between ECP fund awards and ECP share awards, 
subject to a minimum fund award of £10,000.  

 The Equity Incentive Plan (EIP) is an additional deferred remuneration plan, used to recognise sustainable performance and 
potential, and to increase the alignment of employee interests with the interests of shareholders and clients. EIP awards operate 
in a similar way to ECP awards but vest after five years, and are normally in the form of Share awards. 

 In March 2017, executive Directors of Schroders plc were eligible to be considered for an award under the Long Term Incentive 
Plan (LTIP), which is comprised of deferred awards of Schroders’ shares that vest after four years to the extent that performance 
conditions are achieved.  

 
Deferred remuneration awards made under the ECP since May 2011, EIP awards made since October 2013 and LTIP awards made at any 
time may be reduced or lapsed in the event of a material misstatement of the Group’s financial results or individual misconduct, under 
‘malus’ terms. Amounts that have been paid or released from ECP, EIP or LTIP awards made since October 2013 may be recovered for a 
period of 12 months from the date of payment or release in the event of individual misconduct, under ‘clawback’ terms. For the executive 
Directors, for performance-year 2015 onwards, similar clawback terms also apply to any cash bonus award for 12 months from the date of 
payment. 
 
Further details of our remuneration policy, our deferred remuneration arrangements and LTIP performance conditions are provided in the 
Remuneration Report. 
 
Quantitative Remuneration Disclosures 
 
UCITS managers are required to apply SYSC 19E to the first full performance period starting after 18 March 2016. For SUTL, this is the 
calendar year 2017. Quantitative remuneration disclosures will be available from Q2 2018, following the conclusion of this performance 
period, as prior to that date the information available will not provide materially relevant and clear information to investors about how the 
remuneration policy of SUTL operates in line with the requirements of the UCITS Directive. 
 
 


