
Remuneration Policy table 

The table below sets out the main components of Croda's Remuneration Policy for Executive Directors: 

Framework used to assess 

performance and for the 

Operation Maximum opportunity recovery of sums paid 

Basic salary - to assist in the recruitment and retention of high-calibre Executives 
Normally reviewed annually with 

increases effective from 1 January. 

Base salaries will be set by the 

Committee, considering: 

• The performance and experience of

the individual concerned

• Any change in scope, role and/or

responsibilities

• Pay and employment conditions

elsewhere in the Group

• Rates of inflation and market-wide

wage increases across international

locations

• The geographical location of the

Executive Director

• Rates of pay in international

manufacturing and pan-sector

companies of a comparable size

and complexity.

• Salaries may be increased each year in

percentage of salary terms.

• The Committee will be guided by

the salary increase budget set in

each region and across the

workforce generally.

• Increases beyond those linked to the

region of the Executive Director or the

workforce as a whole (in percentage

of salary terms) may be awarded by 

the Committee at its discretion. For

example, where there is a change in

responsibility, experience or a significant

increase in the scale of the role and/or

size, value or complexity of the Group.

• The Committee retains the flexibility to 

set the salary of a new hire at a discount

to the market level initially, and to

implement a series of planned increases

in subsequent years, in order to bring

the salary to the desired positioning,

subject to individuals performance.

• The Committee considers

individual salaries taking due

account of the relevant factors set

out in this Policy, which includes

individual performance.

Benefits - to provide competitive benefits to act as a retention mechanism and reward service 

The Group typically provides the 

following benefits: 

• Company car (or cash allowance)

• Private fuel allowance

• Private health insurance and other

insured benefits

• Other ancillary benefits, including

relocation expenses/arrangements

(including tax thereon) as required.

Additional benefits might be provided 

from time to time (for example in 

circumstances where an Executive 

Director is deployed to, or recruited 

from overseas). 

The Committee will consider whether 

the payment of any additional benefits 

is appropriate and proportionate when 

determining whether they are paid. 

• The cost of benefits is not pre

determined and may vary from year to

year based on the cost to the Group.

None. 
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How Executive Directors' Remuneration Policy 
relates to the wider Group 
The Executive Directors' Remuneration Policy provides an 

overview of the structure that operates for the Group Executive 

Directors and those senior Executives forming the Group 

Executive Committee (noting, however, that there are some 

differences in PSP participation and application of holding 

periods and shareholding requirement, within this group). 

The Committee is made aware of pay structures across the 

Group when setting the Remuneration Policy for Executive 

Directors. The key difference is that, overall, the Remuneration 

Policy for Executive Directors is more heavily weighted towards 

variable pay and share ownership, than for other employees. 

The alignment of Executive Director pensions with those of the 

UK workforce was a key consideration for the review of the 

Remuneration Policy. The UK workforce pension scheme is a 

generous and inclusive benefit for our UK workforce. With the 

reduction in the cash supplement for incumbent Executive 

Directors, pension arrangements for Executive Directors 

are now considered to be aligned with those across the 

UK workforce. 

Base salaries are operated under the same policy as detailed in 

the Remuneration Policy table with any comparator groups used 

as a reference point, being country and/or industry specific. The 

Committee considers the general basic salary increase for the 

broader Group and, in particular, the UK based employees 

when determining the annual salary review for the Executive 

Directors. The performance related bonus scheme operates 

on a tiered basis from 150% of salary down to 20% of salary 

across the most senior global grades. Outside of the most 

senior tiers of Executives, the PSP is not operated as this 

arrangement is reserved for those anticipated as having the 

greatest potential to influence Group level performance. 

However, the Committee believes in wider employee share 

ownership and promotes this through the operation of the 

HMRC tax approved all-employee share schemes which are 

open to all UK employees. Other similar share schemes are 

offered in other jurisdictions where local securities laws allow. 

How the views of employees are taken 
into account 
The Group has a diverse workforce operating globally in 34 

different countries, with various local pay practices. The Group 

Human Resources Director updates the Committee periodically 

on feedback received on remuneration practices across the 

Group. In developing this Remuneration Policy, the Committee 

devoted time at the outset in considering the principles which 

apply to remuneration across the workforce. This included 

consideration of the 'One Croda' culture, as well as Croda's 

values and purpose. While the views of the global workforce 

were not explicitly sought during the process, alignment 

across the workforce was a key theme of the review. 

How the views of shareholders are taken 
into account 
In developing this Remuneration Policy, the Committee 

undertook an extensive shareholder consultation exercise, 

and the Chair of the Committee met with key shareholders to 

discuss the principles for the review and initial proposals. The 

Committee also considered emerging shareholder views in key 

governance areas. Feedback received during the consultation 

period was taken into account when developing the final 

Remuneration Policy. 
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