Members’ Remuneration Report

Chairs intreduction

Druring 2019, the Committee has focused on ensuring
fair remuneration decisions for staff in the context of
challenging market conditions, economic uncertainty
around Brexit and a transformational year for the
organisation as the 4 Allthe UK programme was
implemented.

In addition, the Committee increased its focus on pay gap
reporting, including LGBT+ and disability metrics for the
first time inits 2019 Pay Report.

Annual statement by the Chair of the Remuneration
Committes

This report sets out the activities of the Remuneration
Committee for the year ended 31 December 2019. It discloses
the remuneration policy and remuneration details for the
Executive and Mon-Executive Members of the Corporation.
It has been prepared in accordance with Schedule 8 of the
Large and Medium-sized Companies and Groups [Accounts
and Reports) Regulations 2008 as amended in August 2013.
Channel 4's status as a statutory corporation without
shareholders means these provisions are not all directly
applicable, but the Members have decided to comply
wioluntarily with the provisions to the extent that they are
relevant to Channel 4, in line with the Board ‘s commitment
to high standards of corporate governance.

The report is set out inthree sections: the statement by the
Chair of the Remuneration Committes, the annual report on
remuneration, and the policy report. The annual report on
remunsration provides details on remunesration relating to
2019 and other information reguired by the Regulations.

The Companies Act 2006 requires the auditor to report on
certain parts of the Members' Remuneration Report and to
state whether, in its opinion, those parts of the report have
been properly prepared in accordance with the Regulations.
The parts of the annual report on remuneration that are
subject to audit are indicated in the Auditor’'s Report. The
statement by the Chair of the Remuneration Committes and
the policy report are not subject to audit.

The Remuneration Committes oversees all aspects of

pay for the Executive Members and staff of Channel 4,
reviewing proposals for the overall annual pay awards and
variable pay schemes applicable to all staff, and the details
of remuneration packages for the Executive team. The
Committee’s recommendations and decisions in 2019
reflect its remuneration policy, which is designed to enable
Channel 4 to attract. motivate and retain high-calibre

staff by offering both fixed and variable pay to reward
commercial and creative success, while being sensitive

to Channel 4's position as a public service broadcaster.

‘Where Executive Members or senior management are
involved in advising or supporting the Remuneration
Committes, care is taken to recognize and avoid conflicts

of interest. No Executive Members attend mestings of the
Remuneration Committes at times when any aspect of his or
her individual remuneration, benefits or terms of
employment are being discussed.

Composition of the Remuneration Commitiee

Dwring 2013, the Remuneration Committes comprized
Stewart Purvis (Chairl, Lord Chris Holmes and Fru Hazlitt.

In September 2020, Fru Hazlitt took over as Chair of the
Committes. All the members of the Committes are
Independent Mon-Executive Members. The Chair of the
Board, the Chief Executive, the Chief Human Resources
Officer, the Chief Operating Officer and the Board Secretary
attended mesetings by invitation as appropriate.
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Responsibilities of the Remuneration Committes

The Committes’s principal responsibilities are:

— ‘torecommend to the Board the level of any average annual
salary increases and variable pay awards and the structure of
remuneration;

- torecommend tothe Board the structure of the annual
Corporate Variable Pay and Advertising Sales Schemes and to
review progress against the targets set for the schemes;

- toreview any other aspect of HR strategy or performance as
appropriate; and

— ‘toreview any other signficant change in Channel 4's
remuneration arrangements and policies.

The Chair of the Remuneration Committes reports tothe Board on
the Remuneration Committee’s dizcussions and
recommendations, and brings to the Board's attention any matters
of an unusual or sensitive nature.

Activities of the R ration C ittee

The Committes ‘s work in 2019 and 2020 to date incleded making

an award recommendation to the Board for the Corporate

Wariable Pay Scheme in respect of 20019 and reviewing the

structure and appropriateness of the Corporate Variable Pay

and Adwvertising Sales Schemes for 2020

- The variable pay award for 2019 and the details of the
Corporate Variable Pay Scheme are detailed on pages 167
to 168.

— The Committes reviewed the framework and the 2020
corporate objectives for the Corporate Variable Pay scheme
to ensure performance achievement was appropriately linked
to scheme rewards.

- InJanuary 2020, the Committes agreed the corporate
objectives framework for the 2020 bonus. They will target and
measure in egual weighting key corporate metrics (linear and
digital viewing targets and financial performance), strategic
objectives (digital transformation, inclusion and diversity and
creative success) and personal objectives. A review has been
undertaken of senior executive pay but in view of the impact of
the Covid-19 pandemic its implementation has been deferred,
with interim decisions made by the Remuneration Committee
during 2020 in response to the current situation (see page
170). The Committes reserves the right to adjust guantum
and target in bonus plans for 2020 given the unprecedented
wolatility and vncertainty cavsed by the outbreak.

In January 2079, the Committee agreed that an average pay
award of 2% would be made to all staff effective 1 April 2019,

In February 2019, the Committes vpdated and approved the
Remuneration Committee Terms of Reference to reflect new
terms relating to the UK Corporate Governance Code.

In January 2020, after careful consideration and review, the
Committes agreed that an average pay award of 1.5% would be
made to all staff effective 1 March 2020. The commitment to
make this payment was made in Janvary 2020 when the decision
was communicated to staff and payment was made in February
2020, at which point it was impossible to foresee the impact

of the Covid-19 pandemic and take this into account in the
Committee’s decision. This reflects an average pay award of 13
for the Executive and Leadership teams and 2% for other staff.

Throvghout 2019, the Committes agreed adjustments to existing
Executive remuneration in light ofincreased responsibilities and
agre=d remuneration for new Executive positions in the year.

The Committes also received regular updates throughout the
year on the impact of the 4 All The UK programme on Channel 4
employees.

The Committes also revised the Channel 4 redundancy policy
during the year.

Genderand BAME Pay Report 2019

The 'Channel 4 Pay Report 2019° was published in Cctober 201790
Following on from the 2018 report, where the Corporation chose
to be more transparent and expand the scope of the report to
include the publication of BAME data, in 2019 it was decided to
broaden the scope further to include LGET: and disability pay
data reflecting the importance of inclusion and diversity within
Channel 4's strategy.

The report revealed a mean gender pay gap of 23.3% as at March
20719 (March 2018: 22 6%). The increase inthe pay gap was due to
the acquisition of The Box Plus Metwork Limited ['Box ‘) in
Drecember 2018 which had a larger gender pay gap than Channel
4. On alike-for-like basis, the gender pay gap as at March 2019
would have been 21.5%. While this decrease indicates steps in
the right direction, the gender pay gap continues to be driven by
two key factors. Firstly, there are significantly more women than
men in the lowest paid guartiles and, secondly, the majority of
employeses in the highest-paid guartile are male. The reductionin
owr like-for-like gender pay gap isthe consegquence ofa
concerted focus to increase the proportion of senior women in
the organisation [43 women in the top 100 earners in 2019, up
from 41in 2018). Channel 4 is targeting a 30:30 gender balance in
the top 100 earners by 2023.

The report also revealed a mean BAME pay gap of 19.0% as at
March 2019 (March 2018: 19.1%); on a like-for-like basis
(execluding the impact of the Box acquisition) this decreases to
17.7%. Just as with our gender pay gap, there are two factors that
drive the BAME pay gap: a lower representation at senior levels
and a higher representation at junior levels. By 2023, Channel 4's
target is to have 20% BAME employees across Channel 4 and in
the top 100 paid. The number of BAME employees in the top 100
sarners increased to 15 inthe year, from tenin 20108

Channel 4 reported a LGBT+ pay gap of 1T7.7% at March 2019,
driven as inother diversity groups by having fewer employees
identifying as LGBT+ in the most senior roles. However, the
report showed no disability pay gap as at March 2019 (-0.4%).

The Remuneration Committes appointed
PricewaterhouseCoopers LLP in 2019 to provide assurance over
the Corporation‘s diversity pay methodology and the disclosures
inthe "Channel 4 Pay Report 2019°
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Remuneration Report

The following provisions on this page are subject to avdit

The remuneration of the Executive Members for the years ending 31 December 2019 and 2018 is made up as follows:

Taxable  variabile Total for Tasmble  Variable Total for
£000 Salary  benefits pay  Pension 09 Salary  benefits pay Pensica 0le
Alex Mahon 578 2 247 e 943 564 3 256 13 Q36
Jonathan Allan 446 1 205 38 690 418 1 202 33 654
lan Katz" 360 1 123 44 528 350 1 125 30 506
Dran Brooke? - - - - - 3m 1 33 47 404
Total 1284 4 ETS 198 2161 1633 ] 638 223 2,500

1 Appointed on B Jaseasy 2018
2 Ceased io bea Member on 11 Becember 2008

The figures in the table above represent the gross amounts received by Executive Members in 2019 and 2018, after taking account of

salary increases during the year where applicable.

Im 2079 and 2018, all of the Executive Members received pension benefits in the form of cash payments.

In 2019 and 2018, Jonathan Allan‘s variable pay was split between the Advertising Sales Scheme and the Corporate Variable

Pay Scheme.

Taxable benefits includes private medical insurance for all Executive Members.

The remuneration of the Mon-Executive Members for the years ending 31 December 2019 and 2018 is as follows:

2015 salary 01gsalary
000 and fees andiees
Charles Gurassa a5 a3
Lord Chris Holmes L 26
Stewart Purvis 22 22
Simon Bax (term concluded on 4 December 2018) 20 22
Althea Efunshile 22 22
Faul Geddes 22 22
Uzma Hasan 22 22
Fru Hazlitt 22 22
Tom Hooper 22 22
Roly Keating 22 22
Total 299 297

Mo detailed disclosure has been provided for the Non-Executive Members other than that relating to their fee, as it is the only form of

remuneration they receive.
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Variable pay

During the year, the Committee regularly monitored performance
as part of its oversight of variable pay across the business. The
Committee met in Janvary 2020 to agree on a recommendation to
the Board on vanable pay once results for the yearwere available.

Corporate Variable Pay Scheme outline

The Corporation’s business model and strategy are set out in the
Strategic Report on page 132. The Corporate Variable Pay
Scheme has been designed specifically to link variable pay with
the business model. Progression against corporate objectives
for the year including diversity targetsis also a key performance
measure of the scheme.

Achievement of at least the budgeted surplus or deficit before
tax for the year and Ofcom licence reguirements is a condition
for any element of the scheme to pay out to staff. There may be
circumstances where additional strategic or content investments
are made or accounting adjustments arising from one-off events
occur in the year which means the budgeted surplus or deficit
before tax is adjusted for the purposs of the Corporate Variable
Pay Zcheme award, as agreed by the Board. Where this is the
case, the surplus or deficit before tax is measured against the
adjusted budget so that the financial impact of such items can
be considered.

Most staff and the Executive team participate in the Corporate
Wariable Pay Scheme, where the amounts provided can be uwp to
10% of total gross salary for staff, 20% for Heads of Department
and between 30% and 50% for the Executive team. These
percentages represent the maximum average amount that can be
provided across each employee category. Actual awards for each
staff member will vary from the average to reflect their individual
achisvement against personal performance objectives.

Process for determining variable pay

To decide on how much variable pay showld be provided each
year, the Remuneration Committee reviews business performance
using a monthly performance dashboard and report which tracks
performance across a range of qualitative and quantitative
metrics. Where relevant, performance versus competitors
against the same metrics is also a key part of the Committes’'s
deliberations. The Committes also monitors progress against
the corporate objectives set for the year and considers a report
written by the Chief Executive in conjunction with others inthe
Executive team, describing how the Corporation has performed.

The scheme is based on a mix of both gqualitative and guantitative
infermation, and a degree of judgement is required around certain
creative performance measures. The weighting allocated to

each corporate objective in a given year is at the discretion

of the Committes.

After due consideration of performance during the year, the
Remuneration Committes makes a judgement on the overall
performance for the year and proposes an amount, based onwhat
they consider the average payout across the Corporation should be
for the year. The Committes produces a narrative assessment of its
evaluation which is then presented to the Board, which has the final
approval of any payout. The Committees will review the Corporate
Wariable Pay Scheme each year to ensure it remains approprate.

Variable pay decision for 2019

It was reported that the first gateway to the scheme - meeting
the Ofcom licence requirements — had been met. The second
eateway, of achieving the budgeted deficit before tax for the
year, was revised, as agreed by the Board, due to adverse
adwertising market conditions driven by uncertainties abouwt
Brexit. Although the Corporation was able to mitigate the
majority of the revenue shortfall arising from the market
downfurn, it was agreed to revise the financial result targetin
order to maintain creative and viewing performance.

The Committes undertook a detailed review of all the information
available toit, including the CED and Executive team's 20719 end
of year report, the Corporation's performance across a wide
range of performance metrics and the progress and achievement
of the corporate objectives set for the year. An extract of the
performance metrics considered by the Remuneration
Committee is set out on pages 218 to 220 and includes
programme quality, creative achisvements, linear and digital
viewing performance, commercial impact performance in key
demographics and financial and commercial performance.

The creative achievements and financial results are also

outlined in detail throughout this Annuwal Report.

The Committes acknowledged that 2019 had marked a second
year of major transformation inthe organisation. The Committes
reviewed significant operational achievements during the year,
particularly with regard to the successful implementation of the 4
All The UK programme, integration of Box following the
acguisition in 2018 and the new corporate strategy - focusing

on digital, youth and an inclusive culture.

The first phase of the 4 All The UK programme was successfully
deliverad in 2019, on time and ahead of budget with three new
offices opening during the year in line with a highly challenging
timetable and a large number of staff now located outside of
London. The Executive have used the creation of the new bases
as a catalyst for strengthening our relationship with regional
indies, especially small and medium sized ones.

Diigital VoD views were alsovp B% year on year to 995 million,
offsetting the decline in linear viewing, with viewing reach also
up 10%._ A number of key updates were made to the All 4 product
that hawve driven increased customer satisfaction and usage.

All 4+, a subscription based ad-free version of All 4, was also
successiully deployed.

A strong schedule on Channel 4 delivered Share of Commercial
Impacts ("S0CI17) growth in our key 16-34 and ABC
demographics, with the Corporation’s strategic emphasis on
supercharging youth also driving 16-34 50CI growth across the
portiolio. Howewver, overall portfolio viewing share decreased
year on year from 10.23% to 9.9%, driven mainly by declines on
our digital channels ina highly competitive environment.

The Committes considered the Corporation’s 20719 performance
across the range of its Statement of Media Content Policy
["SMZP*) metrics (pages 82 to 113) and determined that 2019
had represented another successiul year of remit delivery. The
Corporation maintained its strong lead over other broadcasters
compared to 2018 across a range of the SMCP metrics.
Crriginated content spend increased from £489 million in 2018
to £492 million in 2019
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The Great British Bake Off continved to pull in some of the largest
audiences in Channel 4's history, while Hollyooks picked vp sight
awards including winning Best British Soap at The British Soap
Awards for the first time in its history. Our outstanding slate of
drama drowve large wolumes and received critical acclaim, from The
Accident, Brexit: The Uncivil War, The Virtves and The End OFf The
F***ing World Series 2, which became Channel 4's biggest instant
box-set - the first title ever to be bigger on All 4 than linear. The
Committes recognises that in the pursuit of creative inmovation
not all endeavours will be successful; however, overall, 2019 had
been another strong year of creative performance.

Channel 4 also won 96 awards in 2019; the most in five years, and
more wins than any other channel at the Broadcast Awards. 2019
was also another successiul year for Film, with The Fovourite
winning one Oscar and seven BAFTAs.

The Committes acknowledged that commercial performance

in 2019 had to be set in the context of challenging conditions

in the linear advertising market, driven by Brexit uncertainty

and leading to a 3% decline year on year. Despite this, owverall
revenues increased to £9385 million driven by our acquisition and
investment in Box and digital revenue growth of 18%, which was
significantly ahead of target, and now forming 17% of the
Corporation’s revenues.

The Indie Growth Fund ['IGF) and Commercial Growth Fund
("CGF’) both acquired several new investments in 2019, further
strengthening our investment portfolios, while there were
successiul exits from both the IGF and CGF with Barcroftand
Pinterest realising gains.

Az well as the progress made in accelerating digital and
improving appeal to young audiences, the Committee also
noted the increased focus during 2019 on the strategic goal of
improving Channel 4's inclusive culture. Ina year of huge change.
the Corporation has made positive strides to empower its
employees and to be open abouwt the impact of change.

Inclusion & Diversity measures have improved throughout

the year, as referenced inthe "Channsl 4 Pay Report 2075

In particular the proportion of senior women in Channel 4's top
100 paid roles increased from 41% to 43% ahead of the 30%
target by 2023. Channel 4 was also the first PSB to publish
detailed pay data on four key diverse demographics - gender,
BAME, disability and LGBT+ - and is one of a very small number
of media companies to disclose data across all four of

theze groups.

After a careful and detailed consideration, following a

strong year of creative and commercial performance in light
of extremely challenging market conditions and the highly
successiul implementation of the 4 Allthe UK programme, the
Committee recommended to pay out an average award of 85%
of the maximum opportunity under the Corporate Variable Pay
Scheme in 2019,

Advertising 5ales Scheme

Staff working within advertising sales have a separate
Advertising Sales Scheme, linked to advertizing revenus

and paid bi-annually based on performance. They are not
eligible for the Corporate Variable Pay Scheme, with the
exception of Executive Member Jonathan Allan whose vanable
pay in 20719 comprised a split between the Advertising

Sales Scheme and the Corporate Variable Pay Scheme.

The following provisions on this page marked with * are subject
to audit

Wariable pay awards to Executive Members*

The Committes made the following awards to Executive

Members in respect of 2019 performance:

- Alex Mahonwas awarded an amount of 42 5% of year-end
salary under the Corporate Variable Pay Scheme

— Jonathan Allan was awarded an amount of 23.5% of the
portion of his year-end salary which is subject to the
Corporate Variable Pay Scheme. He also received £88,142
through the Advertising Sales Scheme

— lan Katz was awarded an amount of 34% of year-end salary
under the Corporate Variable Pay Scheme

Taxable benefits*

Executive Members are eligible for a range of taxable benefits,
which can include a pension allowance and membership of a
private medical insurance scheme (which is provided to all staffl.
Noexpenses claimed by Executive Members were chargeabls to
UK income tax as they were incurred wholly for the purposes of
the business of the Corporation.

Pension™*

The Corporation has two pension schemes: a defined
contribution scheme open to all staff, and a defined bensfit
scheme whichis closed to new entrants and closed to future
accrual from 31 December 2015 Further details relating to the
defined benefit plan are provided in note 18 to the financial
statements.

All of the Executive Members received cash payments in lisu
of pension benefits in 2079.

Non-Executive Members are not eligible for membership of
either pension scheme.

CED remuneration table
The table below shows the percentage change in remuneration

of the CEC and the Corporation’s employees as a whole betwesn
the years 2018 and 2019:

CEDQ All staifr
Salary and fees +2% +2%
Variable pay -3% -13%
Total +1% 1%

1 All stadf indwdes the CTEO but exclades the costs of a small member of on-screen
tabznt who are remunerated via Channel 4= payroll. This isconsistent with the
infoemation in note 4 io the finandial statements.
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The decline intotal remuneration of the “All Stafi’ population of
-1% was driven by the acgquisition of Box and a lower Advertising
Sales Scheme award in 2019,

The Group is not presenting a table on CEQ pay in comparisonto
Total Shareholder Retumn as it is a statutory corporation without
shareholders and the requirements are therefore not applicable.

FPayment for loss of office™

Mo payments were made for loss of office in 2019 to Executive
Members, and at the balance sheet date there were no provisions
made for compensation payable for early termination of
contracts or loss of office to Executive Members.

Fayment to past Members®

Dan Brooks continued to receive salary, taxable benefits and
payments in lisu of pension benefits between 11 December 2018
and the end of his notice period. He also received a variable pay
award based on the achievement of performancein 2018 The
amount of salary and variable pay disclosed in the single figure
table on page 166 relates to his period of service as a Member
to 11 December 2018.

Mo other payments were made to past Members in 2019.

Members' service contracts

Members’ service contracts are kept available for inspection
at the Corporation’s Head Office, 124 Horseferry Road,
London SWI1P 2TX.

Relative importance of spend on pay
The graph below shows the actual expenditure of the Group and
the change between the current and previous years.
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The Members hawve chosen the change in total content spend
and other content related costs as disclosed in note 2 to the
financial statements as the comparative measure for relative
spend on pay asit is considered o be the most significant
indicator in understanding total Corporation expenditure
year-on-year. Employee pay was approximately 123 (2018: 11%)
of on-screen expenditure.

Total employes pay is detailed in note 4 to the financial
statements.

This report was approved by the Board on 28 September 2020
and signed on its behalf by

FruHazilitr
Chair of the Remuneration Committee
28 September 2020
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Remuneration policy for 2020
The remuneration of Executive Members is determined by the Remuneration Committes, the membership and terms of reference
of which are detailed on pages 164 to 165. Inframing its remuneration policy, the Committee has given full consideration to the best
practice provisions of the UK Corporate Governance Code. There have been no significant changes to the remuneration policy for
2020 except as noted below.

Futwre policy table
The following table sets out the key components of the remuneration package for Executive Members:
How this supports the Performance
Component  strategic aims of the Grouvp Haw this operates Maximum amount payable messues
Salary Salaries are paid manthly. Annual salaries for the year to 31 December Nona.
2020 are approved as follows:
The Remuneration Committes discusses Alex Mahon - increase from £580.635 o0
the parformance of each Member with £58E, 441 with effect from 1 March 2020
the Chair of the Board and with the Chied - lan Katz - increase from £362,100 to
Executive for other Executive Members. £365, 550 with effect from 1 March 2020
— Jonathan Allan - increase from
E455,000 to £436, 000 with
effect from 1 Febrvary 2020
In April 2020 the Group publichy
announced a series of financial measures
in response to the Cowid-19 crisiz, which
incloded avoluntary 20% pay cut for the
Executive Members, At the June 2020
Remunaration Committes it was agresd
that, in light of the Group's performance
through the crisis and financial outlook,
aswell as the Executive team's lesdership
in an unprecedented environment,
previously agreed salaries would be
reinstated with effect from July 2020,
Salaries are usually reviewed annually
iin the first quarter of the year.
Taxable The Corporation offers a rangs of The: walue of private medical insurance in Nona.
benafits benefits to all staffincloding private 2020 i expected to range from £1,000
medicalinsurance. Other benefits, o £2,000 for Executive Members.
Olering competitive such as life assurance, are available
remuneration packages through a flexible benefits scheme.
helps the Corporation
Pensions | attract, maotivate and The Corporation currenthy offers a defined All of the: Executive Members receive Hone.
retain a high-calibre contribution pension scheme for new staff. cash payments in lievof pension
Expcutive team, tenafits and are not members of the
Certain Executive Members also receive diefined contribution schemae.
cash payments in lizw of pension benefits.
Yariable Allof the Executive team participate in the In 2013, the Corporate Variable Pay Performance
pay Corporate Yariable Pay Scheme. Payout Scheme paid between 40% and 50% measures of

is determined annually by the Remuneration
Committee shortly atter the financial year
end based on performance and paid in
March following the year and.

Following his change in role, Jonathan
Allans warisble pay is no longer split
between the Adwvertising Sales Scheme and
the Conporate Variable Pay Schame.

In 2020, he will participate in the Corporate
Wariable Pay Scheme only.

The Remuneration Commitbee reserves the
right to adjuest the: targeis and quantumin
2030 given the exceptional circumstances of
thee Cowvid-19 pandemic. In April 20000 the
Group publicly anncunced that at the request
of the Executive Members, the Remuneration
Committes had decided to suspend the
Corporate Variable Pay Scheme with regard
to the Executive Members inlightof the
Covid-19 crisiz. The Corporate Variable Pay
Scheme remains suspended for the Executive
Members as at the date of this report.

the schemes
are zet ot

on pages
167 1o 168,

of total gross salany for the Executive
Members. The maximum amount
payable for the Chief Executive remains
at 50% of gross salary in 2020,
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Mone of the components of remuneration contain any provisions for recovery of sums paid.

Thers are no other differences between the Corporation’s policy onthe remuneration of Directors and the policy onthe remuneration
of other employees.

The following table sets out the key components of the remuneration package for Mon-Executive Members:

Component Purpose Operation

Fees The Mon-Executive Members constructively challenges and Fees are sat by Ofcom, paid monthly and
help develop proposals on strategy. and bring strong, reviewed pericdically.
independent judgement, knowledge and sxperience tothe
Board's deliberations. Annual fees for the year to 371 Decemiber 2020

were expected tobe:

Chair - £95,000

Dreputy Chair - £20,940

Committee Chairs — £23,177

COrther Non-Executive Members - £22,177

In April 2020 a voluntary 20% cut in fees for
Mon-Executive Members was announced as
part of the Group's Covid-19 response. Their full
fees were reinstated with effect from July 20200

Mon-Executive Members are appointed by Ofcom and service contracts are subject to fiwed terms of a maximum of three years.
Feesfor Non-Executive Members do not contain any provisions for recovery of sums paid. Mo other components of remuneration
are available for Mon-Executive Members.

Hon-Executive Members are entitled to reimbursement of travel and accommodation expensesincurred in connection with attending
Board and other mestings in relation to fulfilling their duties.

Remuneration policy framework

The Corporation looks to attract, retain and motivate the best people in the market. To be able to do this, it looks to offer a fairand
competitive rewards package. The Committee will seek to align the remuneration package offered to new Executive Members with
the policy, which will involve determining remuneration appropriate and necessary to recruit and retain the individual. & summary
of the policy is set out below:

Fieed remuneration Base salary is benchmarked against the external market and broadly aligned to market median.

Variable remuneration  Awards under the Corporate Variable Pay 3cheme are limited to between 50% and 40% of base salary for
the Chief Executive and other Executive Members.

Benefits Executive Members are provided with private medical insurance, life assvrance, Group income protection
and health screening. All other benefits are provided on a voluntary basis.

The Corporation has a standard pension contribution scale but will consider paying a cash alternative
depending on individval circumstances.

The Corporation will pay legal fees incurred by any new Executive Member in respect of their appointment.

Internal promotions In the event that an intemal candidate was promoted to the Board, legacy terms and conditions would
normally be honoured, including pension entitlements.

The Committee monitors the effectiveness of Executive Member remuneration and has regard to the impact and compatibility with
remuneration policies in the wider workforce. During the year the Committee is provided with information regarding pay in the wider
workforce which gives additional context for the Committee to make informed decisions. The Committee determines the overall
approach for salary and variable pay for the overall workforce and similar principles are applied when considering Executive Member
arrangements.

Paolicy on payment for loss of office
The service contracts of all the Executive Members are subject to notice pericds of one year or less. The Committee's policy is to
maks payments in line with contractual obligations covering payment in liev of notice including base salary and other benefits.

The Remuneration Committes will consider what compensation commitments (including pension contributions and all other
elements) the Executive Members’ terms of appointment would entail in the event of early termination. The aim of this is to avoid
rewarding poor performance.
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lllustration of application of remuneration policy

The graphs below represent the variations in the remuneration at different levels of performance for the 2020 remuneration policy for
the Executive Members. These reflect the standard terms of the Corporate Variable Pay Scheme, and have not been adjusted for the
current suspension of the scheme as part of Channel 4's Cowid-19 response.
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The variable element of total remuneration in relation to ‘in line with expectations’ reflects the average award under the Corporate
Variable Pay Scheme over the last five years.

Avdited information
The Members’ Remuneration Report (pages 164 to 172), where indicated, has been avdited by the Corporation’s avditorin
accordance with Schedule B of the Companies Act 2006 as if those requirements were to apply to the Corporation.



