Members’ Remuneration Report

Chair’s introdection

Dwring 2020, the Committes has concentrated on
ansuring appropriste remunerston decisions wers taken
in conjunction with Channel 4's wider response to the
Covid-19 pandemic.

Anather of the Committes's priorities was stafi wellbeing,
with the majoaity of employees wodking from home and
furlough arrangements in place for part of the year. The
Committee continued its foous on pay gap reponting with
the publication of the 2020 Pay Beport in October.

Annual statement by the Chair of the Remuneration
‘Committes

This report sets out the activities of the Remuneration
Committes for the year ended 31 Decembser 2020. It discloses
the remuneration policy and remuneration details for the
Executive and Mon-Exscutive Members of the Comporation.
It has been prepared in accordance with Schedule 2 of the
Large and Medivm-sired Companies and Groups (Accounts
and Reports] Regulations 2008 as amended in Avgust 2073,
Channel 475 status as a statubory conporation without
shareholders means thess provisions are not all directly
applicable, but the Members have decided to comply
woluntarily with the provisions to the extent that they are
relevant to Channel 4, inline with the Board's commitment
e high standards of corporate governance.

The report is set cut in three sections: the statement by the
Chair of the Bermuneration Committee, the annual report on
remuneration, ard the policy repost. The annual report on
remuneration provides details on remuneration relating to
H120 and other information required by the Regulations.

The Companies Act 2006 requires the auditor to reporton
certain parts of the Members” Bemunemtion Beport and to
state whether, inits opinion, those parts of the report haee
ban properly prepared in accordance with the Regulations.
The parts of the annual report on remuneration that are subject
o awdit are indicated in the Auditors Report. The statement
by the Chair of the Remuneration Committes and the policy
report are not subject to audit.

The Remuneraticn Committee oversees all aspects of pay

for the Executive Members and staff of Channel 4, reviewing
propasals for the overall annusl 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 2000 reflectits
remunerstion policy, which is designed to erable Channel 4
toattract, motivate and retain high-calibre staff by offering
bith fiveerd 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 invobeed
iin advizing or suppoating the Remuneration Committee, care is
taken to recognise and avoid conflicts of interest. Mo Executive
Members attend meetings 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 ation Committes

Dwring 20240, the Remuneration Committes comprised Stewart
Purvis {Chair until the end of his term in Septemiser 2020 and
who subsequently remained as a member of the Committee],
Lord Chris Holmes fwho began his term as Chair in Movember
2020}, Fro Haclitt [who stood inas interim Chair bebween
thess terms] and Roly Keating fwho joined the Committee

in Movember 20200 All the members of the Committee are
Independent Mon-Executive Members. The Chair of the Board,
the Chief Executive, the Director of People, the Chief Operating
Officer and the Corporation Secretary attended meetings by
invitation as appropriste.
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ponsibilities of the tion Committes

The Committee"s principal responsibilities arec

- torecommend to the Board the level of any average annusl
=alary increases and variable pay awards and the structune
of remunaration;

- to recommend to the Board the structure of the anrual
Corporate Variable Pay and Advertising Sales Schames and
o review progress against the tangets st for the schemes;

- o review any other aspect of HR strategy or performance as
appropriate; ard

- o review any other significant change in Channel 47
remuneration amrangements and policies.

The Chair of the Remuneration Committes reports to the Board on
the Remunaration Committes's discussions and recommendations,
and brings to the Board's sttention ary matters of an vnesual or
sensitive nature.

Activities of the Remuneration Committes

The Committees work in 2020 and 2071 to date included making

an award recommendation to the Board for the Corporate Yariable

Pay Scheme in respect of 2020, and reviewing the strocture and

appropriatenass of the Corporate Variable Pay and Advertising

Sales Schemes for 2021

- The variable pay award for 2000 and the details of the Corporate
Variable Pay Scheme are detailed on pages 168 o 171

= In Jarwary 200, the Committes reviewed the frameworic
and agreed the 2070 corporate objectives for the Conporate
Variable Pay Scheme to ensure performance achievement
was appropriately inked to scheme rewands. These target
and measure in equal weighting key corporate metrics (Enear
and digital viewing targets and financial performancel, strategic
objectives [digital transfoomation, inclusion and diversity and
creative success] and personal ohjectives.

= In Jarwary 2010, after careful consideration and review, the
Committes agreed that an average pay award of 1.5% would
e made to all staff etfective 1March 2020. This reflected an
average pay award of 1% for the Executive and Leadership teams
and 7% for ather stafi. They also recommended an average
award of 855 of the maximum opportunity under the Corporate
Variable Pay Schame for 20190

= InApril 2020, the Committee reviewed and approved proposals
for temparary voluntary pay cuts of 20 jor the Executive and
Hon-Executive Members as part of the Corporation’s response
1o a substantial fall in revenues during the initial Covid-19
outbreak, as well as a temporary suspension of the Corporate
Variable Pay Scheme for the Executive Members

= In Jure 3320 the Committee confirmed that previously agreed
salaries would be reinstated from 1 July 2000, reflecting the
improvement in the advertising market since the cuts wene
initially made

= InNowember 2020, the Committee reviewed the proposed
conporate objectives for 2021, simed at tracking delivery against
the Channel's remit and levels of stafi engagement, in addition
1o key financial and viewing measures. These objectives werne
approved by the Committes in laruary 2021,

= InJarwary 20, the Committes approved an average pay awarnd
of 1.5% to be made scross Channal 4 effective from 1 March 3031
It was also confirmed that no repayment of salary foregone by
the Members would be made for the period from Apeil 2020 to
Juna 2020,

= In February 2021, after careful consideration, the Committes
agreed toreinstate the Corporate Variable Pay Scheme for
Executive Members, and approved their 2020 variable pay as
wellasa 203 pay award in line with the rest of the business

During 2020, the Committes agreed adjustments to existing
Executive remuneration for Jorathan Allan in Bght of his new
responsibilites as Chief Operating Officer from February 2020 (see
page 148, In fanuary 207, it approved changes to remuneration for
lan Katz reflecting increased responsibilities.

The Committee also received regular updates throughout 2020 on
the impact on Channel 4 employees of widespread home working
and use of the furlough scheme over part of the year.

Pay Report 2020
The 'Channel 4 Pay Beport 2020 was published in Ciotober 2020,
and included ethnically-diverse, LGET+ and disability pay data
within its scope asa reflection of Channel 4's commitment to
inclusion and diversity. This reporting was in addition to the gender
pay reporting required by the Equality Act.

The regeort showed a reduction in the mean gender pay gap of 1.6%
year-on-year, bo 21.5% in March 20020 (h07%: 23.7%] - down 7.1% since
Channel 4 started reporting on the gender pay gap in 2017 While this
decrease indicates steps in the right direction, the main drivers of the
gervier pay gap ramain the same: the lower half of the organisstionis
comprised of 65.6% women compared to 47.4% in the upper half.
Channel 4 continues 1o target a 50:50 gender balance in the top 100
earnars by 2023, and the propontion of seniorwomen in the business
hias grown shghtly to 44 in March 2020 (March 2018 430

The regort also revealed a mean sthnically-diverse pay gap of
15.3% at March 3020, substantially down from 19.0% in 2019 Just
as with our gender pay gap, there are two factors that drivee the
athnically-diverse pay gap: a lower representation at senior levels
and a higher representation at junior levels. By 2073, Channel 4's
target is to have 20 ethnically-diverse employees across
Channel 4 and in the top 100 paid. The rumber of ethnically-diverse
employees in the top 100 eamers was down slightly to 14 in March
200 (March 2018: 15k

Channel 4 reported an LGET+ pay gap of 10.6% at March 3020,
again a substantial reduction from 17.7% in 2019, The gap remains
driven, asin other diversity groups, by having fewer employees
identifying as LGET+ in the most senior roles.

Hegrattably, the report showed an increase in the mean disability
pay gap from 0L.4% in 2079 to 12.6% in 2000, As the number of

employees with disabilities is relatively small compared to the
averall number of employess, the disability pay gap can be
significantly afiected when a small number of employess in the
upper quartiles leave the business, as was the case in 2000 The
median disability pay gap has, however, decreased from L6 in
2019 b 5.2% in 2020, suggesting that the distribution of employees
with dizabilities has improved.

To help drive change throughout the organisation and develop our
approach to targeting these pay gaps, Channel 4 named its Chiet
Marketing Officer, £aid Al-Qassab, as Executive Sponsor for
Inclusion and Diversity, as well as appointing a dedicated Inclusion
and Diversity Lead.
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Remuneration Report
The following provisions on this poge ore subject to oudit
The remuneration of the Executive Members for the years ending 31 December 2020 and 2019 is made up as follows:

Tazabis Totnl  Varisbls  Totsifor Taxabia Tolol  Waribis  Totslfor
£000 Salary  banafiz  Panzion frmd Py M0 Salary banaftz  Penzicn fwnct pay EL
Alex Mahon 353 2 15 98 293 o991 573 2 e 596 247 943
Jonathan Allan 459 1 36 4596 194 [0 445 1 £ 425 205 690
lan Katz 247 1 4z I 140 330 60 1 4 405 22 ]
Total 1301 4 e 1384 &33 227 1384 4 |\E 1585 a5 2)81

The figures in the table above represent the gross amounts received by Executive Members in 2020 and 2019, after taking account of
salary increases during the year where applicable and salary reductions between April and June 2020 (both of which are cutlined in more
detail on page 6T

In 2020 and 2079, all of the Executive Members received pension benafits in the form of cash payments.

In 2079, Jonathan Allam's varable pay was split between the Advertising Sales Scheme and the Corporate Variable Pay Scheme. Following
a change inrole in 2020 his variable pay is no longer split between the two schemes and he participates in the Corporate Variable Pay
Scheme anly.

Taxable benefits includes private medical insurance for all Executive Members.

The remuneration of the Non-Executive Members for the years ending 31 December 2020 and 2019 is as follows:

£000

Charles Gurassa

Lowrd Chris Holmes

Stewart Purvis

Andrew Miller [term commenced on 1June 2020}
Simon Bax (term concluded on 4 December 2019)
Paul Geddes

Althea Efunshile

Uzma Hasan

Fru Hazfitt

Tom Hooper

Boly Keating

Total

b
Ylumwung, gnas|ih

Bluununng e

Mo detailed disclosure has been provided for the Mon-Executive Members other than that relating to their fees, as it is the only formof
remuneration they receive.

Variable pay
During the year, the Committee regularly monitored performance as part of its owersight of variable pay across the business. The
Committea met in Februasry 2071 to agres on & recommendation to the Boand on variable pay once results for the year were availsble.

Corporate Variable Pay Scheme owtline

The Corporation's business model and strategy are set outin the Strategic Beport on page 132 The Conporate Vanable Pay Scheme has
been designed specifically to link variabde pay with the business model, with specifiic corporate objectives setin Janvary 32021 focused on
share of commercial impacts [*S0CI), programme streaming views and comtinued financial sustainability) which were vsed as key
performance measures for the scheme for the year.

Achisvernent of at least the bud geted surplus or deficit before tax for the year and Ofoom licence requirements is & condition for amy
element of the scheme to pay out to staff. There may be circomstances where additicnal strategic or content investments are made or
accounting adjustments arising from one-off events coour in the year which means the budgeted surplus or deficit before tax is adjusted for
the purpose of the Corporate Variable Pay Scheme 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.
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Most staff and the Executive team participate in the Corporate
Variable Pay Scheme, where the amounts provided can be up to
W% of total gross salary for staff, 20% for Heads of Department and
betwesn 20% 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
memiber may vary from the average in certain years to reflect their
individual achievement against personal performance ohjectives.

Process for determining variable pay

Todecide how much variable pay should be provided each year, the
Bemunemtion Committee reviews business performance using a
manthly performance dashboard and report which tracks
performance across a range of qualitative and quantitative metrics.
'Where relevant, parformance versus competitors against the same
mistrics is also s key part of the Committess deliberations. The
Committes also monitors progress against the corpomate objectives
set for the year and considers a report written by the Chief Executive
in conjunction with others in the Executive team, describing bow the
Corporation has performed.

The scheme is based on a mix of both qualitative and quantitative
information, and a degres of judgemaent is required around certain
creative performance measures. The weighting allocated to each
corparate objective in a given year is at the discretion of the
Committee.

After due consideration of performance during the year, the
Bemunemtion Committea makes a judgemant on the owerall
performance for the year and proposes an amount, based on what
it considers the avwerage payout across the Conporation should be
for the year. The Committee produces a narrative assessment of its
evaluation which is then presented to the Board, which has the final
approval of ary payout. The Committes will review the Coparate
Variable Pay Scheme each year to ensure it remains appropriate.

It was reported that the first gatewsy to the scheme - mesting the
Dfcom licence requirements - had been met, despite obstacles to
production posed by keckdown restrictions and the spending
reductions necessitated in response to the pandemic. The Group's
record financial results for the year ensured that the second
gateway, of achieving the budgeted result for the year, was clearly
exceeded despite the financial impact of Cowid-19.

The Committee’s assessment was based on a detailed review of
all the infoomation available to it, including the CED and Executive
team's 2000 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,
particularhy in the context of the unforeseen challenges 2020

had posed to Channel 4. An extract of the performance metrics
considered by the Remuneration Committee is set out on pages
218 to 720 and includes programme quality, creative achisvements,
linesr and digital viewing perfcrmance, commercial impsct
performance in key demographics and financial and commercial
performance. The creative achievements and financial resultsare
alzo outlined in detail throughout this Annual Report.

The Committees reflected that there had been a clearer focus than
enver beefore on setting and communicating clear, Corporation-wide
objectives for 2020, focused on three areas: Channel £'s SO[C1
across its portfolio, growing views on All 4, and continued inancial
sustainability lassessed on the Group's pre-tax resuh).

SO performance for the year was very strong, with portfolio
S0 for both 16-34-year-olds and ABCTs up year-on-year {ses our
Eey Performance Indicators on page 1350 Notably, Channel 4 saw
higher year-on-year 30C] growth among our key 16-34-year-olds
demagraphic than any other channel during 2030,

Al 4 viewing cutperformed our target to exceed one billion views
for the first time ever in 20040, finishing the year with 1,252 million
wiews (see our Key Performance Indicators on page 1351,

16~ 24 -year-olds sccount for just under half of monthly sverage
wiewers on All 4, and we now have shows where the majority

of young viewing is on All £,

Financially, the Conporation finished the year with the largest
surpdus in its history, putting itin a strong position to face any
further wolatilityin 2021, These results also meant that 2020 saw a
pasitive contribution to Channel 4's cash reserves for the first time
since 2015, While the Corporaticn’s £75 million revolyving credit
facility was drawn down in full in Marnch 2020 to ensure sufficient
liqquidity in the business as it responded to the pandemic, none of
this funding was utilised during the year. By late 2000 Channel 4
was also in a position to repay in full the payments received under
the Coronavirus lob Retention Scheme earlier in tha year, further
underfining its financial sustainability and self-sufficency.

The Committes acknowledged that while at the start of the year it

had anticipated a third successive year of transformation within

Channel 4, aimed at bringing the Corporation's operations and

culture truly imto line with the Channel's digial focus as well

as continuing to build on its 4 Al the UK programmes, 2020 had

brought an additional and unprecedented set of challenges to take

an. Here the Committes recognised two achievements in

particular:

- Chamnel 4's creative response to the pandemic

- Itz operaticnal response, and in particular the hard work and
dedication of its staf

2020 had confromted the commissioning teamwith challenges on
three fronts — replacing more than 200 hours of Covid-disrupted
programming, responding editorially to the most dramatic
imternaticnal crisis of recent times, and identifyingupto £150
million of cuts from the coment budget i required to mitigate a
substantialimpact onadvertising revenue, The Committes agreed
that two key editorial priorities - to reflect the human impact of the
pandemic on the country, and to help our audiences get through
lockdown - had resulted in a creative response that had been
second bo none.
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Channel 4 Newss coverage of the pandemic saw it attract recond
audiences across 2020 - up 17% for individuals and up 293% for
16-34-year-olds with half a billion views of cur coverage on social
platforms. Most significantly, Odoom found Channel 4 News to be
the most rusted media source of indormation on the pandemic.
Mearrehile, Channel 4's *Stay at Home Acadenmy” shows - from
Jamie's Keep Cooking and Carry On (on air within days of the first
Lochdiown being snnownced) to Graysons Art Clud, the
breakthrough hit of lockdown programming - created a real
audience connection during a dramatic shared experience.

The significant effort that went into keeping cur major shows on air,
ar producing them as soon as conditions allowed, was also noted
by the Committee, as was the fact that this was rewarded with
record audiences for many of our biggest titles. Despite being
produced in difficult ciroumstances and without a studio audience,
Toskmaoster made a hugely successiul debut in our line-up, more
than doubling its avdience as it moved over from Dave and helping
us to record three of the biggest young awdiences across all
channelsin its launch week. Meanwhile, 2 major focus for the
commissioning team through the spring and summers was how to
produce The Great Eritizh Boke O, and this was rewarded with
the biggest audiences for the series ever, and the biggest owernight
Channel 4 audience on record for the final.

The Committee considered the Corporation's 2020 performance
across the range of its Statement of Media Content Policy ("SMCP1]
metrics (pages 83 to 179 and determined that 2020 had
represented another successful year of remit delivery. The
Corporation maintained its strong lead over other broadcasters
across a range of the SMCP metrics, in spite of hurdles to
production posed by Covid-19 and significantly lower originated
content spend than in previows years — down to £270 millionin
2020, compared with £497 million in 2019, As the advertising
market recovered in the later part of the year, we were able to
rainvest additional revenues in commissioning, ensuring cuts to
the content budget were less steep than originally envisagedin
auwr initial response to the pandemic.

Channel 4 won an impressive array of awards in 2000, across
multiple genres, with mone Broadcast Awards, BAFTAs, Griersons
and Edinburgh International Festival Awards than amy other single
channel, including BAFTAs for both best drama series, End of the
E**“ing World and best comedy series, Stoth Lets Flots. Winning
“Best Video On Demand Service' at the Edinburgh TV Awards
raflected an excepticnal year for All 4, Filmd ended the yearona
high with 52 nominations for the British Independent Film Awards,
including a BIFA record 17 for Saint Mowd and three of the four most
highly nominated filmes.

The renewed focuson Channel 4's commitment to indusion and
diversity, in light of the killing of George Floyd and the subsequent
wave of protests arourd the world, was also recognised. s well
a5 an on-screen response including shows such as The Talk, The
School That Tried to End Rocism, and our strongest Black History
Month yet, off soreen we set out our shepoint commitments to
being an anti-racist organisation. The Committee noted the recent
imeestment in Proper Content, a ethnically-diverse-led indie, as
well as the launch of our ethnically-diverse-led Indie Accelerator
Fund and planning underway fos the ambitiows Black to Front Day
nextavtumn. The Conporation had also reaffirmed its commitment
to disability talent on and off screen, signing up to The Valuable 500
and committing to COM s Doubling Disability plan.

Lower staff wmower as a result of Covid-19 slowed progressin
increasing the diversity of cur employee base. Nevertheless, we
remained stable in our makeup with 7% ethnically-diverse (vsa
20% target for 2023}, W% with a disability (vsa 123 target], and 8%
LGET+{already ahead of cur 6% target). Importantly, all but one of
auwr pay gaps reduced this year, reflecting the efforts we have made
to facilitate ransparent pay and bonws data. Top W00 figures have
ramained mainhy stable throughout the year - femasle at 45% and
athnically-diverse at 12% as at December 2030,

Continuing progress on the 4 Al the UK programme was reviewed,
including the formal opening of the Bristol office in Fireels Beach
at the start of 2020, Work also continued on cur commitment to
enable the growth of small, emerging indies across the UK, with
further Nations and Regions investment through our Indie Growth
Fund ard the announcemeant of the Emerging Indie Fund. 45kills
Lavnched on the first anniversary of cur move to Leeds, with the aim
of bringing together external training and development and in
particular supercharging efforts outside London.

In terms of operational transformation, the Committes
acknowledged that work already in progress on strengthening
project and investment management was quickly applied as
Covid-19 hit to ensure close monitoring of the situation, set revised
financisl targets across the organisation and install 5 carefully
gated approach to reinvestment as the crisis progressed. There was
alzo a clear ambition to improve employes engagement through

a more meaningful dialogue with the wider leadership team, which
was only amplified by the move to home working. The frequency

of lzadership sessions had increased, with the topics covered
becoming significantly broader, and more of the leadership team
imendved. Staff engagement has been further boosted with regular
all-stafi M5 Teams sessions, weekly emails, greater usa of the
intranct and team meetings, with the results of this evident in
recent staff surveys.

After a careful and detailed consideration, following a strong year
of creative, commercial and financial performance in responsa to
& onCe-in-a-g tion challenge, and as a reflectionof Channel 4
stafi's dedication duning a difficult pericd, the Committee
recommended that it was appropriate to set the award for 2000 at
the maximum opportunity under the Corporate Variable Pay
Scheme.

Advertising Sales Scheme

Staff working within advertising sales hawve a separate Adwvertising
Sales Scheme, linked to advertising revenue and paid biarmualhy
based on performance. They are not eligible for the Corporate
Variable Pay Scheme.
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The following provisions on this poge marked with = are subjact
o ot

variable pay awards to Executive Members*

The Committes made the following awards to Executive Members

in respect of 2020 performance:

- Alex Mahon was searded anamount of 50% of year-end salary
under the Conporate Variable Pay Scheme

- Jonathan Allan was awarded an amount of 30% of year-end
salary under the Corporate Variable Pay Schema

- lan Eatr was swarded an amouwnt of 40% of year-end salary
under the Conporate Variable Pay Scheme

Texable benefitse

Executive Members are eligible for a range of taxable benefits,
which caninclude a pension allowance and membership of a private
medical insurance scheme [which is provided to all staifl. Mo
expenses claimed by Executive Membsers were chargeable to UK
income tax as they were incunred wholly for the purposes of the
business of the Corporation.

Pension*

The Corporation has two pension schemes a defined contribution
scheme open toall staff, and a defined benedit scheme which is
closed to new entrants and closed to future accrual from

31 Decamber A5, Furthar details relsting to the defined banafit
plan are provided in note 18 to the financial statements.

All of the Executive Members received cash payments in liev of
pension benefitsin 2020,

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

CEOQ remunertion table

The table below shows the percentage change in remuneration of
the CEO and the Corporation’s employees as a whole between the
years 2009 and 2030:

cEO Allztal
Salary and fees -4% +1%
Variable pay +18% =M%
Total +% +4%:

1 Azl incledio tha CEO bt axcludar i coats of a small nembar of on-scmas tbant
whao arm mmurarsted vin Channsl 4's payroll. This i consictent with tha imlormation in
rotm 4 oo the Amaroad rtaiemants

The Group is not presenting a table on CEO pay in comparison to
Total Shareholder Beturn as it is a statutory conparation without
shareholders and the requirements are therefore not applicable.

The ratio of remuneration for the highest paid Executive member
(the CEOVin comparison with the median employee is shown in
Mote 4 to the financial statements on page 193,

Payment for loss of offices

Mo payments were made for loss of office in 2020 to Executive
Members, and at the balance sheet date there were no provisions
made for compensation payable for sarly termination of contracts
or loss of office to Executive Members.

Payment to past Members*
Mo payments to past Members were made in 2020,

HMembers” service contracts

Members' service contracts ane kept available for inspection at
the Corporation’s Head Office, 124 Horseferry Road, London
SWIP 2T

Relative importance of spend on pay
The graph below shows the sctusl expenditure of the Group and the
change between the current and previous years.

Total £o0n
tmeiopra

Py (#BE) EHSm
Pofal oot ol

tranzmizzicn
med xalax i-15%1

Hmn Haw

The Members have chosen the change in total cost of transmission
and sales as disclosed on the face of the income statement as the
comparative measure for relative spend on pay as it is considered
o be the most significant indicators in understanding total
Corporation expenditure year-on-year in light of its new Futured
strategyannounced in late 2020, Employes pay was approcmately
113 [2019: 9% of total cost of transmission and sales, with the
increase in this metric driven by non-staff cost savings as part of our
response b Covid-19.

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

This report was approved by the Board on 5 May 2021 and signed
an its behalf by

Lord Chris Holmes
Chair of the Remuneration Committes
5 May 20




Members’ Remuneration Report
(continued)

Remeneration policy for 2021

The remuneration of Executive Members is determined by the Remuneration Committee, the membership and termes of reference of which
are detailed on pages 166 to 167, In framing its remuneration policy, the Committee has given full consideration to the best practice
pravisions of the UK Corporate Governance Code. There hawve been no significant changes to the remuneration policy for 2000 except

as noted below.

Future policy tahle
The following table sets out the key components of the remuneration package for Executive Members:
#ow thiz suppartsthe Performance
Componest strategicaims of the Group How this cperabes Haximum amcunt payable meases
Salary Salaries ase paid monthly. #Annual salaries for the year to 31 Decembes Hone.
202 are approwved as follows:
The Remuneration Committes discusses - Mahon - increase from £586,135% 1o
the pedormance of each Membsss with £594, 977 with effect from 1 Masch 2039
the Chair of the Boasd and with the Chisd - lan Eatz - increase from £385,550 to
Executive for other Exscutine Members, £405, 550 with eflect irom 1 March 201
- Jorathan Allan - increase from £486,000
to 493, 790 with effect from 1 Maech 2000
Salaries ase uswally reviewe d anmeally
imthe first quarter of the year.
Taxable = it The Corporation offers s range of bemefits to. The value of private medical msumnce in Hone.
be=nefits f#urn"giﬁ?;ﬂt:#; almﬂ.?;ludirg private 'r-e-‘::'u:al"summ::. Jﬂn'snmerlzdmra.ng: frcen £1,000
helpes the Corporation Other benefits, such aslile assurance, are 1o £2,000 for Executie Members.
atteact, motivate and avalable through a flexible benefits scheme.
retaina bigh-calibre
— | Executive leam.
Pensions The Corporation currentlyolfers a defined 4l of the Executine Members receive cash Hone.
contribution pension scheme for new stafi. payments infewof pension benefits and ase
mot members of the defined contribution
Certain Exeutive Members also recsie or previous defined benefit schemes.
payments in lizu of pension benefits.
variable Mldmmthtms?;&ipalz'mh_: The Corporate Variable Pay Scheme will Performance
Py Corposate Vanable Pay me. Fayoutis :?-nemen-m'l:and 50% of botal gross measures of
determined annually by the Remuneration ary for the Executive Membess. the schemes
Committee shortly after the financial ase setout
yearend based on pedonrmance and on pages
maid in March following the year end. WETD TTL

Mone of the components of remuneration contain any provisions for recovery of sums paid.

There are no other differences between the Corporations policy on the remuneration of Directors and the poficy on the remuneration of
ather employees.

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

Component Purpose

Fees The Hon-Executive Members constructively challenge
ardd help develop proposals on strategy, and bring strong,
independent judgement, knowledge and experience to the

Board's deliberations.

Fees are set by Ofcom, paid monthly and
reviewed periadically.

Annual fees for the year to 31 December 202 are
expected to be:

Chair - £85,000

Deputy Chair - £29,940

Committee Chairs - £25, 177

Dither Mon-Executive Members - 22177

MNon-Executive Members are appoimted by Cfoom and service contracts are subject to fived terms of a maximum of three years. Fees for
Mon-Executive Members do not contain amy provisions for recovery of sums paid. No other components of remuneration are available
for Non-Executive Members.

Mon-Executive Members are antitled to reimbursement of travel and sccommodation expenses incurred in connection with sttending
Board and other meetings in relation to fulfiling their duties.




Members’ Remuneration Report
(continued)

tion policy f rk
The Corporation keoks to attract, retain and motivate the best people in the market. To be able to do this, it looks to offer a fair and
competitive rewards package. The Committes will seek to align the remuneration package offered to new Executive Members with the
paolicy, which will invohe: determining remuneration appropeiate and necessary to recruit and retain the individual. A summary of the policy
iz st out below:

Fived remuneration Basze salary is banchmarked against the external market and brosdly sligrnied to market median.

Variable remuneration  Awards under the Corporate Variable Pay Scheme are Bmited to between 50% and 0% of base salary for the
Chief Executive and other Executive Mambers.

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

The Corporation has a stardiard pension contribution scale but will consider paying a cash altemative
depending on individual circumstances.

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

Intemnal promations In the event that an internal candidate was promoted 1o the Board, legacy termes and conditions would nommally
ke honoured, including pension entitlsments.

The Committee monitors the effectivenass of Executive Member remuneration and has regard 1o the impact and compatibility with
remuneration policies in the wider workforce. During the year the Committes is provided with information regarding pay in the wider
workiorce which gives additional context jor the Committes to make informed decisions. The Committes determines the overall approach
for salary and variable pay for the overall workforce and similar principles are applied when considering Executive Member arrangements.

Policy on payment for loss of office
The service contracts of all the Executive Members are subject to notice periods of one year or less. The Committee's policy is to make
payments in line with contractual obligations covering payment in lieu of notice including base =alary and other benefits.

The Bemuneration Committee will consider what compensation commitments including pension contributions and all other elements)
the Executive Members” terms of appoimtment would entail in the event of early termination. The aim of this is to avoid rewarding
poor performance.

Illustration of application of remuneration policy
The graphs below represent the variations in the remuneration at different levels of performance for the 2021 remuneration policy for the
Executive Members.
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The variable element of total remuneration in relation to ‘in line with expectations” reflects the average award under the Corporate Yariable
Pay Scheme over the Last five years.

audited information
The Members” Remuneration Report {pages 166 to 172], where indicated, has been audited by the Coporation™s awditor in acoordance
with Schedule B of the Companies Act 206 as if those requirements were to apply to the Corporation.




