Governance

Members' Remuneration report

Chair's introduvction

Diuring 2025, the Remuneration Commit tee remained
focused onensuring that Channel 4 atiracts and retains
high-calibre people. champions equity and inclusion,
and supports the development of its talent. These
prionties continued to guide our work throughout ayear
of significant organisational aciivity and transition
Since the launch of Fast Forward in January 2024, the
Commities has emphasised the importance of a fair,
appropnate, and equitable remuneration palicy that
reflects the vital contnbution of Channel 4's people
Throughaout 2023, the Committee ensured that
remuneration decisions recognised both the cngoing
transformation and interim nature of the leadership
given the departure of Alex Mahon in 2025, in doing 5o,
the Committes remained committed to supporting the
attraction, retention, and motivation of diverse,
high-performing talent, while upholding Channel 4's
velues and its public service remit

Annual statement by the Chair

of the Remuneration Committee

This report sets out the activities of the Remuneration
Committee for the year ended 31 December 2025. 1t
discloses the remuneration policy and details for all
Channel 4 people including the Executive and Mon-Executive
Members of the Corporation. 1t has been prepared in
accordance with Schedule B of the Large and Medium-
sized Companies and Groups (Accounts and Reparts)
Regulations 2008 as amended in August 2013. Channel 4's
status a5 a statubory corporation without shareholders
means that not all provisions of the Regulations are
directly applicable, but the Members have decided o
comply voluntanly 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 govemance.
Thereport is set out in three sections: the statement by the
Chair of the Remuneration Committee, the annual report on
remuneration, and the policy report. The annual repart on
remuneration provides details on remuneration relating io
2025 and other information required by the Regulztions.

TheCompanies Act 2006 reguires the auditor to repart on
certain parts of the Members’ Remuneration report and

to statewhether, inits 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
repart. The statement by the Chair of the Remuneration
Committes and the policy report are not subject toaudit.

The Remuneration Committes oversess zll aspects of pay
forall Channel 4 people including Executive Members,
reviewing proposals for the overall annual pay awards

and varizble pay schemes applicable to all sta7, and the
details of remuneration packages for the Executive team.
The Committee's recommendations and decisions in
2025 reflect its remuneration policy, which is designed
toenzable Channel 4 to attract, motivate, and retain high-
calibre people by offering both fieed and vaniable pay to
reward commercial and creative success, and recognising
Channel 4's position &s a public service media organisation.



‘Where Executive Members or senior management are
imvodved in advising or supporting the Remuneration
Committee, care iz taken to recognise and avoid conflicts of
interest. Mo Executive Members attend meetings of the
Remuneration Committes at times when any aspect of their
individual remuneration, benefits, or terms of employment
are being discussed.
Composition of the Remuneration Committes

Dwring 2025, the Remuneration Committee comprised of
Dame Annette King, who served as Chair until her passing in
March 2026, Dawn Airey, Tess Alps, and Debbie Wosskow. AL
the members of the Committes are Independent Non-
Executive Members. The Chair of the Board, the Chief
Executive, Interim Chief Exscutive, the Director of People,
the Chief Financial Officer and the Corporation Secretary
attended mestings by invitation as appropriate.
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Members' Remuneration report cont.

Responsibilities of the Remuneration Committee

The Committes's pincipal responsibilities ans:

» o recommend to the Board the level of any average annual
zalaryincreases and vanzble pay awards, and the structure of
remmuneration;

* o recommend to the Board the structure of the annual
Corporafe Varizble Pay and Advertising Sales Schemes and to
review progress against the tangets set for the schemes:

* o review any other aspect of people strategy or performance
as appropriate; and

» o review any other significant change in Channed 4's
remuneration amangements and policies.

The Chair of the Remuneration Committes reports to the Board

on the Remuneration Committee’s discussions and

recommendations, and brings to the Board's attention amy
matters of an unusual or sensitive nature.

January 2025

The vanable pay award for 2025 and more information on the
Corporate Variable Pay Scheme are detailed on pages 128 to 129
The Committee made recommendations in Janwary 2025 on the
appropriate award for 2024 under the Corporate Varizble Pay
Scheme. The Committes agreed that its considerations reflected
ayear of strong strategic, financizl, and operational delivery in
2024, with momentum sustained despite the orgenisation
navigating a challenging transformation during the year. After
careful review, the Committes concluded that it was appropriate
o set the award for 2024 at the maximum opportunity under the
scheme, in recognition of the robust financial results and
successful streaming performance achisved. The Commitiee also
made recommendations on the appropriate opportunity for the
Executive Members, reflecting their performance against key
mieasures dunng the year and aligned with the overall award under
the scheme. The Committes approved the proposed corporate
objectives for 2025, supported by brosder metrics relating to
remit delivery and financial performance.

February 2025

In February 2023, the Committes made recommendations on the
appropriate opportunity for 2024 under the Advertising Szles
Scheme, and approved targets for 2025,

June 2025

The Committes received updates on performance against the
corporate objectives and the status of the Corporate Vanable Pay
Scheme for the year. The Committes also reviewed performance
under the Advertising Sales Scheme for the year to date, and gave
support for an interim payout, with final approval provided in
September 2023,

The Committee lso received an update on the Corporation’s pay
gep reporting and progress towards equity and inclusion targets
{ze& summary on page 127\

Hovember 2025

The Committes received further updates on performance agzinst
the corporate objectives and considered the expected outturnfor
the full year. The Committee also considered and approved
proposals for the In-Hovse Production Varizble Pay Scheme and
reviewed initial proposals for the conporate objectives and

targets to be considered in January 2026

December 2025

In December, the Committes reviewed and made a
recommendation to the Board in respect of the remuneration for
the appointment of Priya Dogra as CEC from 2 March 2026.

Janvary 2026

In January 2026, fter 2 considered evaluation of the external
context and the historical distribution of pay awards across the
organisation in recent years, the Committes agreed that a pay
award of 2% would be made for all Channel 4 people from 1 March
2026. The Committes also recommended pay awards for the
Executive Board Members of 2%, with the award for 2026 aligned
with the proposed pay budget for the rest of the organisation.

February 2026

The Committes confirmad the tangets for the 2026 performance
peniod under the Advertising 3ales Scheme and also reviewsd the
Committee's terms of reference in conjunction with itz annual
review of its effectivensss.

March 2026

Az gutlined on pages 128 to 129, in March 2026 the Committee
made recommendations on the appropriate award for 2025 under
the Corporate Variable Pay Scheme and Advertising Sales
Scheme and made recommendztions on the appropriate
cpportunity in relation to the Executive Members, inrecognition
of their performance against key measures duning the year.
Ongeingin 2025

The Committes also received regular updztes throughout 2025
on employes wellbeing, morale, and engagement.



Pay Report 2025

The Channel 4 Pay Report 2025 was publishedin Movember 2023, based on dataas at March 2025, and included ethnic diversity,
saxual orientation, disability pay, and for the first time, datawithin its scope as part of Channel 4's continved commitment to
champicning inclusion and diversity. This reparting was supplementary to the gender pay reporting required under the Equality

Act. The 2023 Pay Report highlights continued progress acress several of Channel 4's key pay gaps, supported by strong gains in
representation across the organisation. Following the establishment of new population-aligned baselines in 2024, Channel 4 again
excesded all minimum thresholds for women, ethnically diverse collsagues, disabled employees, and LGBT+ staffin 2025 The
organisation’s fecus remains on removing bamers to progression and ensuring fair representation at all levels. Actions embedded
acness hiring, development, and internal mobility support long-term reductions in pay gaps, including the launchin September 2023 of

Come Hire With Me, amandatory training programme equipping interviewers to run fair, consistent and inclusive recruitment processes.

Gender pay gap

2025 3
il 14-1%
2025 =
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Channel 4 reduced its mean gender

pay gap to 14.1%, driven by stronger
representation of women in higher-paid
rodes. The median gap increased to 27.3%
due to ongoing ovemepresentation

of women in the lowest pay quartile.
‘Women accounted for 55% of the

top W30 eamers, reflecting sustained
progress at senior kevels. Work continues
o focus on addressing imbalances

in earfy-career and lower-graded

rodes while supporting long-term
progression pathways for women.

Gender balance

Channel 4 continved to perform strongly
against its 51% baseline for women in the
top 100 eamers in 2023, maintaining 53
senior women (March 2024: 55). This
stability shows the progress made since
2077, when the figure was 34.

2024 bazeline

51%
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55%

Sexval orientation
2025
Medan

The mean sexual orientation pay gap
decreased to 19.5%, reflecting improved
representation of LGET+ colleaguesin
higher-paid roles. However, the median
pay gap increased slightly to 25.1%, driven
by the continued concentration of LGET+
employees in the lowest pay quartile.

A significant factor mfluencing the gap is
the proportion of recent hires identifying
as LGBET#, mamy of whom have joined
Channel 4 in earlier-career roles that fall
within the lower pay quartiles. LGET+
representation across the organisationis
now 4%, substantially above Channel 4's
basaline of 6%.

2024 bazeline
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Ethnic diversity
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Themean ethnicity pay gap fell
significantly to 1.3%, reflacting improved
representation of ethnically diverse
coll=agues inmiddle and s=nior quartiles.
The median gap remains low at 3 6%,
Representation increased again to 22%,
excaeading the organisational baseline.
Chaninel 4 continues to pricntise
remowing barners to progression for
ethnically diverse colleagues, including
improved access to development
programmes, transparent career
pathways, and mentoning initiatives.
Increasing representation at senior
levels remains a key focus, with ongoing
effarts expected to eliminate the
ethnicity pay gapin future years.

2025 sctsal
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Disability

2073 3
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Themean disability pay gapincreasad
from 11.0% to 15.63% in 2025, while the
median gap rose from 15.1% 4o 18.0%.

Thi= change reflects the continued
ovemepresentation of disabled collzagues
in lower-paid roles, though progress

has been seenin the more equitable
distribution of disabled collsagues
acroes multiple pay guartiles, including
increases in the upper and upper-middle
quartiles. A5 a signatory of the Valable
500, Channel 4 has continued to prionitise
workplace accessibility, leadership
acoountability, and datz-sharning
initiatives, ensuning that the voices and
expariences of disabled colleagues shape
the crganisation’s inclusion strategy. The
continued risein representation, including
early-career hinng, supports long-term
workforce transformation that may
influence pay gap trends in coming years.

2024 basaline

18%

2005 actual

23%

Socio-economic class

005

005

Hedian
Channel 4 has set anew goal for 38%

of employees to come from a
working-class background by 2030,
aligning the organisation with the wider
UK population. To support this ambition,
we are developing a targeted strategy to
strengthen working-class representation
and have lavnched Different Class,

our first employes network dedicated
to class inclusion.

2025 also marked the first year Channel 4
reported its socio-eConomic pay gap,
currenthy a voluntary measure. This year's
reporiing covers Professional and
Non-professienzl socio-economic status;
from next year, in line with cur 2030 goal,
we will report Working Class and
Non-Working Class. Channal 4's 3025
SOCI0-SCONOMIC pay gap stands at 12.3%
{mean) and 5 6% {median).
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Members' Remuneration report cont.

Remuneration report

The following provizions on this poge are subject to audit
The remuneration of the Executree Members for the years ending 31 December 2025 and 2024 i= made up as follows:

Taxable: Totol Warable Totalfor Taxable Fotol  Vesiable Total for
EDOD Salary benefits  Pension fxed [y 2023 Salwy bensfils  Permion  fled pay 2024
Alex Mahon an 3 92 566 - E66  ©12 3 124 ™6 4 1,200
Jonathan Allan 552 1 =] 611 334 945 513 1 52 566 282 B43
lan Katz 443 1 49 493 196 6399 432 2 48 482 238 720
Total 1466 5 199 1670 530 2200 13584 L] 224 1794 1064 2838

The figures in the table above represent the gross pay received by Executive Members in 2025 and 2024, in consideration of salary
increases during the year where applicable. This table reflects the final remuneration received.

In 2025 and 2024, all of the Executive Members received pension benefits in the form of cash payments. Taxzble benefits are private
medical insurance for 2ll Executive Members.

The remuneration of the Mon-Executive Members forthe years ending 31 December 2025 and 2024 is as follows:

2025malary 2028 salary
EDOD and fess andiees

Sir lan Cheshire (term complated April 2025) 27 a5
Lord Chris Holmes (term completed June 2024) - L}
Geoffrey Cooper (Chair term commenced October 2025) 24 -
Diawn Airey {Interim Chair from April 2023 to September 2025) &0 2T
Andrew Miller F=1 25
Tom Adeyoola (term commenced January 2024) 2 2
Tess Alps Fr] n
Alex Burford (term commenced February 2024) 2 19
Dame Annette King [term commenced January 2024) i 23
David Kogan {term completed February 2024) - 2
Sebastian James (term commenced January 2024) 2 22
Michael Lynton 2 2
Sarah Sands 26 22
Debbie Wosskow (term commenced January 2024) 22 22
Total EiL] 339

Ko detailed disclosure has been provided for the Non-Executive Members other than that relating to their fees, asit is the only form
of remuneration they receive. The appointment of the Chair and Mon-Executive Members is undertaken by Ofcom. Ofcom engaged
Ruszell Reynolds Associates, an extemnal executive search and leadership advisory firm, to support the relevant appointment process
for Geoffrey Cooper. Channel 4 was not imvobved inthe engagement of the search consultancy.

During the year, the Committes regularly monitored operaticnal and people performance as part of its oversight of vanable pay across
the business. The Committes met in March 2026, once results for 2025 were availzble, to agree on a recommendation to the Board on
wariable pay.

The Conporation's business model and strategy are set out in the Strategic report on page T1. The Corporate Varizble Pay Scheme has
been designed specifically to link variable pay with the business model, with specific business objectives set in January 2023, which
were used as key performance measures for the scheme forthe year.

Achisvermnent of at least the budgeted surplus or deficit before tax for the year and Ofcom lcence requirements is a condition for any
element of the scheme to pay out to staff There may be circumstances where additionzl strategic or content investment s are made or
accounting adjustments arising from one-off events occur in the yearwhich mean the budgeted surplus or deficit before tax is adjusted
for the purpose of the Corporate Vaniable Pay Scheme award, a5 agreed by the Board. 'Where this is the case, the surplus or deficit
bafore tax is measured against the adjusted budget so that the financial impact of suchitems can be considered.



Maost Channel 4 people, TEY, including the Executive team,
participate in the Corporate Vanable Pay Scheme. where the
amaunts provided can be up to 10% of todal gross salary for
employees, 20% for Heads of Department, and between 20% and
80% for the Executive team. These percentages represent the
madmum average amount that can be provided across sach
employee category. Actual awards for sach staff member may
wary from the average in certain years toreflect theirindividual
achievemnent against personal performance cbjectives. If certain
performance conditions are met under the variable scheme, then
an additional uplift of 20% may be made to Channel 4 people
judged to have achisved cutstanding performance.

Process for determining variable pay

Todecide how much variable pay should be provided sach year,
the Remuneration Commities reviews business parformance
using a monthly performance dashboard and report, which tracks
performance across & range of gualitative and guantitative
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 2 report
written by the Chief Executive, describing how the Corporation
has performed.

The scheme is based on a mix of both qualitative and quantitative
information, and a degree of judgement is required around certain
creative performance measures The weighting zllocated to

each conporate 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 on
what it considers the average payout across the Corporation
should be for the year. The Committes produces an assessment
of its evaluation whichis then presented to the Board, which

has the final approval of any payout. The Commitize reviews

the Corpaorate Vanable Pay Scheme each year to ensure it
remains approprate.

In line with the terms of the scheme, the Committes began
itz asseszment of the vanable pay award for 2025 by
canfirming that the two elgibility requirements had been
met. The organization maintzined full compliance with
Oficom licence obligations and the delivery of its remit. In
addition, the crganisation delivered against its approved
refiorecast amaount with a deficit before tax of £10 million,
confirming that the second requirement had also been met.

‘With eligibility confirmed, the Committes undertoock a detailed
review of organisational performance during 2025. The year
was marked by challenging market conditions, a leadership
transition following the departure of CED Alex Mahon, and the
need to reduce imvestment levels; however, the organisation
demonstrated resilience and adaptability throughout. Disciplined
cost management and focusad strategic pricntisztion ensured
that core objectives remained firmly on frack, supporting
continued progress against the Fast Forward strategy.

General viewing ance remained strong, with
significant audience growth across major platforms. Although
streaming views finished marginally below an ambitious

target, full-year sireaming views increased 8% year on year
and streaming minutes rose 15%. The Committes noted that
underlying growth in streaming consumption remained robust,
particularly in the final guarter. Digital revenve performance
also remained positiee, with the organisation achisving its
annual target and outperforming the broader adwertising
market despite increasingty challenging trading conditions.

Share of commercial impacts ('30C1] ended the year

ahead of both target and prior-year performance, marking
the first year of blended SOC| growth since 2020,
Hon-advertising revenves closed at 10%, in line with

target, and Brand Distinctiveness [remit) landed at 48.5%,
alsovwithin the corporate target range of 47%-53%.

Channel 4 outperformed the broader market yearon

year, delivering particularly strong results among younger
audiences. Motable highlights included a 40% increase in
the 16-34-year-old share for The Great British Baks Offfinal,
ablended SOC1 of 44% for Married ot First Sight UK, and
strong debuts such as Gome of Wool: Britmin's Best Knitter,
which achieved a 233 16-34-year-old share The latest series
of Taskmoster also demonstrated impressive momentum,
dovbling its #6-34-year-old share year on year to 48%.
Sports acquisitions further strengthened performance, with
coverage of the Under 21 Euros attracting a sizeable audience
and coniributing matenally to the overall SOCI uplift.

Streaming performance reflected both resilience and effective

mitigation in the face of necessary in year investment reductions.

Although these reductions placed downward pressure on
wiews, the organisation responded through acoordinated
optimization plan, bringing forward selected 2026 titles,
launching new sxclusives, and driving sirong over performance
in key retuming factual titles such as 24 Hours in Police Custody.
refreshed peak-time planning approach undenpinned the
strongest streaming month on record in October, followed
by 16% year-on-year growth in December, cutperforming
oither major UK broadcasters on a comparative basis.
The Committes alse reviewed the broader financial
context for 2025. The organisation continved to operate
within a demanding commercial emvircnment, shaped by
persistent volatility in the advertising market. Nevertheless,
careful cost management throughout the year supported
financial resiliznce, while disciplined investment decisions
ensured that strategic pricnties were protected.
Following careful consideration of sirategic, financial, and
operational performance delivered under challenging
conditions, the Committee agreed thatit was appropriate
torecommend an award level of 30% of the maximum
opportunity for 20235 Conporate Vanahle Pay Scheme.
The Committes determined that this award appropriztely
reflected performance against the agreed conporate and
strategic objectives and the curment market environment.
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Members' Remuneration report cont.

People working within advertising sales have a separate
Advertising Sales Scheme, linked to advertising revenue and paid
biannually based on performance. They are not eligible for the
Corporate Vanable Pay Scheme.

The items an this poge marked with * are subject to oudit

The Committes made the following awards to Executive Members

inrespect of their 2025 performance:

» Jonathan Allanwas awarded an amount of 57% of year-end
=alary under the Corporate Vanable Pay Scheme. This outcome
reflects his maximum cpportunity of §3.2% of salary, applicable
due e his rede as Intenim CEC from 30 Juna 2023, andincludes
a 10% upweight for the achievement of great performance

* lznKatz was awarded an amount of 443 of year-end salary
under the Corporate Yanable Pay Scheme, representing the
maximum opportunity of 50% of salary upweighted by 10% for
the achievement of great performance

Executive Members are eligible for & range of taxable benefits.
which caninclude a pensicn allowance and membership of a
private medical insurance scheme fwhich is provided to all staff).
Mo expenzes claimed by Executive Members were chargeable to
UKincome tax as they were incurmed whally for the purpeses of
the business of the Carporation.

The Conporation has two pension schemes: a defined contribution
scheme open toall staff, and a defined benefit scheme which

i= closed to new entrants and closed to future accrual from

3 December 2015, Further details relating to the defined benefit
scheme are provided innote 19 to the financial statements.

All of the Executive Members received cash payments in lisu of
penzion benefits in 2023,

Mon-Executive Members are not eligible formembership of either
pension scheme.

CEQ remuneration table

The table below shows the percentage change in remuneration
of the Members and the Corporation’s employees

between the years 2024 and 2023 Base salary, whichis
reviewed annually. considers personal contribution and

size of role. The Remuneration Committee determines

that Executive Members’ higher ratic of vanable to fived

pay prowides a strong link between pay and performance

and that this structure has worked effectively throughout
challenging and uncertain periods across recent years.

Zalary  Wariable

andies Py Tatal
Chief Executive Officer -24%  -100% -SE%
Chief Operating Officer® B% 8% %
Chief Content Officer 3% -18% -4%
HNon-Executive Members? - N/A -
All staff* T -10% 1

1 Reflective of Alex Mshon's exit from Channel 4 effective 25 Seplember 7025,

2 Reflective of Jonsthan Allss's lerure a5 Imerm CEC from 30 June 2025,

3 Basedon fers st by Cdcom onpage 128.

4 Al tafi figures are based ontotal sslary, taxable berefits, boms and pension costs.
Thess figwes indude theCE0 but exdudethe costs of s small rumbssr of on soosen
fzlentwhoare remuneraled via Chanee] 4's payroll This reatment & consistent with
theirdcemation in note £ 1o the financial statements.

The Group is not presenting a table on CED pay in companison to
total shareholder retum, as the Group i a statutory corporation
without shareholders and the requirements are therefore

not applicable.

The ratio of remuneration for the highest paid Executive Member
{the CECin comparison with employess at the 25th, 30th, and
Tath percentiles is shown innote 4 to the financial statements on
page 153

Mo paymentswere made for loss of office in 2025 to Executive
Members, and at the balance sheet date thers were no provisions
made for compensation payable for early termination of contracts

or less of office to Executive Membars.
Mo payments to past Members were made in 2025,

Directors’ service contracts are available at 124 Horseferry Road,
London SW1P 2TX in accordance with the requirements for
inspection under section 228 of the Companies Act 2006



The graph below shows the actual expenditure of the Groupon
pay and the change between the current and previcus years.

Totsl employes E133m
pay 27

Todsl cost of E98Tm

e T TE =)

B e

Plren ik

The Members have chosen the change in total cost of
transmissicn and sales, as disclosed on the face of the income
statement, as the comparative measure for relative spend an
pay, as this is considered o be the most significant indicatorin
understanding fotal Corporation expenditure year on year in light
of its strategy. Employes pay represented approamately 12% of
the total cost of transmission and sales, consistent with the prior
year (2024-12%]). The 2% increase in totzl employee pay driven

in part by higher Mational Insurance cosis and thein-year pay
award, offset by decrease in overall fransmissicn and szles costs.

Total employes pay is detailed innote 4 1o the
financial statements.

This repaort was approved by the Board on 1 May 2026 and
signied on its behalf by

Drawm Airey
Chair of the Remuneration Committes
TMay 2026
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The remuneration of Executive Members is determined by the Remuneration Committes, the membership, and the terms of reference of
which are detailed on pages 124 to 126. In framing 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 2026
except as noted below.

Furture policy table
The following table sets cut the key components of the remuneration package for Executive Members:

How this supperts the Performance
Compenent  strabegic sims of the Geoup sow this operates Maximum amaur payable mEasures
Salary Salaries are paid monthly. Salanies are usually reviewed annuallyinthe None
The Remuneration Committes discussesthe  1r5tquarter of the year; snmal salasies for
periormance of esch Member with the Chair 102 =31 1o 31December 2026 areapproved
s - - as follows. The basis for these increases s
af the Board and with the Chisf Executive s
CoFficer for other Exscutive Members., in lin=with the award to all staff as outlined
on page T208; this follows teo annual reviews
in succession where no sslary increase
was applied for the Executive Members.
—-  Friya Dogra - appointed at $688.650
with effect from 2 Manch 2028
= Jonsthan Allsn - increasefrom
E5428 412 to £538, 56 0with
effect from 2 March 2008
= |an Kstz —increase from £445 137 bo
£a54 04 0with effect from 1 March 2026
Taxable Offeri it The Conporstion offers arange of benefitsto. The value of private medicsl insurance in Mone
bensfitz rm:r;“e‘mp:xlaps allstaH, including privats medicslincursnce.  200% iz expected to rangs from £1,000
Feelp thee Conporation Other bershits, suchas ife ssourance, ans o 2,000 for Executive Mambsrs.
attract, mativate. snd awailatile throwgh a flexible benefits scheme.
retain a high-calibre:
Exscutive beam.
Pensions The Conporation cunrently offers a defined allof the Exeoutive Members receive cash None
confribation pension scheme for new staf. payments in bew of pension benefits and ars
The: Executive Members receive cash not members of the defined contribution
payments in e of pension benefits. ar previows defined benefit schemes.
ansble &l of the Executive beam participste in the The Corporate Varsble Pay Schemewillpay  Perfomance
pay arparabe varishle Pay Schemes. Payout i betwesn 50% and 80% of total grosssalary  messures of the:
determined anmually by the Remuneration for the Executive Members. The scheme schemsesare set
‘Cowmimittes shorthy sfter the financial allows for an awand of up to 120% of this ol on pages
yearend based on periormance, and appartunity ininstances of exceptions| LEto 128
paid in March following the year end. performance. Following appointment in
March 2024, the Chief Executive Officer
will pasticipate in the scheme for 2028
with a targst opportunity of 20% of base
salsry, pro-mated as appropriate. This
level ol Dpporturityi:sﬂmgel.aﬂhe
maximum permitted under the policy.

The Corporation does not operate malus or clawback arangement s in respect of Executive Members’ remuneration. Mo elements of
wariahle or fived pay are subject to reduction or recovery once awarded or paid. Accordingly, no malus or clawback provisions were

applied during the ye=ar.
Thers are no other differences betwesn the Corporafion’s policy on the remuneration of Executive Members and the policy on the

remuneration of other employees.

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

Componend  Purpose

Dperation

Fees

The Mon-Executive Members constructively challenge

and help develop proposals on strategy, and bring strong,
independent judgement, knowladge, and experience to the
Board's deliberations.

expected to be:
Chair - £95,000

Deputy Chair - £29,940
Committee Chairs - £25,177

Fees are set by Ofcom, paid monthly, and reviewsd
penodically.
Annual fees for the year to 31 December 2026 are

Crther Mon-Executive Members - £22.177

MNon-Executive Members are appointed by Ofcom and service contracts are subject to fived terms of & masimum of three years. Fees for
Non-Executive Members do not contain any provisions for recovery of sums paid. Mo other compoenents of remuneration are available
for Non-Executive Members. Mon-Executive Members are entitled to reimbursement of travel and accommodation expenses incumed in
connection with attending Board and other mestings in relation to fulfilling their duties.



The Corporation leoks toattract, retain, and motivate the best people in the market. To be able to do this, it looks to offer afairand
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 each indrvidual. & summary of the
policy is =&t out below-

Fived remunsration  Basesalary is benchmarked against the external market and broadly aligned to market median.

‘ariable remuneration  Opportunity under the Corporate Vanzble Pay Scheme is imited to 20% of base salary for the Chisf Executive
Officer and 30% of base salary for the other Executive Members. The scheme allows for an award of up to 120%
of this opportunity in instances of exceptional performance.

Bensfits Executive Members are provided with private medical insurance, life assurance, Groupincome protection,
and health screening. All other benefits are provided on & voluntary basis.
The Corporation has a standard pension contribution scale but will consider paying a cash altemative
depending cnindividual circumstances.
The Corporation will pay limited legal fees incurred by any new Executive Memier inrespect of their
appaointment.

Internal promotions  Inthe event that an intemnal candidate was promoted to the Board, legecy terms and conditions would normally
be honoured, including pension entitlements.

The Committes monitors the effectivenass of Executive Member remuneration and has regard toits impact and compatibility with
remuneration policies in the wider workforce. During the year, the Committeeis provided with information regarding pay in the wider
waorkforce which gives additional context for the Committee to make informed dedisions. The Committee determines the overall
approach for salary and variable pay for the overall workforce and similar principles are applied when considening Executive Member
arrangements.

The service coniracts of all the Executive Members are subject to notice peniods of one year or less. The Committee’s policy is to make
payments in line with contractual obligations covening payment in liew of notice incleding base salary and other benefits.

The Remuneration Committee will consider what compensation commitments {incleding 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.

The graphs below represent the vaniations in the remuneration at different levels of performance under the 2026 remuneration policy for
the Executive Members.

The variable element of total remunerationin relation to ‘ininewith egpectations’ reflects the average award under the Corporate
ariable Pay Scheme over the last five years. The vanable element shown as ‘maximum’ above includes assumptions around awards
made ininstances of outstanding performance, in line with the Corporate Variable Pay Scheme rules.
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1 The values shown for the Chisf Executive Offices reflect the spplication of the 2026 remune ration policy on snansuslised bagis. A the Chisl Executive Officerwss sppointed on
2 March 2025, sctual remanestion wil be pro-rated bo reflect the periodinrole.

The variable element of total remuneration in relation to ‘inlinewith egpectations’ reflects the average award under the Corporate
Variable Pay Scheme over the last five years. The vaniable element shown 2s ‘maximum’ above includes assumptions round awards
made ininstances of outstanding performance, inline with the Corporate Variable Pay Scheme rules.

The Members' Remuneration report {pages 124 to133], where indicated, has been audited by the Corporation’s auditor in accordance
with Schedule 3 of the Companies Act 2006 &s if those requirements were to apply to the Corporation.
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