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1. Objectives
1.1. Our management reward policy will help ensure we are able to attract and retain people with the skills and knowledge required to support our business need and motivate these people to help us realise our growth ambitions. 
1.2. This policy will support our people strategy and will help enable our people to live our core values, which are:
· Passion: Enjoy to perform
· Openness: Respectful and transparent
· Innovation: Challenge the status quo
· Quality: Strive for excellence
1.3. The key policy objective is to facilitate an effective, transparent and fair approach to reward irrespective of location of the manager, while recognising that the actual packages will need to be competitive in the local markets and comply with local legislation.
1.4. Successful application of this policy will ensure that managers understand the total value of their package, what is expected of them, and how their contribution is valued and rewarded.  
1.5. This policy is aligned to the defined leadership levels for Colart. 
2. Scope
2.1. All employees defined as management in Leadership Level (LL) 2 and above in Colart Business Units and Group Functions are covered by this policy.
2.2. The principles will be applied to other employees where appropriate to local circumstances subject to GLT agreement.
3. Principles
3.1. Colart has a comprehensive management reward policy, covering salaries, short-term (annual) incentives, long-term (deferred annual) incentives and benefits.
4. 
5. 
Salaries
3.2. Salaries are paid for the core job (i.e. the knowledge, skills, experience and behaviours required for the role) and should be competitive for the local market for people who fully meet the role requirements.
3.3. Positioning of salary may differ locally or by role level in order to attract or retain people with the skills, knowledge and experience requires to support the business need. Any proposal for a salary more than 20% above the average for the local market must be authorised at one level higher than the standard process (see below). i.e. CEO and CPO sign-off required at LL2; People Committee sign-off at LL3 and above.
3.4. For anyone who does not fully meet the requirements of the role (e.g. newly promoted and therefore inexperienced in the role) salary should be set at a discount of up to 20% to the local market.
Short-term incentives
3.5. Short-term incentives are finalised at the beginning of each year on a discretionary basis by the People Committee. Opportunities under the plan for Leadership Levels 3 to 5 will be set annually by the People Committee.
3.6. Overall performance will be measured against a mix of Group, Business Unit and Individual targets. A profit-based threshold will be set which must be met before any incentives are paid in order to ensure that any payments are both affordable and proportionate.
3.7. At the Group and Business Unit levels no more than 3 targets will be set each year, with each target weighted between 10% and 50% of the total for the level. 
3.8. Performance metrics for the Group targets will be decided by the People Committee with ranges calibrated on an annual basis taking into account budget, cost of STIP and business strategy. Around this level, thresholds will be calibrated at a minimum acceptable level of performance and stretch levels will require material outperformance of expectations.
3.9. Performance will be monitored by the People Committee at each of its meetings during the year. Any proposals to adjust targets (including personal objectives of LLs 4 & 5) during the year will be submitted to the People Committee by the CEO and CPO at the earliest opportunity.
3.10. Any payments will be made following the finalisation of the accounts for year and after the assessment of performance against targets.
Deferred annual incentives
3.11. For people in a strategic role in the business (i.e. LLs 4 and 5) a proportion of the annual incentive payable will be deferred for a period of up to 3 years. 
3.12. The maximum proportion to be deferred will be determined by the People Committee when the short-term incentives are set. 
3.13. The People Committee will decide the proportion, up to the maximum set, to be deferred, the length of the deferral period when payments are determined under the annual incentive and any performance conditions that must be met.
3.14. If the performance conditions have been met then any payments will be made in cash at the end of the deferral period, unless:
3.14.1. The individual has resigned or has been dismissed before the payment date or
3.14.2. The People Committee determines that the basis on which the original bonus was determined was incorrect and that the deferred amount payable is higher than if it had been determined based on restated results and/or correct assumptions and facts. In this case the deferred amount payable will be reduced (if necessary to nil) at the discretion of the People Committee
Local bonus
3.15. Managers in LL2 will be eligible to local bonus arrangements that will be budgeted as part of the Business Unit costs.
3.16. Bonus payments are finalised at the beginning of each year by the Business Unit lead subject to performance and agreement of the GLT.
3.17. Performance metrics for the bonus will be decided by the GLT based with ranges calibrated on an annual basis taking into account budget and business strategy with a minimum acceptable level of performance identified.
3.18. Any payments will be made following the finalisation of the accounts for year and after the assessment of performance against targets.
Benefits
3.19. Benefits will be provided in line with the local market wherever practicable.
3.20. No longer-term liabilities will be incurred by the business due to the provision of benefits, unless this is mandated by local law. Therefore, for example, no defined benefit promises or provision of post-retirement medical benefits will be made.
3.21. Any benefits should be designed to be administered cost-effectively and with the minimum of management involvement.
4. Supporting Processes
Salaries
4.1. Management salaries will be reviewed annually at the beginning of the year, although this does not always mean increases will be awarded.  Any increases will be based on a review of the local market salaries coupled with the local level of current inflation with the aim to position Colart salaries competitively.
4.2. The main elements of the management salary review process are:
· In October each year review the local market in terms of pay
· Agree the budget(s) for pay increases as part of the overall budget setting process 
· HR to issue pay spread sheet to GLT members with appropriate budget
· GLT members to propose increases for their LLs 2 and 3 reports
· GLT meeting, facilitated by the CPO, to review proposals and CEO to adjust where necessary
· Group HR to confirm the pay reviews which have been agreed.
· HR and GLT members co-ordinate communications and HR to produce letters confirming pay awards by individual.
· CEO and CPO to produce summary report for the People Committee for information (unless any increases outside policy are being recommended, in which case the People Committee must approve the increases)
· CEO to recommend increases, if any, for GLT members (Chair of the People Committee to do so for the CEO) and People Committee to approve. 
Short-term incentives
4.3. Short-term incentives for managers are normally paid in March.
4.4. The main elements of the process for determining payments are:
· In Q1 each year Finance and HR will determine performance against Group and Business Unit targets for the previous year
· HR will issue spreadsheets to GLT members incorporating the Group and Business Unit results
· GLT members will review the performance against personal objectives for their LL 3 managers and complete the spreadsheets with their recommendations for overall payments to each manager
· GLT meeting, facilitated by the CPO, to review proposals and CEO to adjust where necessary
· CEO and CPO to produce summary report for the People Committee for information (unless any payments outside policy are being recommended, in which case the People Committee must approve the increases)
· CEO to recommend payments, if any, for GLT members (Chair of the People Committee to do so for the CEO) and People Committee to approve. 
· HR and GLT members co-ordinate communications and HR to produce letters confirming payments by individual.
Deferred short-term incentives
4.5. Deferred short term incentives are normally paid in March following the completion of the deferral period
4.6. The People Committee will confirm that any necessary performance conditions have been met and that the original basis for the bonus was valid before any payments are made
Local Bonus
4.7. Local bonus payments for managers are normally paid in March.
4.8. The main elements of the process for determining payments are:
· In Q1 each year Finance and the HR BP for the Business Unit will determine performance against business unit targets for the previous year
· [bookmark: _Hlk522900340]HR will issue spreadsheets to LL3 Business Unit lead incorporating results
· The LL3 Business Unit lead will review the performance against personal objectives of the LL2 managers and complete the spreadsheets with their recommendations for overall payments 
· This spreadsheet will be sent to the relevant GLT member for review and adjust where necessary
· CFO and CPO to produce summary report for the GLT for information (unless any payments outside policy are being recommended, in which case the GLT must approve the increases)
· HR and LL3 Business Unit lead to co-ordinate communications and HR to produce letters confirming payments by individual.
Benefits
4.9. Benefits for managers will be developed and reviewed regularly by HR based on the needs of the individuals and the country in which they work.
4.10. Any changes to benefits for part or all of the management population must be approved by the People Committee
Total Reward
4.11. Although each element of reward covered above is considered separately, it is the overall package which is key to cost and competitiveness 
4.12. Annually, Group HR will collate information on total reward for each manager in LL2 and above
4.13. [bookmark: _GoBack]This information will be used when considering changes to individual elements of reward and also as the basis of a communication to each individual of their reward.
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