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ADITYA BIRLA CAPITAL LIMITED

(Formerly known as Aditya Birla Financial Services Limited)

Aditya Birla Capital Limited (“the Company’) an Aditya Birla Group Company adopts/shall adopt
this Executive Remuneration Philosophy/Policy as applicable. This philosophy/ policy are
detailed below.

Aditya Birla Capital Limited: Executive Remuneration Philosophy/Policy

At the Aditya Birla Capital Limited, we expect our executive team to foster a culture of growth
and entrepreneurial risk-taking. Our Executive Remuneration Philosophy / Policy supports the
design of programs that align executive rewards — including variable pay , incentive programs ,
long terms incentives ,ESOP’s , retirement benefit programs — with the long-term success of
our stakeholders.

l. Objectives of the Executive Remuneration Program

Our executive remuneration program is designed to attract, retain, and reward
talented executives who will contribute to our long-term success and thereby build
value for our shareholders.

Our executive remuneration program is intended to:

1. Provide for monetary and non-monetary remuneration elements to our executives
on a holistic basis.

2. Emphasize “Pay for Performance” by aligning incentives with business strategies
to reward executives who achieve or exceed Group, business and individual
goals.

1. Covered Executives
Our Executive Remuneration Philosophy/Policy applies to the following:
1. Directors of the Company:

2. Key Managerial Personnel: Chief Executive Officer and equivalent (Example:
Chief Financial Officer and Company Secretary.

3. Senior Management:
M. Appointment Criteria and Qualifications

The Committee while making appointments to the Board assess the approximate mix
of diversity, skills, experience and expertise. The Committee shall consider the



benefits of diversity in identifying and recommending persons to Board membership
and shall ensure no member is discriminated on the grounds of religion, race, origin,
sexual orientation or any other physical or personal attribute.

V. Business and Talent Competitors

We benchmark our executive pay practices and levels against peer companies in
similar industries in India.

Executive Pay Positioning

We aim to provide competitive remuneration opportunities to our executives by
positioning target total remuneration (including perks and benefits, annual incentive
pay-outs, long term incentive pay-outs at target performance), ESOPS and target
total cash compensation (including annual incentive pay-outs) at target performance
directionally between median and top quartile of the primary talent market. We
recognize the size and scope of the role and the market standing, skills and
experience of incumbents while positioning our executives.

V. Executive Pay-Mix

Our executive pay-mix aims to strike the appropriate balance between key
components:

(1) Fixed Cash compensation (Basic Salary + Allowances) (2) Annual Incentive Plan
(3) Long-Term Incentives (4) Perks and Benefits (5) ESOP’s

Annual Incentive Plan:

We tie annual incentive plan pay-outs of our executives to relevant financial and
operational metrics achievement and their individual performance. We annually align
the financial and operational metrics with priorities/ focus areas for the business.

Long-Term Incentive:

Our Long-term incentive plans incentivize stretch performance, link executive
remuneration to sustained long term growth and act as a retention and reward tool.

We use RSU, ESOP’s, SARS and cash plan as the primary long-term incentive
vehicles for our executives as we believe that they best align executive incentives
with stakeholder interests and for retention of key talent.

VI.  Performance Goal Setting

We aim to ensure that for both annual incentive plans and long term incentive plans,
the target performance goals shall be achievable and realistic.

Threshold performance (the point at which incentive plans are paid out at their
minimum, but non-zero, level) shall reflect a base-line level of performance, reflecting
an estimated 75 % probability of achievement.

Target performance is the expected level of performance at the beginning of the
performance cycle, taking into account all known relevant facts likely to impact
measured performance.



Maximum performance (the point at which the maximum plan payout is made) shall
be based on an exceptional level of achievement, which is decided and approved on
a yearly basis.

VILI. Executive Benefits and Perquisites

Our executives are eligible to participate in our broad-based retirement, health and
welfare, and other employee benefit plans. In addition to these broad-based plans,
they are eligible for perquisites and benefits plans commensurate with their roles.
These benefits are designed to encourage long-term careers with the Group.

Other Remuneration Elements

Each of our executives is subject to an employment agreement. Each such agreement generally
provides for a total remuneration package for our executives including continuity of service
across the Group Companies.

We limit other remuneration elements, for e.g. Change in Control (CIC) agreements, severance
agreements, to instances of compelling business need or competitive rationale and generally do
not provide for any tax gross-ups for our executives.

Risk and Compliance

We aim to ensure that the Group's remuneration programs do not encourage excessive risk
taking. We review our remuneration programs keeping in mind the balance between risk and
payout and a large portion of the variable remuneration is deferred spread over three to four
years in line with the risk involved.

Claw back Clause:

In an incident of restatement of financial statements, due to fraud or non-compliance with any
requirement of the Companies Act 2013 and the rules made thereafter, we shall recover from
our executives, the remuneration received in excess, of what would be payable to him / her as
per restatement of financial statements pertaining to the relevant performance year.

Implementation
The Group and Business Centre of Expertise teams will assist the Nomination & Remuneration

Committee in adopting, interpreting and implementing the Executive Remuneration
Philosophy/Policy.



