
Directors’ remuneration policy

Effective period
The Directors’ Remuneration Policy (the “Policy”) for Hikma Pharmaceuticals PLC (“Hikma”) which is detailed on pages 109 to 118 will be 
put to a binding shareholder vote. The Policy will, subject to shareholder approval, become formally effective from the 2017 Annual General 
Meeting (“AGM”) on 19 May 2017. It is intended that the Policy will apply for a period of three years from the date of approval.

Executive Directors
The remuneration for Executive Directors is designed to provide for a competitive compensation package which reflects the Group’s 
performance against strategic objectives. Remuneration for Executive Directors will continue to comprise the following elements:

Policy overview

Summary of changes to the Policy
The new Policy for which approval is being sought at the AGM in 2017 is broadly unchanged from the Policy that was previously 
approved by shareholders at the 2014 AGM, with the exception of the following matters:

• Use of benchmarking data. In accordance with current guidance on use of benchmarking data, the Committee is moving away  
from formally setting remuneration within ranges defined by benchmark data. Going forward, the Committee will take into  
account market pay practice in UK listed companies of a similar size and relevant peer companies from the pharmaceutical sector.

• Base pay increases for Executive Directors will be restricted to a maximum of the increase for the wider workforce, unless there is 
exceptional reason such as to reflect a significant change in the scope or responsibilities of the role.

• To change the performance criteria of the Executive Incentive Plan:

From
• Financial metrics (50%)

• Strategic and operational targets (40%)

• Personal targets (10%)

To
• Financial metrics at a Group and regional level (60%)

• Strategic targets (40%)

Base salary

+ =

Fixed elements Variable elements  
Executive Incentive Plan (“EIP”)

Benefits

Pension

Total 
remuneration

Element A: Cash bonus

Element B: Deferred shares

Element C: Restricted shares

• To extend the life of the EIP from 5 years to 10 years on the same terms as previously approved.

• To extend the limit on the maximum fees payable to Directors from £1,000,000 to £1,500,000 in order to allow for the  
orderly succession of Non-Executive Directors, as detailed in the Nomination and Governance Committee Report.

Our core principles
The Remuneration Committee (the “Committee”) aims to ensure that the remuneration for the Executive Directors:

• Enhances the achievement of Hikma’s strategic aims

• Takes account of employment conditions both inside and outside Hikma

• Aligns the interests of Directors with those of shareholders

• Is aligned with Hikma’s founding principles

Discretion
The Committee has discretion in several areas of policy as set out in this report. The Committee may also exercise operational and 
administrative discretions under relevant plan rules approved by shareholders as set out in those rules. In addition, the Committee has 
the discretion to amend the Policy with regard to minor or administrative matters where it would be, in the opinion of the Committee, 
disproportionate to seek or await shareholder approval.
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Remuneration report continued

Purpose and link to strategy Operation

Pension

Provides a minimum level  
of pension contribution to 
support a low fixed cost  
and highly entrepreneurial 
remuneration policy.

A defined contribution scheme and/or cash supplement 
in lieu of pension may be provided.

Executives currently participate on the same basis  
as employees in the Hikma Pharmaceuticals Defined 
Contribution Retirement Benefit Plan (the “Benefit 

Plan”), which operates in accordance with the rules 
relevant to employees in Jordan. Participants are entitled 

to 30% of the Group’s contributions to the Benefit Plan  
after three years of employment with the Group, and  
an additional 10% in each subsequent year.

Should a new executive be appointed to the Board,  
they would normally participate in the Benefit Plan,  
according to the rules relevant to employees in the 
appropriate jurisdiction.

B: Deferred shares

Deferred, at risk, share-based 
reward for financial and 
strategic performance.

Element B is provided in the form of deferred  
shares. Element B awards are subject to the  
following conditions:

• a deferral period of two years;

• risk of performance based forfeiture each year of 
the deferral period of up to 50% of the cumulative 

deferred Element B shares which have not vested, 

depending on the annual assessment of performance for 
the year in question, as detailed on pages 126 to 129; and

• an additional holding period of three years for 50% of 
the award. The Committee retains the discretion to both 
increase the number of shares awarded under Element B 
subject to the holding period and to change the length 
of the holding period.

A: Cash bonus

Immediate reward for financial 
and strategic achievement.

C: Restricted shares

Incentivises the achievement  
of strategic objectives over  
the longer term.

The performance conditions and targets for Element C 
are the same as those for Element A and B.

• Element C (maximum of 100% of salary per 
annum) is provided in the form of deferred shares. 
Element C awards are subject to the following 

conditions:

 – a deferral period of three years;

 – continued employment on the third anniversary of the 
date of grant; and

 – an additional holding period of two years for 50% of the 
award. The Committee retains the discretion to both 
increase the number of shares awarded under Element C 
subject to holding period and to change the length of the 
holding period.

The Remuneration Committee sets annual 
performance targets for awards under the EIP.  
At the end of each year the Committee determines 
the level of incentive earned for that year.

Element A is paid immediately as an annual  
cash bonus.

Details of the 2016 performance targets, their level of 
satisfaction and the resulting performance remuneration 
are disclosed on pages 126 to 129. The Company discloses 
the nature and weighting of future performance targets in  
the Policy Implementation report on pages 120 to 121.

Benefits may include, but are not limited to: healthcare, 
school fees, company cars, and life insurance.

As the Company operates internationally it may  
be necessary for the Committee to provide special 

benefits or allowances. These would be disclosed to 
shareholders in the annual report on remuneration for 

the year in which the benefits or allowances were paid. 
Accordingly, the Committee would expect to be able to 
adopt benefits such as relocation expenses, tax equalisation 
and support in meeting specific costs incurred by directors  
to ensure the Company and the individuals comply with their 
obligations in the reporting of remuneration for tax purposes.

Benefits

Provides competitive benefits 
in the market to enable the 
recruitment and retention of 
directors, and are in line with 
the culture of the Company.

Base salary

Provides a base level of 
remuneration to support 
recruitment and retention 
of Directors with the 
necessary experience  
and expertise to deliver  
the Group’s strategy.

Key element of core fixed 
remuneration

Base salaries for individual Executive Directors are 
reviewed annually by the Committee, and any changes 
normally take effect from 1 January. Salaries are set 
with reference to:

• Pay increases for the general workforce acting as  
an upper limit unless exceptional circumstances exist

• Individual performance, experience  
and contribution

• Market pay in UK listed companies of a similar  
size, and relevant peer companies from the 

pharmaceutical sector

• Company performance

• Affordability

• Salaries for individuals who are recruited or promoted to 
the Board may be set below market levels at the time of 
appointment, with the intention of bringing the base 
salary levels in line with the market as the individual  
becomes established in their role.

Whilst base salaries are reviewed annually, they will not 
necessarily be increased each year.
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Maximum opportunity Change to policyPerformance metrics

No change to policy.Not applicable.

The Group matches employee 
contributions made to the 

Benefit Plan. For the Executive 
Directors based in Jordan  

these are up to a maximum  
of 10% of applicable salary.

See above in respect of Element A.See above in respect of Element A.

Maximum 150% of salary  
per annum. However, at:

Forfeiture: 0%

Threshold: 25%.

Target: 100%.

Extension of the EIP from  
5 to 10 years to align with policy.

The balance of the performance 
metrics have been strengthened  
and focused:

From:

• Financial metrics (50%)

• Strategic and operational  
targets (40%)

• Personal targets (10%)

To:

• Financial metrics (60%)

• Strategic targets (40%)

Annual performance metrics are based on:

• Financial metrics (60%) – Core PBT (30%) and Core Revenue (30%): 
based on the budget

• Strategic targets (40%): based on the Board approval strategy and 
business plan.

The Company operates in a rapidly changing market place and therefore 
the Committee may change the balance of the measures, or use different 
measures, for subsequent financial years, as appropriate, to reflect this, 
although currently there is no intention to do so. The Committee retains 
discretion in exceptional circumstances to change the performance 

measures and targets and their respective weightings part way through a 
performance year if there is a significant and material event which causes 

the Committee to believe the original measures, weightings and targets 
are no longer appropriate (an historic example would be the Arab Spring). 

Discretion may also be exercised in cases where the Committee believes 
that the bonus outcome is not a fair and accurate reflection of business 

performance. Malus and/or clawback provisions apply to all elements of 
the EIP as detailed on page 113.

Maximum 150% of salary  
per annum. However, at:

Forfeiture: 0%

Threshold: 25%

Target: 100%

See the performance  
summaries on pages  

120 to 121 for further detail.

See above in respect of Element A.See above in respect of Element A.

Maximum 100% of salary  
per annum. However, at:

Forfeiture: 0%

Threshold: 25%

Target: 100%

No change to policy.Not applicable.

The value of benefits is based 
on the cost to the Company 

and there is no predetermined 
maximum limit. The range and 

value of the benefits offered 
is reviewed periodically.

No longer defined by the comparator 
group range and upper limit of 
employee rise unless exceptional 
circumstances exist to ensure greater 
alignment between executives and  

the wider workforce.

Not applicable.

Whilst there is no maximum 
salary, any increase will 
generally be no higher than 
the average increase for the 
wider workforce. A higher 
increase may be made in  
the event of a role change, 
promotion, or in exceptional 

circumstances, but the 
rationale will be clearly 

explained in the next  
report to shareholders.
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Remuneration report continued

Performance-based remuneration

Executive Incentive Plan
The Hikma Pharmaceuticals PLC 2014 Executive Incentive Plan (“EIP”), was first approved by shareholders at the 2014 AGM and is due 
to expire in 2019. The Company intends for the EIP to remain the sole incentive arrangement available to Executive Directors for the 
policy period expiring in 2020. Shareholder approval is being sought at the 2017 AGM to extend the life of the EIP from 5 to 10 years 
resulting in the EIP expiring in 2024 rather than before the expiry of the current policy period.

The EIP supports the Company’s objectives by allowing the setting of annual targets based on the businesses’ strategic objectives at that 
time, meaning that a wider range of performance metrics can be used that are relevant and suitably stretching.

Rationale
The Remuneration Committee considers that the EIP remains appropriate because:

• Global focus: Approximately 30% of the Company’s business is located in the MENA and 60% in the US, which requires the 
Company to compete with local practices, including:

• US: to offer sufficient leverage in the incentives to be reasonably competitive compared to US pharmaceutical companies.

• MENA: the strong short-term remuneration focus by executives in the MENA which is partly reflective of the political and 
economic environment.

• US and MENA: equity based incentives are generally subject to time based vesting following grant, not multi-year 
performance conditions.

• Business dynamics: Expansion in the MENA and emerging markets is a key strategic component. Political and economic change  
may cause a short-term lack of visibility of revenues and profits that could discourage longer-term investment and development.  
As a result, the application of conventional metrics used by more traditional incentive plans would likely fail to reward the successful 
execution of the Company’s strategy, one that has been widely supported by investors. The Company has experienced this in practice 
when dealing with the impact of the Arab Spring on incentive arrangements and the constant change in key markets. Given such 
evolving and in some cases highly volatile market conditions, it is difficult to establish testing but realistic multi-year targets which  
the participant associates with their own performance.

• TSR: Comparative total shareholder return targets are inappropriate as even other industry comparators have a very different business 
mix in terms of product, geographic spread and business model, implying very different risk exposure.

Operational overview
The EIP is composed of three elements:

Element

Maximum 
award %  
of salary

Payout 
mechanism Vesting period Risks after award Additional requirements

Treatment under  
the Remuneration 
Regulations

A 150% Cash bonus Immediate • Clawback None Cash bonus

B 150% Deferred 
Shares

2 years • Forfeiture
• Clawback
• Share price
• Employed

50% of the total share award is 
subject to a holding period after 
vesting. These shares may not be 
sold until 5 years after grant.

Share award

C 100% Restricted 
Shares

3 years • Clawback
• Share price
• Employed

Bonus* deferred 
in shares

* The Regulations require Element C to be treated as a cash bonus, although it is an award of shares that will vest three years after grant.

The level of award made under the EIP depends on the achievement of performance conditions:

• 60% Financial metrics (Core PBT and Core Revenue)

• 40% Strategic targets (sub-conditions apply)

For each condition or sub-condition, four levels are established:

• Forfeiture: at which 0% is awarded in respect of the current year and 50% of outstanding Element B Deferred Shares lapse

• Threshold: at which awards of up to 100% of salary may be granted

• Target: at which awards of up to 250% of salary may be granted

• Maximum: at which awards of up to 400% of salary may be granted
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Other remuneration matters

Shareholding requirement
The Committee has a minimum shareholding requirement for Executive Directors in order to ensure a long-term, locked in alignment 
with shareholders. The objective is for Executive Directors to build up and maintain a minimum level of shareholding throughout their 
employment with the Company. The minimum shareholding requirement is 300% of salary. However, the Committee has discretion  
to increase this minimum.

The shareholding requirement operates in the following manner:

• Only shares unconditionally owned by the Executive Directors count towards the requirement;

• No shares may be sold by the Executive Director (with the exception of shares sold to pay the tax due on vesting/exercise) until the 
shareholding requirement is met and no shares may be sold if the result of the sale is to reduce the Executive Directors’ shareholding 
below the shareholding requirement.

Further explanation on the Executive Directors’ shareholding requirement is detailed on page 131.

Malus and clawback
The EIP has malus and clawback provisions to protect the Company and shareholders. Under these provisions, the Committee can 
reduce or cancel awards that have not yet vested (malus) and can require the repayment of an award (clawback) under the EIP.  
In addition, there is a performance based threshold condition for Element B.

In the event of any of the following situations occurring, the Remuneration Committee would apply malus or clawback under the EIP:

• Hikma’s financial statements or results being negatively restated;

• participant having deliberately misled management, the Board or the market regarding Hikma’s performance;

• participant causing significant damage to Hikma;

• mistake in the calculation of the level of satisfaction of the performance targets; or

• participant’s actions amounting to serious misconduct.

Terms of appointment and service

Service contracts
The details of the service contracts of the Executive Directors of Hikma in force at the end of the year under review, which have  
not changed during the year and are available for inspection at the Company’s registered office at 13 Hanover Square, London,  
W1S 1HW, were:

Executive Director
Company  

notice period Contract date
Unexpired 

term of contract Potential termination payment

Said Darwazah 12 months 1 July 2007 Rolling contract 12 months’ salary and benefits

Mazen Darwazah 12 months 25 May 2006 Rolling contract 12 months’ salary and benefits

The Executive Directors’ contracts are on a rolling basis, unless terminated by 12 months’ written notice. This arrangement is in line with 
best corporate practice for listed companies. The Committee’s policy for setting notice periods is that a maximum 12 month period will 
apply for Executive Directors. The Committee may in exceptional circumstances arising on recruitment allow a longer period, which 
would in any event reduce to 12 months following the first year of employment. Details of the Non-Executive Directors’ notice periods 
are provided on page 135.

The Company complies with the UK Corporate Governance Code that all directors of FTSE 350 companies be subject to annual election 
by shareholders.
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Remuneration report continued

Recruitment remuneration
The Committee’s normal approach to recruitment remuneration is to pay no more than is necessary to attract candidates of  
the appropriate calibre and experience needed for the role from the international market in which the Company competes.  
The Committee will have regard to guidelines and shareholder sentiment regarding one-off or enhanced short-term or long-term 
incentive payments made on recruitment and the appropriateness of any performance measures associated with an award.

The table below summarises the adjustments to the Policy with respect to recruitment of Executive Directors:

Component Policy

Pension It is not the Remuneration Committee’s current policy for existing Executive Directors to provide 
executive level pension contributions or salary supplements. However, the Committee retains the 
discretion if required on recruitment to be able to offer either a contribution to a personal pension 
scheme or cash allowance in lieu of pension benefits.

Maximum level of variable 
remuneration

The maximum level of variable remuneration under the Company’s policy is 400% of salary p.a.  
In exceptional circumstances, solely for the year of recruitment, this may be increased to 550%.

Share buy-outs/replacement 
awards

The Committee’s policy is not to provide buy-outs as a matter of course.
However, should the Committee determine that the individual circumstances of recruitment justify  
the provision of a buy-out, the value of any incentives that will be forfeited on cessation of a Director’s 
previous employment will be calculated taking into account the following:
• the proportion of the performance period completed on the date of the Director’s cessation  

of employment;
• the performance conditions attached to the vesting of these incentives and the likelihood of them 

being satisfied; and
• any other terms and conditions having a material effect on their value (“lapsed value”).
The Committee may then grant up to the equivalent value as the lapsed value, where possible,  
under the Company’s incentive plans. To the extent that it was not possible or practical to provide  
the buy-out within the terms of the Company’s existing incentive plans, a bespoke arrangement 
would be used.

Details of any packages would be disclosed as soon as is reasonably possible.

Payment for loss of office
When considering termination payments, the Remuneration Committee takes account of the best interests of Hikma and the 
individual’s circumstances, including the reasons for termination, contractual obligations and the rules governing certain items of  
pay (e.g. EIP rules). The Remuneration Committee will ensure that there are no unjustified payments for failure on termination  
of employment. The Committee’s policy in relation to leavers can be summarised as follows:

• In the normal course of events, the Executive Director will work their notice period and receive contractual compensation payments 
and benefits during this time.

• In the event of the termination of an executive’s contract and Hikma requesting the executive to cease working immediately, payment 
in lieu of notice equal to fixed pay, pension entitlements, other benefits and, on a discretionary basis and only where it is in Hikma’s 
interest, a pro-rated performance related bonus will be payable.

• In the event of termination for gross misconduct, neither notice nor payment in lieu of notice will be given and the executive will 
cease to perform services immediately.

• On an Executive Director ceasing to hold office, the Company will announce an out-going Executive Director’s remuneration 
arrangements around the time of leaving.

The Committee will honour Executive Directors’ contractual entitlements. Service contracts do not contain liquidated damages clauses. 
If a contract is to be terminated, the Committee will determine such mitigation as it considers fair and reasonable in each case. There 
are no contractual arrangements that would guarantee a pension with limited or no abatement on severance or early retirement. There 
is no agreement between the Company and its Directors providing for compensation for loss of office or employment that occurs 
because of a takeover bid. The Committee reserves the right to make additional payments where such payments are made in good 
faith in discharge of an existing legal obligation (or by way of damages for breach of such an obligation); or by way of settlement  
or compromise of any claim arising in connection with the termination of an Executive Director’s office or employment.

When determining any loss of office payment for a departing individual the Remuneration Committee will always seek to minimise 
costs to the Company whilst seeking to address the circumstances at the time.
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Component Approach

Application of 
Remuneration Committee 
discretion

Base salary, benefits 
and pension

See above policy.
Executive Directors may be entitled to receive payment in lieu of notice. Payment in 
lieu of notice will be equivalent to the salary payments, benefit value and pension 
contributions that they would have received if still employed by the Company for  
a maximum of 12 months.

Discretion to make 
payments in lieu  
of notice to the  
same value.

EIP The treatment of awards on cessation of employment is governed by the rules of  
the EIP.
The rules of the EIP provide that on termination of employment before the 
performance measurement date or prior to the relevant vesting date, no award  
will be granted in respect of the year of cessation and any subsisting entitlements 
will lapse; unless the following circumstances apply:
• injury or disability;
• redundancy;
• retirement by agreement with the Company;
• the participant being employed by a company which ceases to be a member of 

the Group;
• the participant being employed in an undertaking or part of an undertaking 

which is transferred to a person who is not a member of the Group; or
• any other circumstances if the Remuneration Committee decides in any  

particular case.
If an Executive Director leaves in one of the above circumstances, the EIP rules 
provide for the following:

Element A
The Remuneration Committee will calculate the amount of any payment pro-rated 
to the amount of the plan year completed on the Executive Director’s date of 
cessation and taking into account the level of satisfaction of the performance targets 
at the next performance measurement date. Any payment shall be made as soon as 
practicable after the determination of the level of satisfaction of the performance 
targets.

Elements B and C
The Remuneration Committee will calculate the amount of any payment pro-rated 
to the amount of the plan year completed on the Executive Director’s date of 
cessation and taking into account the level of satisfaction of the performance targets 
at the next performance measurement date. Any payment shall be made as soon as 
practicable after the determination of the level of satisfaction of the performance 
targets. 50% of the shares awarded will be subject to the sales restrictions (five  
years from date of grant to date of sale).
Subsisting Element B and C awards will vest. The sale restrictions on 50% of the 
shares awarded will continue.
It should be noted the performance conditions for the outstanding Element B and C 
awards will have been satisfied at the date of grant.

The Remuneration 
Committee has 
discretion to 
determine that the 
reason for termination 
is classified in the 
same manner as  
those described in  
the adjacent column.
The Remuneration 
Committee will only 
use its general 
discretion to 
determine that an 
Executive Director  
is a good leaver  
in exceptional 
circumstances and  
will provide a full 
explanation to 
shareholders of  
the basis for its 
determination.

Other contractual 
obligations

There are no other contractual provisions agreed prior to 27 June 2012. n/a
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Remuneration report continued

Change of control

Component Approach
Application of Remuneration  
Committee discretion

EIP The treatment of awards on a change of control is governed by the 
rules of the EIP.

Element A
The Remuneration Committee will calculate the amount of any 
payment pro-rated to the proportion of the plan year completed  
on the change of control and taking into account the level of 
satisfaction of the performance targets at the date of the change 
of control. Any payment shall be made as soon as practicable after 
the determination of the level of satisfaction of the performance 
targets.

Elements B and C
In respect of the year of the change of control, the Remuneration 
Committee will calculate any award pro-rated to the proportion of 
the plan year completed on the change of control and taking into 
account the level of satisfaction of the performance targets at the 
date of the change of control. Any award shall be made as soon as 
practicable after the determination of the level of satisfaction of the 
performance targets and shall not be subject to the sale restrictions.
Shares subject to subsisting awards shall vest on the date of the 
change of control and the sale restrictions shall be removed.  
It should be noted that the performance targets for subsisting  
awards were satisfied at the date of grant.

The Remuneration Committee has  
a discretion whether to pro-rate any 
element to time. It is the Remuneration 
Committee’s policy in normal 
circumstances to pro-rate to time; 
however, in exceptional circumstances 
where the nature of the transaction 
produces exceptional value for 
shareholders and provided the 
performance targets are met, the 
Remuneration Committee will consider 
whether pro-rating is equitable.
The Remuneration Committee has  
the same discretion in relation to 
Elements B and C as set out above  
for Element A and will operate it in  
the same manner.
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Employment conditions
The Committee takes into consideration practices for all employees across the Group when reviewing executive remuneration.  
All employees receive a salary, pension and medical insurance on a similar basis to Executive Directors. Additionally, all employees 
participate in a cash bonus scheme which is based on Element A of the EIP. The majority of management level employees participate  
in a restricted share award scheme which is either Element B of the EIP or based upon that Element. The Committee reviews detailed 
internal and summary benchmarking data, and is satisfied that the level of remuneration is proportionate across the HR grades.

The Committee does not directly consult employees on the Policy contained in this Report, but receives regular updates on employee 
feedback through the Group HR department and the employee engagement survey, which is conducted by an external organisation 
and includes views on remuneration and other matters.

Employee cost and total executive pay ($m) 

The Committee is cognisant of the importance of  
ensuring the pay of Executive Directors’ alignment with 
the overall employee base. Whilst the Group has increased 
considerably in size and complexity over the past five 
years, the Committee believes the employee experience 
has been reasonably aligned with executives’.

Shareholder views
The Remuneration Committee reviews feedback received from shareholders as a result of the AGM process and throughout the  
rest of the year, and takes this into consideration together with the latest views of investor bodies and their representatives. The 
Committee engages with shareholders and investor bodies in the event of a significant vote against the Remuneration Policy or Policy 
Implementation. When any significant changes are made to the Remuneration Policy, the Remuneration Committee Chair discusses 
these with major shareholders in advance and may offer meetings for more detailed discussion, as it did during 2016:

Steps Details Timeframe

1 Adviser We instructed our remuneration adviser to review the existing Remuneration Policy in 
light of current market practice guidance.

April 
2016

2 Development The adviser, VP for Human Resources, Company Secretary and Remuneration Committee 
Chair discussed the technical review and considered the Company’s specific requirements, 
history and strategy. After considerate debate, a policy proposal was created.

May  
2016

3 Remuneration Committee The policy proposal was presented to the Remuneration Committee. Relevant 
adjustments were made.

August 
2016

4 Strategy session The Board reviewed the management strategic plan. The Remuneration Committee 
identified the key strategic deliverables and developed them into performance targets.

October 
2016

5 Shareholder consultation The Remuneration Committee Chair wrote to UK governance bodies and significant 
shareholders authorising the minimal policy changes and enhancements to performance 
targets. Comments were supportive.

November 
2016

6 Finalisation Having taken into account the results of the consultation, the Remuneration Committee 
approved the final policy proposal.

December 
2016

12 13 14 15 16

Total pay to 
Executive Directors ($m)

Average employee cost 
($’000)

44.2
45.1

48.2
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Total pay to Executive Directors
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Non-Executive Directors
Non-Executive Directors’ (“NEDs”) fees are set by the Board under the leadership of the Chief Executive Officer and Executive Vice 
Chairman having considered the:

• pay practice in other FTSE 100 companies and sector peers;

• extensive travel required to undertake the role; and

• significant guidance and support required from the NEDs.

NEDs do not participate in the Group’s pension or incentive arrangements. The annual fees payable to newly recruited NEDs will follow 
the policy for fees payable to existing NEDs.

The table below details the current fees.

Remuneration report continued

Fees are reviewed and determined annually and paid  
in cash.

A basic fee for undertaking the duties of a Director  
of Hikma, chiefly regarding Board, strategy and 
shareholder meetings.

Chairman fee: £300,000*

NED fee: £85,000
*  For a Non-Executive role. Not currently in use.

Fees are reviewed and determined annually and paid  
in cash.

Committee fee: £8,000

Fees are reviewed and determined annually and paid in cash.

Audit Committee Chair fee: £16,000

Remuneration Committee Chair fee: £8,000

Compliance, Responsibility and Ethics Committee Chair 
fee: £8,000

Nomination and Governance Committee Chair fee: £8,000

The Company pays expenses incurred wholly in relation  
to the position of Non-Executive Directors and ensures 
that Directors do not incur a tax liability as a result. The 
Committee retains discretion to provide for an allowance 

structure as an alternative to the latter payment.

Basic fee

Provides a level of fees to support recruitment and retention of NED with  
the necessary experience

Committee membership fee

A composite fee for taking additional responsibilities in relation to Committee 
membership. Usually Non-Executives are members of at least three committees.

Committee Chair fee

The Committee Chairs undertake additional responsibilities in leading a committee 
and are expected to act as a sounding board for the executive that reports to the 
relevant committee. The chairmanship fee is paid in addition to the membership fee 
with a higher fee paid to the Audit Committee chairman to reflect the significant 
demands of this position.

Board related expenses

The Board believes that Directors should be free to perform their duties,  
as they see fit, without incurring personal expenses.

Element and purpose Operation

End of remuneration policy.
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