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(Approved on December 16, 2015) 

 

This policy was approved at the 2nd meeting of the Sixth Board of Directors convened  

on December 16, 2015 

 

 

 

Compensation Policy for 

Senior Executives in Bluestar Adisseo Company 

 

 

Goals  

 Help attract and retain “highly qualified” executives with expertise and experience that will 

lead to global growth. Provide compensation opportunities structured to motivate executives to 

create long-term shareholder value and achieve interim milestones. Deliver actual total 

compensation that reflects the Company’s performance to goals and possibly relative to 

comparators, over time.  

 

Guiding Principles  

 Pay Comparator Group—The comparator group will be composed taking into 

consideration, comparability of size (primarily based on revenue, as well as market capitalization 

and assets), industry, international geographic scope (including in terms of location of assets), 

and complexity of business.  

 Total Compensation Positioning to Pay Comparator Group—In general, the Company 

will position target total compensation referring to the 25
th 

percentile and 50
th 

percentile. An 

individual executive’s target total compensation may be outside of this range based on any of the 

position’s responsibilities relative to the market standard; his/her experience in the position; 

sustained performance contributions, or potential for promotion. The range of award 

opportunities will be structured to provide superior actual compensation in return for superior 

performance and below-market actual compensation for low performance levels.  

 Compensation Mix—The Company intends to target a mix of salary, annual bonus, and 

long-term incentive that places a significant portion of pay at risk.  

 Performance Comparator Group—To reduce the impact of exogenous risk factors on 

corporate or business unit performance, the company may assess performance against 

comparators exposed to similar risk factors.  
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 Performance Measures and Goal-Setting— Long-term performance criteria will be 

aligned with sustainable shareholder value creation, and therefore could include total 

shareholder return, return on existing assets, profitable growth, and the quality of corporate 

earnings. Long-term performance goals will be aligned with shareholder expectations of 

company performance. Annual performance measure(s) will emphasize line of sight, and link to 

the value-drivers that can be materially impacted by individual executives in a one-year 

timeframe. Annual performance goals will be based on the Company’s approved business plan. 

For all incentive plans, actual payouts should be superior to target when expectations are 

exceeded, and should be below target when actual performance falls short of objectives.  

 Emphasis Organizational Linkage—The primary determinant of executive long-term 

incentive compensation will be performance at corporate level, while annual executive incentives 

will emphasize line of sight through the granularity of performance metrics and individual 

performance objectives. Overall individual performance will be recognized through base salary 

increases and annual incentive payouts.  
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