
 
 
 
 
 

Additional Information on 2026 Performance 
Measures under the Remuneration Policy 

2025 Annual Integrated Report 
 

1- Introduction 

The Board is providing additional information on the 2026 STI and LTI performance 
measures to give shareholders clearer visibility on how variable remuneration is 
linked to performance and long-term value creation.  
 
2 - 2026 KPI Overview: STI and LTI performance measures and performance link 

STI 2026  Performance link LTI 2026 Performance link 

Net sales Growth ROCE 
Efficient capital 
allocation 

EBIT Profitability GHG reduction 
Sustainable 
execution 

Operating Cash 
Flow 

Discipline and 
cash quality 

TSR modifier 
Shareholder 
alignment 

 
3- Short Term Incentives (STI) 

Performance Measures 

STI performance measures may vary from year to year to reflect the Group’s 
strategic priorities. Under the Remuneration Policy, STI metrics are set within the 
following ranges: 

●​ Financial: 60%–70% 
●​ One Planet: 10%–20% 
●​ Individual: 10%–20% 



 
 
 
 
 
As sustainability remains a core part of Syensqo’s strategy, the STI continues to 
include One Planet KPIs across three pillars: climate, environment and people. 
 
Because the Remuneration Policy covers a four-year period, the specific KPIs and 
weightings for a given year are not set out in the Policy itself and are instead 
disclosed through the Remuneration Report. The Policy will be reviewed in 2026. 
 
3- STI structure and KPIs for the 2026 Financial Year: applicable for the CEO and 
Executive Leadership team 

In response to shareholder feedback, the Board and the Remuneration Committee 
have recalibrated the 2026 STI metrics to sharpen the focus on growth, profitability 
and financial discipline: 
 
The 2026 STI framework now centres on:  

●​ Net Sales  
●​ EBIT  
●​ Operating Cash Flow  

 
These replace Organic EBITDA Growth and Free Cash Flow Conversion. The revised 
framework is intended to improve clarity, strengthen accountability and align 
remuneration outcomes more closely with performance and sustainable value 
creation for shareholders. 
 
The CEO’s 2026 STI will be assessed as follows: 65% Group Financials, 15% One Planet 
and 20% Individual objectives. Within Group Financials, the weighting is Net Sales 
30%, EBIT 30% and Operating Cash Flow 40%. 
 
 
 
 
 



 
 
 
 
 

Objectives Performance Measures Weighting 

Group Financials 

  

Net sales (30%) 

65% EBIT (30%) 

Operating Cash Flow(40%) 

Group One Planet 

 

One Planet 15% 

Individual 

 

Individual objectives 20% 

 
 
The One Planet STI component is designed to align with Syensqo’s external 
commitments through a simplified framework covering three pillars: climate, 
environment and people. These pillars are measured through one KPI per pillar, 
weighted equally at 5% each. 
 

 
 
 
The CEO’s performance against Group KPIs, as well as against pre-defined individual 
objectives, will be disclosed in the Remuneration Report for 2026. 
 



 
 
 
 
 
4- Long-Term Incentive (LTI) 

Under the Performance Share Unit (PSU) plan, targets and weightings are set before 
grants are made and are aligned with the Group’s mid- and long-term strategy. The 
Board approves these targets before grants are awarded to Executive Leadership 
Team members. Under the Remuneration Policy, LTI metrics are set within the 
following ranges: 

●​ Financial criteria: 60%–80% 
●​ One Planet objectives: 20%–40% 

Outcomes against these targets are then adjusted upward or downward based on 
the Group’s Total Shareholder Return (TSR) performance relative to the median of the 
STOXX 600 Index, reinforcing alignment with shareholder value creation. 
 
The PSU framework is designed to operate on a strict pay-for-performance basis. For 
example, the 2023 PSU plan, vesting in 2026, did not meet the performance 
threshold and therefore did not vest; all PSU awards were forfeited. Full retrospective 
disclosure is provided in the Remuneration Report. 
 
The 2026 LTI award has been granted in line with the Remuneration Policy. 

For the 2026 PSU plan, the performance measures and weightings are as follows: 

●​ Organic Underlying EBITDA Growth (40%) 
●​ ROCE improvement - basis point variation (40%) 
●​ Greenhouse Gas Emission reduction (Mt) (20%) 

Syensqo will disclose performance against these targets at the time of vesting. 

5 - How transparency works despite commercially sensitive targets 

Syensqo considers the prospective disclosure of numerical annual performance 
targets to be commercially sensitive. However, to enhance transparency, the 
Company discloses the performance measures and their associated weightings for 



 
 
 
 
 
the current financial year. Achievement against those targets will continue to be 
disclosed retrospectively in the Remuneration Report. In setting targets, the Board 
seeks to align incentives with short-term priorities, business forecasts and long-term 
sustainable value creation, while retaining appropriate confidentiality around 
commercially sensitive information.  
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