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Compensation Discussie - FY 2016-17 Summary Compensation Table

Change in
. Pension

Elements of Our Compensation Programs Non- Value and
Annual Cash Compensation ||-|E(2I:|Ig. m‘g‘. ::Iﬂad

The Company's annual cash comp ensation consists of salary and STAR. We collect and analyze data from the Stodk Option é":rl:h c::gg:"‘
Peer Group on the total annual cash compensation opportunity (sdary plus annual bonus target) for positions Name and Principal Position salary Bonus' Awards? pensation Eamings*
comparable to those at the Company. We condgder the target median anrud cash compersation opportunity for each [(3] [{5] [C3) [(3] [(3] %)
pasition within our Peer Group, adjusted for size using a regression analysis of Feer Group revenues, to et a salary
range mid-paint and a target for STAR, as a percentage of silary ("STAR tamget” ). David Taylor 2016-17 1,600,000 4,080,384 9,226,929 3,000,001 0 0 188,863 18,096,177
P President and Chief Executive 2015-16 1,393,333 2,482,771 8,507,680 1,743,864 0 0 277,005 14,404,653
Salary Officer 2014-15 945,000 790,272 2,664,167 1,630,508 0 0 71,795 6,101,742

Mr. Tafor's arnualized salary remained urcharmged at $1,600,000 doring FY 201617, The slary for . c < 2N nN7G CE2 o e -
Mr. Moeller emained unchanged at $8950,000. The C&LD Committee approved a 5.9% increase to bring mﬂrﬁéfﬂ%ﬁﬂ.ﬁ{al Officer 2 '6:16 gg ]‘3‘1223, jggﬁ'ﬂ; ﬁ;%g,gg u ;,;ggg Egiggg;
Mr. Cigsrani's salary to $900,000 based on the competitive market and to recognize his contributiore managing a - - 7014-15 85 '5-,1'.“35 2712468 1'257"8’? o a 8-"8;‘;' 7044 355
significant portion of the total Company businesses. The Committee dso approved a 3.7% incease to bring — - - el e = = e
MAr. Bishop's salary o $840,000 and a 3.8% increas fo bring Ms. Ferguson-MdHugh's salary to $820,000. These Steven D. Bishop 2016-17 822500 1311828 1524431 1417.503 0 0 74933 5151195
adustments were mack in recogrition of their individual performance and market adjustments. Group President - Global Health 2015-16 795‘557 '873'454 2 ‘342:35? '455'955 0 0 71'603 4'549'95?
STAR Annual Banus ey

The STAR program links a substantial portion of each NEQ's annual cash compensation to the Company's Gigvanni Ciserani® _ 1,;‘85.‘:‘1 | 2‘4251?? 2.255.'301 'E' 0) ],211,‘_12'_:" ? 514&]8
performarce for the fiscal year. The prearam fecuses on the achievernent of busress unit resuts, but alse incudes a Lroup PrES\dendt - i"Jlbcq?al F;F)r\t & 1'Ji4'g25 2‘2$'J’3£ 1'33‘}'341 'il 2?1'53‘ E,Bd@,ad{l
comporent that measures the performance of the owerall Compary. STAR awarck are gererally paid in cash, but Global Baby & 598,080 3,895,797 1,266,359 Y 538,172 7,103,075

emscutives can als elect to receive all or part of their awards in gock o ptions or deferred compensation.

STAR awards are esleulsted using the foll owing Fermula: Mary Lynn Ferguson-McHugh 2016-17 817,500 1,409,974 2,370,115 755,001 0 0 80,329 5,432,919
Group President - Global Family
Care and P&G Ventures

SEFEOEE 1 FOWRMO—E

Director Compensation Table

Total Fees
. . Committee Earned or
The bass for each element of STAR is: Annual Chair & Lead Paid in Stock All Other
+ STAR Target. The CEBLD Committee wts STAR targets & a percentage of salary for NEOs, using annual Retainer  Director Fees Cash1 Awardsz  Compensation? Total
o e ($) (5) ($) (s) (O] ()
benus benchmarks for similar positions in cur Peer Group,
is S - 5 5

* Business Unit Performance Factor. The CEQ, CFQ, and CHRO (*STAR Committee”) recommend Busines iancisiSaR ake JUTELY fil0,000 15,000 0 2851000
Unit Performance Factors for each business unit, based on a retrospective assessment of the performance Angela F. Braly 110,000 15,000 125,000 175,000 0 300,000
of each of the 18 business urits against seven metrics: cperating TSR, orgaric sales growth, cperating Amy Chang 9,066 9,066 0 0 9,066
prafit growth, adjusted free cash flow productivity, market share, productivity, and internal controls. This - o . ;
assessment is compared to each business unit's role in the portfdio, reflecting the different industries in Kenneth I. Chenault 110,000 — 110,000 175,000 o 285,000
which the Company's businesses compete and their growth potential. The CELD Committee then Scott D. Cook 110,000 15,000 125,000 175,000 0 300,000
determires the Business Uit Performance Factors based on the STAR Committee’s recommendations. Susan Desmond-Hellmann 30,800 30,800 0 0 30,800
More of the officers on the STAR Cammittee participates in dig ssions or recommends their awn STAR = — - .
awards to the C&LD Committee. The Business Unit Peformance Factors can range between 50% and Terry J. Lundgren 110,000 110,000 175,000 0 285,000
150%. The Business Unit Performance Factor for global business serdces and corporate fundtions is the W. James McNerney, Jr 110,000 50,000 160,000 175,000 0 335,000
weighted average of all the gobal budress units ("GBU") and selling and market cperations ("SMO")
Busiress Lnit Performance Factors in order to align all organizations with the seven metrics. LSLLITelicte (o MLl 1LY Iininen IE5IN00 o Zehltng

Patricia A. Woertz 110,000 25,000 135,000 175,000 o] 310,000
2 Ernesto Zedillo 110,000 110,000 175,000 ] 285,000 : 2
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Remuneration policy — worked examples below

Summary of policy design changes and link to policy themes’

2017 POLICY ILLUSTRATION

Minimum £1173
A On-target
Base Salary 80% Group + 20% individual oparg _iz‘uus
performance performance
o mo || m o I -~
s EPS TSR total
b o N
non-financial financial Sir Joh
Sir John Rose

Sir John Rose

. Customer \ Profit Chief Financial Officer (£000)
i
40% of award deferred into Three-year performance period followed {Oa:—tavget y
shares for two years by two-year holding period e I -

Maximum _nmz

Executive Director (£000)

TSR PERFORMANCE

he Company's

SR performance over the previous compared toa broad equity market index is shown in the graph below. The

. - - . - ™ FTSE 100 has been chosen as the comparator be: tains a broad & of other UK listed companies. The graph shows the growth
Weightings and non-fi Tal measures are as applied in 2017. i -mu in value ofa hypathetical £100 holding in the Cor dinary shares over eight years, relative to the FTSE 100 index
On-target
" [
I Y e oo I
2 X B 500 = Rolls-Royee
Fixed pay No changes are proposed to the fixed pay element of the remuneration policy approved by sharehelders Talent Masimum _ngz ?f"z T o
at the 2014 AGM. The new remuneration policy to be approved at the 2017 AGM will continue to apply M o :
untilthe 2020 AGM. B Fixed remuneration (including salary, benefits and pension) H 00
B Annualbonus -
Annual bonus Performance measures remain appropriate following the introduction of customer and employee Transformation M Long-term incentive plan w0

metrics in 2016. Bonuses are determined primarily by Group financial performance but the Committee

may apply non-financial metrics that support the underlying strategic priorities for the forthcoming year. AN Ay [ = 2008 2009 2010 2011 2012 2013 2014 2015 2016
EEF DB ZE 2 FOHMEIMDO—E

From 2017, Executive Director bonuses will be awarded using a simple additive approach: Simplification
+ 80% of the award will be based on Group performance. Single figure of remuneration (audited)
Salarystans A1 Ganatits 6 Bomus (CF T o iy 6 Subtotal Parrion 077 Total
+ 20% of the award will be based on individual performance. £000 £ooa £000 £ooa 000 £009 £oaa £oaa
z016 oS 2015 3 zo16 o1t 2015 T zo16 01 Z016 T 3015 2018 1
Executive Directars
40% of any bonus will be deferred into shares for two years Stewardship 925 i7 ] 16 1.858 231
S50 ise 150 213 = = 1i1s i7e
Long-term CPs, EPS and TSR remain our long-term measures of success and reflect the strategic focus on profitable Transformation a0 =t = 2 = = e s
incentive plan growth, the quality of profit, and returns to shareholders. During shareholder consultation we received = 47 - = - — - =
strong support for the continued use of cash flow as the central measure of long-term performance. = — = — = — = = =
The structure will be amended so elements are measured independently, rather than using an EPS hurdle Simplification 27 — 1734 — — — — 2378 =80
and a TSR multiplier. 2 1 = = = 4z =
14 — — — — — — 114 —
The introduction of a two-year shareholding period following the three-year performance period. Stewardship : — — — — — — ’;: —
This includes a requirement to continue to hold shares after participants have left the Group. = — — — - - — — ) =
3 & = - = - = — 73 =
20% of the maximum award will vest for threshold perfoermance (a reduction from 30% in the current - - - - - — - — 7o © —
remuneration policy). = = = = = =
z = - - = = = - 100 12 =
The new remuneration palicy includes an overall maximum of up to 300% of salary for the Chief Executive Talent = — — — — — — - —
and 250% for other Executive Directors. The intention is that this flexibility will only be used in recruitment
(to secure talent across a global and diverse talent pool). = — — — — — — — ;: - —
The intended operational maximum for the three-year period of this policy is 250% of salary for the = 25 = 3 - - = - - - = q =
Chief Executive and 225% of salary for other Executive Directors. Sub-total 1.227 1319 30 =7 = = - 1257 3 - 3
Total 5,242 3.a1a 257 559 1734 = - = 5,233 a0
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