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About the executive performance and rewards survey 2025 and participant profile

The 2025 executive performance and rewards survey captures India-specific insights and market trends covering:

Participant profile

Short- and long-term
incentive plans

9

Executive benefits Our survey covers information from over 400 companies
across major sectors. Deloitte used data directly received
from the participants, custom projects and publicly
available data for specific analyses to ensure the most
accurate representation of market trends.

Pay-mix for CEO, CXOs and
other executive positions

CXO performance
assessment Manufacturing

Consumer Financial services

Compensation benchmarks
for CEO, CXOs and other
executive positions

Additional analysis,
including bonus segments Life sciences IT and ITeS
on Nifty 50 companies

Survey timelines

Collect Report release

Aug 2024 Oct 2024 Sep-Jan 2025 Jan-Mar 2025 Apr 2025
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Key highlights from Deloitte India’s 2025 executive performance and rewards survey

CEO compensation and

pay-mix

The median CEO compensation in India stands at INR10 crore, up 13 percent from the previous year. About 40 percent of the
overall CEO compensation is fixed and 60 percent is at-risk (short-term and long-term incentives).

CXO compensation

The pay for COOs, CFOs, CHROs, CMOs and CSOs has increased 7-11 percent over the last year. COOs and CFOs are the next
highest paid executive positions after the CEO, with total compensation nearing INR4 crore.

Performance assessment
and Short-Term
Incentives (STI)

There is an increased focus on holistic business and functional performance assessment at CXO levels, beyond financial

metrics. Performance thresholds are becoming more stringent. India Inc. is now paying lesser bonuses to CXOs for missing
financial and strategic targets compared with the year before.

Long-Term Incentives
(LTI)

The prevalence of stock-based long-term incentives is increasing in India Inc. with growth in the adoption of performance

shares and multiple plans. he increase in the quantum of pay linked to stock awards is also leading to a consistent increase in
the cost incurred by companies on these plans (as a proportion of total employee cost).
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Professional CEO compensation stands at INR10 crore, up 13 percent YoY

Median CEO Comp - with long-term incentives (INR crore) Average CEO Comp - with long-term incentives (INR crore)

[asw }----mmommomoeee 53%  |----o--e-eeeeeee- [13% }--—-1yearcacR [ 7% }----------------- L as% ] | 18% |

‘ 19.1
183 2024
2025
11.9
10.8
: I I I
CEO (Promoter + Professional) Promoter CEOs Professional CEOs CEO (Promoter + Professional) Promoter CEOs Professional CEOs

*  The 53 percent rise in promoter CEO compensation is primarily driven by market corrections at the lower end of the pay range and a higher increase in commission compared with fixed
pay.

*  The wide gap observed between median and average overall CEO compensation (INR10.8 crore vs INR16.1 crore) indicates the wide range of compensation numbers and some outliers on
the higher end.

Note: Promoter CEO compensation is as per FY 2024 annual disclosures made by companies
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More than 50 percent of overall CEO compensation is linked to short- and long-term incentives

All CEO
: Promoter CEOs Professional CEOs
(Promoters + Professionals)

40%
: ‘ Q
o
* a 1’
(o]
) ﬂ
o

. Fixed pay for promoter CEOs constitutes over 50 percent of total pay.
. For promoter and professional CEOs, the pay-at-risk component of the total pay has increased over the past year.

. Long-term incentives constitute 35 percent of the total professional CEO compensation compared with 33 percent in 2024.

Note: Promoter CEO compensation is as per FY 2024 annual disclosures made by companies
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Among CXO roles, chief legal officer compensation has risen the highest in the last year

Median CXO compensation levels (TCC with LTI) - 2025
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Chief Operating Officer Chief Financial Officer Head Human Resources Business Unit Head Chief Legal Officer / General  Chief Information Officer
Counsel

All values in INR Cr.

Average CXO pay-mix - 2025 (% of Total)

Chief Operating Officer Chief Financial Officer Head Human Resources Business Unit Head Chief Legal Officer / Chief Information Officer
General Counsel
17%

2024 2025 2024 2025 2024 2025

2024 2025 2024 2025

© 2025 Deloitte Touche Tohmatsu India LLP. Deloitte India executive performance and rewards survey 6



CEO to CXO compensation ratios are higher for promoters CEOs compared with professional CEOs

CEO to CXO compensation ratios

(at median on total compensation with long-term incentives)

10.7
8.8 8.6
7.1
5.9
4.8 4.8 4.7
4.5 3.9
: . 5 I l l I

CEO to COO CEO to CFO CEO to CHRO CEO to BU Head CEO to CLO CEO to CIO

B Professional CEO to CXO ® Promoter CEO to CXO

CEO - Chief Executive Officer; COO - Chief Operating Officer; CFO - Chief Financial Officer; CHRO - Chief Human Resource Officer; BU Head - Business Unit Head,; CLO - Chief Legal Officer; CIO - Chief Information Officer

*  While there are context and incumbent-specific nuances, COOs and CFOs are the highest-paid executive positions after the CEO, followed by CHROs, BU Heads, Legal Heads and CIOs.

. BU head compensation varies by the size of the business managed.
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There is an increased focus on holistic CXO performance assessment, beyond financial metrics

In most companies, the performance ratings of CEOs/CXOs are determined based on Board/NRC discretion, while considering scorecard
achievement scores.

Where the company and CEO scorecards are different, the company scorecard tends to contain only financial performance metrics.

In the CEO scorecard, while the majority of weight is given to financial performance, at least one-third of the weight is given to other metrics -
operating performance, people, process, strategic metrics.

© 2025 Deloitte Touche Tohmatsu India LLP. Deloitte India executive performance and rewards survey 8



Short-Term Incentive (STI) trends - (1/2)

STI Plan Architecture (Weightage)

2024 2025 2024 2025 2024 2025

CEO CEO-1 CEO-2

B Company M BU/Function M Individual

While most CEOs’ bonuses are computed based on company
performance, in some cases, the bonuses are paid based on a
combination of company, business unit and individual
performance.

Over time, the weightage assigned to individual performance has
increased across levels. Individual performance is usually linked to
ratings, which are derived from a scorecard comprising financial and
strategic metrics. This indicates the growing importance of strategic
goals in overall CXO performance assessment.
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Type of STI Plan

83%
75%
17%
11%
Target Based Pool Based Hybrid/ Others

N 2024 W2025

More companies have moved away from target-based
approach to a pool or hybrid-based approach for
variable pay i.e., The plan funding involves defining a
bonus pool in terms of a direct formulaic linkage to a
financial metric (e.g., % of Profits before bonus and
taxes)

Companies that use a hybrid plan, generally use a
profitability parameter to determine the pool size while
quantum is set at start of the year.

Number of metrics
(company performance)

40%

35%
28%  28%
11%
I 6%
1 2 3

N 2024 W )05

26% 26%

4 or more

More than 60 percent of companies how use
three or more metrics, implying that
Boards/NRCs are evaluating performance
on multiple variables in the short term
compared with the past when mostly two
metrics were used.
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Short-Term Incentive (STI) trends - (2/2)

Prevalence of STI metrics for computing company performance

i 94%
(/]
85% 85%

32% 32%

Revenue / Profit / Cash Flow Return ESG
Topline Bottomline Based Based

m 2024 m 2025

performance.

m .

51% 51%

Others

. Bottomline metrics are the most prevalent metrics used for evaluating company

i thereby giving it the desired focus.
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. On average, 40-45 percent weightage is provided to the above metric, wherever used,

. Others include metrics such as GNPA, product launches, production volume, safety,
productivity, customer acquisition/retention metrics, quality and capital efficiency.

Performance and payout relationship
(company performance)

Threshold Threshold Maximum Maximum
performance payout performance payout
10t Percentile 50% 25% 108% 120%
Average 76% 55% 130% 159%
90™" Percentile 91% 80% 190% 200%

' Companies are raising the bar on both ends of the performance spectrum. Performance

| thresholds have become more stringent, indicating tighter eligibility criteria for payouts.

' At the same time, maximum performance levels have also moved higher, offering significant '
. upside potential for exceptional performance. While target performance remains the anchor, |
i there is a growing focus on affordability — with companies showing discipline when i
. thresholds are not met but being generous when performance exceeds expectations. '

It must be noted that threshold and maximum levels vary significantly depending on the
metrics and the level of stretch in targets.
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Long-Term Incentive (LTI) trends - India

Prevalence and number of LTI plan(s)

= Yes m No

The usage of an LTI plan is gradually increasing in India Inc. (more than three out of four
companies). Although 71 percent of these companies use only a single LTI plan instrument,
there has been a gradual movement towards the usage of multiple LTI plans.

Vesting period and schedule

® 1-2 Years [ \L/Jnli()rm Graded
esting

miyears = Cliff Vesting

= 4 Years

® More than 4 Years Vesting

Companies are moving towards a shorter vesting schedule of three years.
Furthermore, over 70 percent of companies use a graded vesting schedule
allowing employees to reap the benefits of the award sooner.
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2 1 LTI Plan a 2 or more LTI Plans

® Non-Uniform Graded

Type of LTI instrument used (% companies)

55%

49%

0,
12% 10% 11%
8%
- |
Stock Option Restricted Stock Performance Long Term  Stock Appreciation Long Term
Unit Shares Performance Cash Rights Deferred Cash

m 2024 m 2025

The prevalence of stock-based LTl is increasing in India Inc., with significant growth in the
usage of stock options (ESOPs) and performance shares.

While stock options continue to be the most prevalent vehicle, companies that use multiple
instruments, tend to use a combination of tenure-linked and performance-linked
instruments to drive retention along with share price growth.
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Deloitte’s executive performance and rewards offerings

We advise organisations’ management, NRCs and boards on the following matters:

Executive Executive NRC Other rewards
rewards performance advisory offerings
e N
Executive remuneration ( h ( Non-executive director )
. . . i Rewards strategy articulation
{ philosophy articulation J CEOQ and C)z:(n); Z(;c;r;:ard review compensation benchmarking L )
and design e N
Executive remuneration and > ¢ - £ < Pre and Post IPO rewards
benefits benchmarking ( Executive performance ( L . ) strategy
sssessment and linkages to Nomination & remuneration \, J
Long-term incentive plan rewards g committee (NRC) advisory " Sales incentive plan design &
benchmarking, design, audit \ 4 N = R
and effectiveness ( . . ) br(z,ad b:Sed ;Omp-

E s Board, committee & director 9 enchmarking J
Variable paTy mcenjuve pIan' evaluation Job evaluation and pay-range
benchmarking, design, audit \ J desien

Y and effectiveness o &

"

( Executive contracts ) { Manpower planning &

) ) productivity analysis )
benchmarking and design )
Cross-industry experience and client Dedicated expertise in CHRO, NRC and Actionable insights and contextual dicated ind y bri
relationships across leading Board-level mandates through a solutions through data-backed D?n |Scatte rlnn:sstr?/ tci)r:m; torti rng
conglomerates & sectors frequently quoted team research ectora olution expertise
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Deloitte.

Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited (“DTTL”), its global network of member firms, and their related entities (collectively, the “Deloitte organization”).

DTTL (also referred to as “Deloitte Global”) and each of its member firms and related entities are legally separate and independent entities, which cannot obligate or bind each other in
respect of third parties. DTTL and each DTTL member firm and related entity is liable only for its own acts and omissions, and not those of each other. DTTL does not provide services to
clients. Please see to learn more.

Deloitte Asia Pacific Limited is a company limited by guarantee and a member firm of DTTL. Members of Deloitte Asia Pacific Limited and their related entities, each of which is a

separate and independent legal entity, provide services from more than 100 cities across the region, including Auckland, Bangkok, Beijing, Bengaluru, Hanoi, Hong Kong, Jakarta, Kuala
Lumpur, Manila, Melbourne, Mumbai, New Delhi, Osaka, Seoul, Shanghai, Singapore, Sydney, Taipei and Tokyo.

This communication contains general information only, and none of DTTL, its global network of member firms or their related entities is, by means of this communication, rendering
professional advice or services. Before making any decision or taking any action that may affect your finances or your business, you should consult a qualified professional adviser.

No representations, warranties or undertakings (express or implied) are given as to the accuracy or completeness of the information in this communication, and none of DTTL, its

member firms, related entities, employees or agents shall be liable or responsible for any loss or damage whatsoever arising directly or indirectly in connection with any person relying
on this communication.
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