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Objective 
The principal aim of Atlantic Leaf’s remuneration policy is to ensure that the organisation remunerates 
fairly, responsibly and transparently to promote the achievement of strategic objectives and positive 
outcomes in the short, medium and long-term.  
 
Effective management and governance is crucial to the company’s performance, and can be achieved by 
attracting, motivating and retaining high quality directors and key management. These objectives are 
achieved by offering fair and competitive remuneration while remaining conscious of preserving 
shareholder value. A carefully calculated remuneration policy can therefore provide a competitive 
advantage for the company. 
 
Responsibility 
The company’s board of directors (“the Board”) is responsible for the remuneration policy. The Board has 
mandated the Remuneration Committee to annually review and propose the level and method of 
remuneration for directors and key management to the Board. The Board ultimately presents the 
remuneration policy to shareholders for approval at the Annual General Meeting. 
 
Principles 
The Remuneration Committee abides by the following principles to ensure that directors and executives 
are fairly remunerated for their work. The level and type of remuneration set will be: 
 
 a fair reflection of the time commitment and workload 
 transparent with details made available to shareholders and the public 
 unaffected by race, gender or any other prejudices 
 competitive against similar companies  
 reflective of the experience required  
 such that non-executive directors are awarded no financial interest in the company. 
 
Executive Directors 
Given its existing corporate and management structure, the company currently does not have any 
employees or executives that are remunerated directly by the company and therefore, until such time as 
this changes, there are no responsibilities required of the Committee relating to executive remuneration. 
Executive Directors Paul Leaf-Wright and Warren Morton are representatives of Martial Eagle and 
accordingly are not separately remunerated by the company for their services as directors.  

 

Non-Executive Directors 

Non-executive directors’ remuneration consists of a fixed annual fee based on their roles within the Board 
and its sub-committees. The Remuneration Committee annually reviews and recommends the fees for 
the following year to the Board based on the method below, and a detailed breakdown of the fees paid 
to each director is disclosed in the annual report and approved by the shareholders at the AGM. 

 
Kesaven Moothoosamy is an appointee of Intercontinental Trust, the company’s administrator, and 
accordingly will not be remunerated for his services as a non-executive director of the company. 

 

 



 

Method of remuneration 
The fees paid to each director are determined in accordance with the company’s remuneration principles 
to ensure that Directors are paid fairly. Members of the Remuneration Committee are not entitled to 
determine their own specific remuneration, instead they are to propose a remuneration structure 
universally applicable to all non-executive directors. 
 
Benchmarking 
Remuneration paid to non-executive directors is annually assessed against the external market through 
a benchmarking exercise. The company’s remuneration policy is compared with a range of other 
companies of comparable size and complexity, largely within a similar industry in the UK, Europe and 
South Africa. Both the fee structures and average fee per director are considered. The Remuneration 
Committee has the discretion to use an external service provider to conduct a formal benchmarking 
exercise if considered necessary. 

 

Policy Approval 
The policy proposed by the Remuneration Committee is considered each year by the Board, and by 
shareholders at the AGM. The policy is voted on by shareholders in a non-binding advisory vote, and 
subsequently implemented if approved. 

Steps to be taken in the event of shareholder disagreement: 
 
 The remuneration policy is considered to be rejected if 25% or more of the votes exercised are 

not in favour. The company subsequently discloses the outcome of the vote in the voting results 
announcement. 

 In the event of a rejection, an invitation to engage with the Board will be extended to dissenting 
shareholders and attached to the voting results announcement. 

 At the engagement, the causes of the rejection will be discussed by shareholders and minuted by 
the company secretary. 

 If no agreement is reached between the Board and the shareholders, the Board will source an 
independent external advisor or mediator to manage the disagreement and reach a solution 
acceptable to all parties. 

 The Board will subsequently present the agreed upon policy to all shareholders for a second vote. 
 An overview of the process and outcome is to be included in the annual report. 
 

 
 
 


