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Local Remuneration Policy of GAM (Luxembourg) S.A. 

Scope GAM (Luxembourg) S.A. and its branches 

Effective as from 10 July 2017 

 

1. Content and purpose 

This policy is aimed at aligning remuneration with prudent risk-taking. 

2. Scope of applicability 

The policy applies to GAM Luxembourg and its branches. More specifically and, in 
accordance with the Nr (2), (3) and Article 14b Nr.1 of the EU Directive 2014/91/EU; Annex II 
of the Law of 12 July 2013 on Alternative Investment Fund Managers  and the Circular 10/437 
issued by the CSSF in February 2010, the staff whose activities are falling into the scope of 
having potentially a material impact on the risk profiles of the managed funds or having 
influence on such staff or are to be considered as senior management either by their function 
or falling into the same remuneration bracket as determined by the Executive Board on an 
annual basis. 

Non-executive directors of GAM Luxembourg do not receive any kind of remuneration linked 
to their role and therefore are not in the scope of this policy. Should any remuneration be 
granted to non-executive directors in the future, such remuneration will be fixed and not linked 
to the short-term results of GAM Luxembourg. 

3. General dispositions 

3.1 Preliminary information 

The remuneration policy (hereafter “the policy”) of GAM (Luxembourg) S.A. (hereafter “GAM 
Luxembourg”) and its branches (i.e. Spain) is aligned with and derived from the Group 
Compensation Policy of its ultimate parent, GAM Holding AG. 

The policy is consistent with the application the provisions of the European and Luxemburgish 
regulations related to remuneration and corporate governance. 

The Executive Board of GAM Luxembourg is responsible for implementing the policy. 

The policy and its appendices may be modified in the future to take into account development 
in regulation, group policies or any other circumstances requiring an adjustment to be made to 
it. 

3.2 Philosophy and principles 

The policy is based on the Group’s compensation approach which is: 
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 “to support its strategic business plan and the culture and principles that promote 
sustained growth and an increase in shareholder value, without encouraging the taking of 
inappropriate risk; 

 to provide competitive total compensation in order to attract and retain experienced and 
talented individuals who will promote its values, better service the needs of its clients and 
contribute to the overall development and profitability of the group.” 

The composition of the elements within an individual’s overall compensation is the result of 
the role and performance of the individual (including alignment with the GAM Luxembourg’s 
risk tolerances), market competitiveness and the Group’s overall profitability, and the 
performance of the functions within GAM Luxembourg. The benefits programme aims to be 
competitive with local market practices by targeting benefits at the median.  

Potential payments related to the early termination of a contract, which are awarded on a 
contractual basis, are designed in a way that does not reward failure and are subject to strict 
internal review and oversight. 

GAM Asset Management has a low risk profile as GAM Luxembourg's activities are focussed 
on the following low risk areas:  

 Client acquisition, and relationship management: GAM Luxembourg and its 
representatives deal mainly with professional and institutional clients who are located in 
EU countries and are overseen by the competent regulator of the member state; 

 Controls and administration activities: GAM Luxembourg is providing legal and 
administrative support to the funds and overseeing the parties to which activities such as 
investment management, fund administration, and fund distribution have been delegated. 

 GAM Luxembourg and its activities are subject to a stringent risk management policy. 
Further, GAM Luxembourg is well capitalized, debt free and does not use the balance 
sheet to make profit. 

3.3 Treatment of delegate portfolio managers 

In the performance of their professional activities certain staff of a delegate portfolio manager 
can have a material impact on the risk profiles of the funds they manage, these staff are 
considered as “identified staff”. For this purpose GAM Luxembourg considers the respective 
delegate portfolio manager as equivalent if he is required by law or in accordance to internal 
standards to put in place a remuneration policy, which in accordance to the ESMA 
Remuneration Guidelines 2013/201* is considered equivalent in its objectives (e.g. MiFID 
firm, credit institution/CRD III or equivalent status in third country). GAM Luxembourg will only 
delegate its portfolio management to firms, which remuneration policy complies with the 
‘equivalence standard’ as described. 

4. Remuneration structure overview 

This policy is aimed at aligning remuneration with prudent risk-taking. The design of the 
remuneration system is consistent with the objectives set out in GAM Luxembourg’s strategy 
and lies in: 
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 A total compensation, which is directly tied to the operating performance, the financial 
strength and profitability of the Group and the functions within GAM Luxembourg; 

 A proper balance between fixed and variable pay; 

 A structure to variable compensation to ensure it makes the best possible attempt to align 
compensation with GAM Luxembourg’s long-term success and prosperity; 

 An annual salary survey 

GAM Luxembourg offers remuneration packages based on the following components: 

 Fixed salary (i.e. base salary), which reflects an employee’s role and experience and takes 
into account local practices and market rates comparable to those paid for similar roles 
within the financial services industry; 

 Variable compensation paid annually to reward and incentivise excellent performance, 
align the success of the Group and GAM Luxembourg with that of the employee and can 
be paid in cash or shares; 

 Benefits, which are in line with local market practices. 

5. Base salary 

This is the base element of compensation that provides current employees the guarantee of a 
regular income, so that they can plan their financial affairs. 

The base salary reflects an employee’s role and experience and takes into account local 
practices. Our aim is to pay market rates comparable to those paid for similar roles within the 
financial services industry.  As base salaries represent a fixed cost element, adjustments are 
made only on a selective basis and an individual level, for instance when there is a significant 
change in job responsibility or considerable market pressure.  The fixed element of 
compensation for senior staff is generally capped and is relatively modest when compared to 
other industries.  Where an employee’s salary is capped this is taken into consideration when 
determining variable compensation.  This approach fully reflects market practise amongst 
asset managers. 

Base salaries are regularly reviewed and compared with external benchmarks, to ensure that 
our salaries remain competitive.  

All base salaries are reviewed in the annual Group wide year-end process with effect on 1st of 
February. 

6. Variable pay 

GAM Luxembourg has a performance based culture and may reward its employees through a 
component of variable pay. This is designed to attract, retain and motivate its staff without 
encouraging the taking of inappropriate risk. 
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6.1 Short-term incentives  

6.1.1 Discretionary bonus 

Discretionary bonuses annually reward and incentivise excellent performance and align the 
success of the Group and GAM Luxembourg, with that of the employee. Discretionary 
bonuses are intended to reflect contribution to the overall success of the Company and to 
recognise employees who take a long term view of the Company’s development. 

All employees, except those who participate in a formula-driven incentive, are considered for 
a discretionary bonus. The Group’s available bonus pool is approved by the Compensation 
Committee and depends on the Group’s performance over the past financial year, with 
individual payments reflecting an employee’s performance against defined objectives.  

The overall pool for discretionary bonuses for the Group is determined by the Group’s 
operating performance, its financial strength and prospects for future profitability as well as 
the competitive landscape. At present, the most important metric determining the overall pool 
of discretionary bonuses to our staff is underlying pre-tax profit. In the event of a fall in our 
underlying pre-tax profit, unsatisfactory results in relation to any other key performance 
indicators (KPI) or an expected future deterioration in the Group’s operating performance or 
its financial strength, the discretionary bonus pool would be reduced – materially, if required.  

The bonus pool for GAM Luxembourg is then determined by the Group CEO based on the 
performance of the functions.  The pool can be up or down on the previous year and is totally 
discretionary. Functional bonus pools are calculated based on their performance which is 
then distributed by the business to the reviewing managers for allocation to their team 
members.  All bonus recommendations are then reviewed by local HR and local heads before 
a functional review takes place with the Group Head of HR. The Group CEO then reviews all 
the recommendations. Final approval is then sought from the Compensation Committee of 
GAM Holding AG. 

On an individual level, outstanding contributors will always receive the most significant 
awards, while underperformance will result in reductions in bonuses, and could potentially 
lead to no bonus being paid.  Bonuses may also be paid in cash or shares, if required by the 
regulations, the Group or GAM Luxembourg. 

In setting individual bonus levels, Group Human Resources consults with the Group’s Risk 
and Compliance functions to receive input on the risk profile of specific business areas and to 
take into account any concerns expressed on the conduct of individual employees.   

The annual appraisal process is used to evaluate and measure an employee’s performance 
against defined objectives which are required to be specific, measurable, achievable, realistic 
and time-bound. Employees agree their annual objectives with their line manager at the start 
of each calendar year and can potentially apply a weighting to individual objectives. 
Objectives are linked to the culture and risk appetite of the Group and GAM Luxembourg 
whilst some may be standardised within certain functions, most are tailored to the individual 
employee’s role and responsibilities. For control functions, bonus payments are not directly 
linked to the profitability of the business areas which they support so as to maximise the 
independence of such functions.  Performance against agreed objectives is monitored on an 
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on-going basis and in consultation with the employee. Objectives may be changed during the 
course of the year if circumstances or responsibilities change. Formal performance reviews 
occur once each year. At the end of each calendar year individuals complete a written self-
evaluation including an assessment of their performance against the agreed objectives. They 
are also required to grade their contribution and competency based upon a fixed, Group-wide 
scale. Line managers discuss and formally record their assessment of an individual’s 
performance and may request input from additional nominated managers or peers of the 
employee concerned. Group Human Resources oversees compliance with the process and 
provides training on objective setting and management skills throughout the year. PMM User 
Guide is provided on the employee Intranet. 

An overriding principle of the Group’s and GAM Luxembourg’s performance measurement 
and bonus structure is to prohibit paying cash bonuses that are driven by activities that leave 
meaningful amounts of future risk, either via direct balance sheet exposure or through the 
potential for other negative income events. 

6.1.2 Formula bonus 

In certain markets, it is common practice to remunerate sales staff through a formula related 
bonus.  

Within GAM Luxembourg, only the Senior Sales function based in the Spanish branch is 
eligible to a formula bonus. This bonus cannot exceed the maximum proportion of variable 
remuneration detailed in section 6.3. 

Consistent with the fundamental principle of paying cash bonus amounts only related to 
income actually generated in each calendar year, all formula bonuses are calculated based 
only on the actual fee income / net new money generated in each calendar year.  

6.2 Benefits 

In addition to the fixed and variable pay, GAM Luxembourg offers a range of benefits 
including:  

 Pension plan (pension, death, invalidity); 

 Company car; 

 Luncheon vouchers; 

 Interest subsidies on housing. 

Details on granted benefits are provided in the Employee Handbook of GAM (Luxembourg) 
S.A. For the avoidance of doubt it should be noted however that these additional benefits are 
not subject to a potentially deferred payment scheme (with the exemption of discretionary 
pension benefits according to Art. 14b (p) of the EU Directive 2014/91/EU) and are not added 
to the variable payments for this special purpose but counted towards the fixed proportion. 
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6.3 Ratio fixed vs. variable remuneration 

For each staff category, the maximum proportion of variable remuneration compared to the 
fixed one and the total remuneration shall be determined by the responsible HR function and 
the value of variable vs. fixed shall not exceed 150%. 

 

6.4 Proportionality 

In application of Nr (2), (3) and Article 14b Nr.1 of the EU Directive 2014/91/EU* and Annex II 
of the Law of 12 July 2013 on Alternative Investment Fund Managers  GAM Luxembourg is 
applying a proportionality principle on a possibly deferred payment scheme for bonuses. 

GAM (Luxembourg) S.A. is a management company for a number of UCITS and AIFs 
whereby the active portfolio management is delegated to (group-) internal and external third 
parties and therefore the real investment decisions which may have a material impact on the 
risk profiles of the underlying funds are not taken in Luxembourg. 

Taking into account this fact in comparison to the size of GAM Luxembourg, the internal 
organisation and the complexity of the business, especially the limited possibilities of 
exercising influence on the persons who are taking the investment decisions, GAM 
Luxembourg will apply a deferral of the payment of 40% of the bonuses of the identified staff 
as mentioned under point 1.3 of this policy exceeding 500’000 € per annum as follows: for a 
performance achieved and measured at the end of year n, 1/3 of the portion of deferred 
bonus will vest at year n+1, 1/3 at year n+2 and the remaining 1/3 at the end of year n+3. The 
overall review of the annual bonus allocation to the individual employee shall be subject to a 
multiyear performance review and shall take the performance over the last 3 years into 
account. If the annual bonus would exceed the total amount of 1 million € per annum, the 
deferred portion increases from 40% to 60%. 

Should an employee leave during the vesting period, the Board of Directors of GAM 
Luxembourg reserves the right not to pay the remaining amounts of deferred bonuses. 

In addition, the entitlement to variable remuneration is not guaranteed and the Board of 
Directors of GAM Luxembourg may withhold the payment of bonuses entirely or partly when 
performance criteria are not met.  

Furthermore, in application of Nr Article 14b Nr.1 (m) of the EU Directive 2014/91/EU* and 
Annex II Nr.1 (m) of the Law of 12 July 2013 on Alternative Investment Fund Managers part of 
the variable bonus (a minimum of 50%) exceeding the above mentioned hurdle per annum 
shall be paid out in shares of the underlying fund or investment structure if that particular fund 
or investment structure is representing 50% or more of the overall assets managed by GAM 
Luxembourg. For the purpose of the determination of the above mentioned hurdles the term 
“fund or investment structure” is to be defined per comparison on a sub-fund level versus the 
total AUM of GAM (Luxembourg) S.A.. In case of the payment of part of the bonus in shares 
the same deferred payment regulation shall apply as mentioned above. 
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6.5 Guaranteed variable remuneration (cash based compensation) 

Guaranteed payments (e.g. welcome bonus) will only be used in exceptional circumstances 
and will be limited to the first year of employment. 

6.6 Bonus withholding and claw back 

Should it be proven that an employee took excessive risks or breached GAM Luxembourg’s 
compliance rules or external regulations, no bonus will be paid to the individual. 

The Board of Directors of GAM Luxembourg will be able to require staff members to repay all 
or part of the bonuses that have been awarded for performance based on data which was 
subsequently proven to be fraudulent and/or has led to a restatement of the GAM 
Luxembourg accounts or financial reporting. 

7. Governance 

7.1 Board of Directors of GAM Holding AG 

The Board of Directors has established and implemented a Group Compensation Policy, 
which reflects the Group’s overall approach to compensation including compliance with local 
regulatory requirements. This policy is designed to reflect guidance from regulatory agencies 
and market practice, as well as support the strategic development and profitability of the 
Group. The Group Compensation Policy contains rules for the determination of compensation 
for all our employees.  With the support of the Group Head of Human Resources and the 
Compensation Committee, the Board of Directors regularly reviews this Group Compensation 
Policy in order to meet any important regulatory developments and the objectives of the 
Group. 

7.2 Compensation Committee of GAM Holding AG 

The Compensation Committee supports the Board of Directors in setting compensation 
guidelines, establishing compensation plans and approving compensation levels and is 
composed of three independent members of the Board of Directors and is supported by 
advice from the Group Head of Human Resources, who participates in meetings of the 
Committee. The current composition of the group wide Compensation Committee is published 
on the webpage www.gam.com. 

The Compensation Committee reviews and recommends any necessary amendments to the 
Group Compensation Policy. It also reviews and recommends (to the Group’s Board of 
Directors) any necessary amendments to any compensation plan offered to the Group as a 
whole and any compensation plan within the Group that is linked to shares in GAM Holding 
AG. 

The Compensation Committee oversees the operational implementation of applicable 
compensation policies and rules including the Group Compensation Policy by Group Human 
Resources, which provides reporting to the Committee and assists in the on-going 
development of the Group Compensation Policy. It does on an annual basis also assess the 
performance of the senior executives of the group and determines the total compensation of 

http://www.gam.com.
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all individuals in scope including the chairman and other board members of GAM 
(Luxembourg) S.A. and its Executive Board. 

The Compensation Committee approves the aggregate annual expenditure for variable 
compensation of the Group. 

The Compensation Committee regularly reports back to the Board of Directors on the status 
of its activities, the development of the compensation levels, as well as on the operational 
implementation of the Group Compensation Policy. 

7.3 Board of Directors of GAM Luxembourg 

The Board of Directors of GAM Luxembourg establishes the general principles of the present 
compensation policy in conjunction with Group Human Resources. 

In its supervisory function, and in conjunction with the Group’s annual compensation 
guidelines it oversees the remuneration of the Senior Management (see definition in section 
5.4 below) of GAM Luxembourg. It is also responsible for approving and maintaining this 
compensation policy of GAM Luxembourg and overseeing its implementation.  As a result, 
this remuneration policy is not primarily controlled by the Managing Director or other 
Executive Directors. 

7.4 The Executive Boardof GAM Luxembourg 

Senior Management of GAM Luxembourg is responsible for the implementation of this 
compensation policy. It drafts procedures to this effect, in conjunction with Group HR, and 
submits them to the Board of Directors of GAM Luxembourg for approval. Senior 
Management and/or the respective line managers inform the relevant employees about the 
principles set out in the current policy, about which criteria are used to determine their 
remuneration and about the terms governing their appraisal. 

7.5 Control function 

The implementation of the policy will be subject, at least on an annual regular basis, to an 
independent internal review conducted by either: the Group General Counsel, the Group 
Internal Audit, the Compensation Committee or an external audit firm on behalf of the Board 
of Directors of GAM Luxembourg.  

7.6 Human Resources 

GAM Luxembourg’s local Human Resources department together with its local Compliance 
Function are responsible for keeping the policy up-to-date, including by recommending, after 
consulting with Group Human Resources and Group Legal & Compliance, any required 
changes to GAM Luxembourg’s Board of Directors and by updating the appendices as 
necessary. 
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8. Disclosure 

The communication of GAM Holding AG’s overall approach to compensation governance will 
occur through the annual report of GAM Holding AG which is usually published in the first 
quarter of the year. This is available at: https://www.gam.com/en/investor-relations/. 
Furthermore statistical data can be published in the financial reports of the relevant funds or 
GAM (Luxembourg) S.A. if required by the regulations. The Policy as such will be published 
on https://funds.gam.com and www.gam.com. 

The present remuneration policy of GAM Luxembourg is available for inspection by the CSSF, 
Board of Directors of GAM Holding AG, Group Legal & Compliance, the Group Head of 
Human Resources, the Board of Directors of GAM Luxembourg and the Executive Board of 
GAM Luxembourg. 

Employees of GAM Luxembourg are regularly informed about their remuneration, the criteria 
used to measure performance and the link between performance and pay through 
discussions with their manager and HR. 

9. Implementation 

This policy is entered into effect as of 10/10/2017 and replaced the remuneration policy dated 
18/03/2016. 

 

Luxembourg, 10 July 2017 

 

 

Nils Kruse Steve Kieffer 

Managing Director Managing Director 
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