
 

 

 

Compensation Policy for GAM Unit Trust Management Company 
Limited 

GAM Unit Trust Management Company Limited (“Company”) is required to comply with 
remuneration codes emanating from European directives as subsequently transposed into UK 
law. These directives include: 

 

 Directive on the coordination of laws, regulations and administrative provisions relating to 

undertakings for collective investment in transferable securities (2009/65/EC) as amended by 

(2014/91/EU), known as the UCITS Directive; and 

 Directive on access to the activity of credit institutions and the prudential supervision of credit 

institutions and investment firms (3013/36/EU), known as CRD IV; 

(each a “Directive” and together, the “Directives”) 

Where applicable to the Company, each Directive broadly requires that the Company establish and 
apply remuneration policies and practices that are consistent with, and promote, sound and effective 
risk management and do not encourage risk taking which is inconsistent with the risk profiles of the 
Company or the funds it manages. 

All employees of the Company shall be subject to the requirements of the Group Compensation 
Policy. However the Company will determine which members of staff are additionally subject to the 
requirements of this additional policy. The list will include those staff whose professional activities 
have a material impact on the risk profiles of the Company or funds managed.  This will include senior 
management, risk takers, staff engaged in control functions, and any employees receiving total 
remuneration that takes them into the same remuneration bracket as senior management and risk 
takers (“Code Staff”). This sets out the potentially applicable remuneration concepts at a high level but 
if an employee is considered to be Code Staff they will receive confirmation detailing the provisions of 
the relevant Directive which will apply to them. Upon notification, this policy and the confirmation, 
when read in conjunction with the Group Compensation Policy, shall form the remuneration policy 
which governs their remuneration. To the extent that the provisions of this policy or the Letter conflict 
with the Group Compensation Policy, this policy and the Letter shall prevail. 

Our compensation components are designed to focus on the longer term view and they provide for 
appropriate levels of fixed and variable remuneration. All awards made under the deferred plans are 
restricted, and are not transferrable or assignable by employees. 
 
We set out below a high level list of concepts which may be applied to Code Staff of a Company. As 
described above more detailed provisions will be provided in the Letter. 
 

Guaranteed Variable 
Remuneration 

 Guaranteed variable remuneration shall only be paid in exceptional 
circumstances. 

  

  Guaranteed cash bonuses for new hires shall be restricted to the first 12 
months of service. 

 In the event of a sign-on arrangement for a new hire, awards made to 
replace forfeited awards from a former employer should not unduly enrich 
the participant. 
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Severance Policy  The calculation of a non-contractual severance payment made to 
employees on the termination of their employment shall reflect their 
performance and ensure there is no reward for failure, including for acting 
outside of established risk tolerances. 

  

Pension Policy  The Company will ensure that its pension policy is in line with the 
business strategy, objectives, values and long-term interests of the 
Company and in line with the fund managed (when relevant) and shall not 
deliver discretionary benefits in excess of accrued pension benefits. 
Retention arrangements will be imposed where required by the Directives. 

  

Remuneration in 
shares 

Where the Directives require the payment of a proportion of variable 
remuneration to be in share linked or equivalent non cash instruments, the 
Company will remunerate the relevant Code Staff  with appropriate 
instruments and or shares in the underlying funds they manage (as 
required) and such payment will be subject to an appropriate retention 
period.  
 

Assessment of 
performance 

The Company shall ensure that, where remuneration is performance 
related, the total amount of remuneration is based on a combination of:  
(a) the assessment of the performance of the individual and of the 
business unit or funds concerned (if relevant), and of their risks; and  
 
(b) the overall results of the Company. 

 

Balance between 
fixed and variable 
remuneration 

The Company shall ensure that  
(a) fixed and variable components of total remuneration are appropriately 

balanced; and  

 
(b) the fixed component represents a sufficiently high proportion of the total 
remuneration to allow the operation of a fully flexible policy on variable 
remuneration components, including the possibility to pay no variable 
remuneration component. 
 

Deferral The Company shall ensure an appropriate proportion of variable 
remuneration is deferred where required to do so by the Directives. 
 

Performance 
adjustment 

The Company shall ensure that any variable remuneration, including a 
deferred portion, is paid or vests only if it is:  
(1) sustainable according to the financial situation of the Company as a 
whole; and 
 
(2) is justified according to the performance of the fund (if relevant), the 
business unit; and the individual concerned. 
 
In some circumstances this may include clawing back variable 
remuneration which has already been paid. 
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