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 Administration and Version Control 

This document forms part of the ONE fund management’s suite of policies and procedures. 
 
This document is assigned a version number based on a [YEAR].[MAJOR].[MINOR] system. The first 
version of this document is assigned the version number ‘[YEAR].1.0’; with the [YEAR] value being 
the year of approval following its creation or annual review; the [MAJOR] value representing material 
changes approved by the issuing body; and the [MINOR] value representing non-material changes 
approved by a member of the issuing body. 
 

Version Revised on Updated by Effective from Comment Approved by 

2019.1.1 1.09.2019 TE  First Version Executive Committee 

2019.1.2 10.12.2019 TE 09.12.2019 
Minor updates 

(website, effective date) 
Executive Committee 

2019.1.3 12.02.2020 KC 09.12.2019 
Update layout and 

logo 
Executive Committee 

2020.1.1 16.12.2020 KC 16.12.2020 
Annual review – no 

material changes 
Executive Committee 

2021.1.1 6.03.2021 TE 10.03.2021 Integration of SFDR Executive Committee 

2021.1.2 31.05.2021 TE 03.06.2021 Second Version Board 

2021.1.3 01.10.2021 EJ 02.12.2021 

Review of the annual 

evaluation of 

Identified Staff 

Board 

2022.1.1 30.11.2020 SC 30.11.2022 
Update of group 

remuneration policy 

Executive Committee 

and Board 
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 Main Applicable Rules 

 
AIFM Law Law of 12 July 2013 relating to alternative investment fund managers 
CSSF Circular 18/698 CSSF Circular 18/698 on authorisation and organisation of investment 

fund managers 
UCITS Law Law of 17 December 2010 relating to undertakings for collective 

investment, as amended from time to time 
ESMA AIFMD 
Guidelines 

European Securities Markets Authority (“ESMA”) Guidelines on Sound 
Remuneration Policies under the AIFMD (ESMA/2013/232) 

ESMA Guidelines on 
remuneration 

European Securities Markets Authority (“ESMA”) Guidelines on Sound 
Remuneration Policies under the AIFMD (ESMA/2013/232) and 
ESMA Guidelines on Sound Remuneration Policies under the UCITS 
Directive (ESMA/2016/575) 

ESMA Letter Letter to the European Union law-making institutions published alongside 
the ESMA UCITS Guidelines 

ESMA UCITS 
Guidelines 

ESMA Guidelines on Sound Remuneration Policies under the UCITS 
Directive (ESMA/2016/575) 

 
In addition to the above listed rules, the Company does also take into account the recommendations 
of professional associations such as the Association of the Luxembourg Fund Industry and the 
association of the Luxembourg compliance officers. 
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 Glossary 

AIF  Alternative investment fund that is managed by the Company under the 
AIFM Law 

Board The board of directors of the Company 
Committee The Group remuneration committee 
Company ONE fund management S.A. 
Compliance Officer The compliance officer of the Company 
CSSF Commission de Surveillance du Secteur Financier 
ExCo The executive committee of the Company 
Group ONE group solutions S.à r.l. and affiliates 
Identified Staff Has the meaning ascribed in Section 8 of the Policy 
Group Remuneration 
Policy 

The Group remuneration policy, as amended from time to time 

Policy The present remuneration policy 
UCITS  Undertaking for collective investment in transferable securities that is 

managed by the Company under the UCITS Law 
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 Introduction 

 
ONE fund management S.A. (the “Company”) is an investment fund manager authorised by the 
Commission de Surveillance du Secteur Financier (the “CSSF”) in Luxembourg to act as: 

− a management company in accordance with the Luxembourg law of 17 December 2010 
relating to undertakings for collective investment (the “UCITS Law”); and 

− an alternative investment fund manager according to the Luxembourg law of 12 July 2013 
relating to alternative investment managers (the “AIFM Law”). 

 
As such, the Company manages: 

− undertakings for collective investment in transferable securities subject to UCITS Law (the 
“UCITS”); and 

− alternative investment funds subject to AIFM Law (the “AIFs”). 
AIFs and UCITS are referred to as the “Funds”. 
 
The Company is part of ONE group (the “Group”), and therefore, applies the Group Remuneration 
Policy (the “Group Remuneration Policy”) attached to the present remuneration policy (the 
“Policy”) as Schedule 1. In case of discrepancies between the Group Remuneration Policy and the 
Policy, the latter shall prevail. The Company does not have any branch to which the Policy should 
apply as of the date of the Policy. 
 

 Purpose of the Policy  

The Policy has been prepared in line with the business strategy, objectives, values and interests of 
the Company and ensures that the Company maintains and applies a sound and prudent 
remuneration process which does not impair compliance with the Company’s duty to act in the best 
interest of the Funds, identifies and manages any conflicts of interest, promotes sound and effective 
risk management and does not encourage risk taking which is inconsistent with the risk profile of 
the Company or the risk profiles and constitutional documents of the Funds. The Policy is in line with 
the business strategy, objectives, values and interests of the Firm and the Funds it manages or the 
investors of such Funds. 
 

 Definition of Remuneration   

For the purposes of this Policy, remuneration consists of: 
− all forms of payments or benefits paid by the Company; 
− any amount paid by a Fund itself, including carried interest (e.g. performance fees); and 
− any transfer of units or shares of a Fund. 

in exchange for professional services rendered by the Identified Staff (as defined below). 
 
All remuneration can be divided into either: 

− fixed remuneration (payments or benefits without consideration of any performance 
criteria); and 

− variable remuneration (additional payments or benefits depending on performance or, 
in certain cases, other contractual criteria). 

 
Both components of remuneration (fixed and variable) may include monetary payments or benefits 
(such as cash, shares, share options, cancellation of loans to staff members at dismissal, or pension 
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contributions) or non-monetary benefits (such as discounts, fringe benefits or special allowances for 
car, mobile phone, etc.).  
 
Ancillary payments or benefits that are part of a general, non-discretionary, Company-wide policy 
and which pose no incentive effects in terms of risk assumption are excluded from the definition of 
remuneration. 
 
The Company ensures that variable remuneration is not paid through vehicles or methods that 
facilitate the avoidance of the remuneration requirements under Applicable Rules. The Board retains 
the primary responsibility for ensuring that the ultimate goal of having a sound and prudent 
remuneration policy and structure is not improperly circumvented. 
 

 Definition of Identified Staff  

The Policy covers all staff whose professional activities have a material impact on the risk profile of 
the Company or of the Funds (“Identified Staff”). Under the ESMA Guidelines on remuneration, 
Identified Staff are classified as categories of staff, including senior management, risk takers, control 
functions and any employee receiving total remuneration that falls into the remuneration bracket of 
senior management and risk takers, whose professional activities have a material impact on the 
Company’s risk profile or the risk profiles of the Funds and categories of staff of the entity(ies) to 
which investment management activities or risk management have been delegated by the Company, 
whose professional activities have a material impact on the risk profiles of the Funds. 
 
Based on ESMA Guidelines on remuneration, the Company has determined the following persons to 
be Identified Staff for the purposes of the Policy: 
 

− Board members, excluding independent director(s); 
− conducting officers; and 
− compliance officer. 

 
Where the investment management function is performed by the Company itself in respect of any 
Fund, additional members of the investment management function shall also be categorised as 
Identified Staff, where required and appropriate. 
 
Identified Staff engaged in control functions are compensated in accordance with the achievement 
of the objectives linked to their functions, independently of the performance of the business areas 
they control. Objectives are set up each year.  Performance and achievement of objectives are 
assessed by formal annual evaluation, the results of which will determine the remuneration and the 
level of any discretionary performance bonus. 
 
The “Annual Identified Staff members evaluation procedure” describes the way the annual evaluation 
is conducted. 
 
All Identified Staff are remunerated as partners or employees of the Company with a combination 
of fixed and variable discretionary remuneration where the latter is assessed on the basis of their 
overall individual contribution to the Company, with reference to both financial and non-financial 
criteria and not directly linked to the performance of specific business units or targets reached or 
the performance of the Funds. 
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Any performance related payment is assessed in the context of longer term, multi-year performance 
and designed to not encourage short-term risk taking. The activities of the Identified Staff have no 
direct bearing on the performance capabilities of the Funds and the performance of the Funds does 
not directly impact the remuneration of the Identified Staff. 
 
The investment and risk setting exercises of the Company occur in a collective collegiate framework 
which prevents any one Identified Staff exerting an inappropriate influence over the risk appetite 
and investment profile of the Funds. 
 
The Board shall be able to require Identified Staff to repay all or part of the bonuses that have been 
awarded for performance based on data which was subsequently proven to be fraudulent. 
 

 The Principles Affecting Pay Structure and Risk Alignment  

The Applicable Rules require the Company to comply with a detailed list of principles when 
establishing and maintaining its remuneration policies and practices. 
 
The Company has implemented a remuneration structure whereby the fixed and variable 
components of total remuneration are appropriately balanced, and the fixed component represents 
a sufficiently high proportion of the total remuneration. The measurement of performance used to 
calculate components or pools of components for variable remuneration includes a comprehensive 
adjustment mechanism to integrate all relevant types of current and future risks. As any variable 
remuneration portion is fully discretionary, the Company retains full flexibility in the operation of the 
flexible remuneration component as it has the possibility to award no variable pay. This means that 
any variable remuneration is paid only if it is sustainable according to the financial situation of the 
Company, as a whole, and justified according to the performance of the Company and the individual 
concerned.  Where there is subdued or negative performance of the Company, the award of any 
variable remuneration will consider the current total compensation of the individual and his/her 
contribution to the Company as a whole.  
 
The Company does not offer guaranteed variable remuneration to any employees or directors. The 
Company is mindful that, should it in future offer guaranteed variable remuneration, that this may 
only be exceptional, occurring only in the context of hiring new staff and limited to the first year. 
 
In light of the limited impact of the remuneration of the Identified Staff on the risk profile of the 
Funds and the nature of the business of the Company in its role as a third-party management 
company, the remuneration structure of the Identified Staff and the delegation of the portfolio 
management activity, the Company believes that it is not appropriate for any variable remuneration 
that is offered to Identified Staff to comprise units or shares of the Funds or equivalent ownership 
interests. Similarly, the Company does not deem appropriate that deferral of the variable 
remuneration policy should be implemented in view of the life cycle and redemption policy of the 
Funds, as the variable remuneration components are not based on the performance of the Funds 
and therefore there is no risk of misalignment with the nature of the risks of the Funds. 
 
Where Identified Staff also receive pension benefit arrangements, these arrangements will be in line 
with the Company’s risk appetite, business strategy, objectives, values and long-term interests 
including those of the Funds or the investors of such Funds. 
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The Company’s remuneration framework currently does not provide for payments related to the 
early termination of a contract. If such payments may be provided in future, the Company is mindful 
that such arrangements must be designed to reflect performance achieved over time and in a way 
that does not reward failure. 
 
Staff are required to undertake not to use personal hedging strategies or remuneration and liability-
related insurance to undermine the risk alignment effects embedded in their remuneration 
arrangements. 
 
In both qualitative or quantitative terms, the Policy promotes sound and effective risk management 
with respect to sustainability risks whereas the structure of remuneration will not encourage 
excessive risk‐taking with respect to sustainability risks and will be linked to risk‐adjusted 
performance. 
 

 Proportionality  

The Remuneration Policy has been drafted in line with the Applicable Rules in a way and to an extent 
deemed appropriate to its size, internal organisation and the nature, scope and complexity of its 
activities as a third-party management company. Taking into consideration the risk profile, appetite 
and risk strategy of the Company and each of the Funds together with a non-exhaustive combination 
of its size, internal organisation, and the nature, scope and complexity of its activities, together with 
any other relevant criteria and within the limits of the ESMA Guidelines on Remuneration, the Board 
has dis-applied the requirements of the ESMA Guidelines on remuneration in relation to the 
following: 
 

− variable remuneration in instruments;  
− retention;  
− deferral; and 
− ex post incorporation of risk for variable remuneration (together, with the immediately 

foregoing bullets points, the “Pay-out Process Rules”). 

 
With regard to the ESMA UCITS Guidelines, the ExCo notes that these guidelines (unlike the ESMA 
AIFMD Guidelines) do not offer any guidance as to whether the application of the proportionality 
principle may enable management companies such as the Firm to dis-apply the specific requirements 
above, however, in a letter to the European Union law-making institutions published alongside the 
ESMA UCITS Guidelines (the “ESMA Letter”), ESMA set out its view that it should be possible to 
dis-apply the Pay-out Process Rules under specific circumstances and that it should also be possible 
to apply lower thresholds whenever minimum quantitative thresholds are set for the Pay-Out Rules. 
In the absence of legislative amendment at European level, or clarification at member state level, 
the Company has made its own assessment as to the application of the proportionality principle and 
in doing so has deemed it appropriate to have regard to ESMA’s views in the ESMA Letter regarding 
the circumstances in which the principle of proportionality may be relied upon. 
 
This determination to dis-apply the Pay-out Process Rules will be reviewed regularly by the ExCo 
and at a minimum on an annual basis as part of the overall Policy review.   
 

 Committee  

Proportionate with its low organisational complexity, the Company has established a Group 
Remuneration Committee (the “Committee”). The Committee is in charge of overseeing the 
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implementation of the Group Remuneration Policy and exercises competent and independent 
judgment on remuneration practices and the incentives created by such practices.  
 
The Committee is responsible for assessing, overseeing and reviewing the remuneration 
arrangements of the Company as well as that of the delegates as relevant, in line with the Group 
Remuneration Policy and the policy. The Committee will review the Policy on a periodic basis. It will 
also deal with any issues arising in relation to the remuneration frameworks relating to the Company 
and the Funds. 
 

 Disclosure 

The Company will disclose details of its remuneration arrangements through a periodic disclosure in 
the annual report of the Company and as part of the public disclosure in the financial statements of 
the Funds. The Company will ensure that the disclosure is clear and easily understandable and 
accessible. Without prejudice to confidentiality and applicable data protection legislation, the 
Company will also disclose detailed information regarding its remuneration policies and practices for 
members of staff whose professional activities have a material impact on the risk profile of the 
Funds, as well as providing general information about the basic characteristics of the Company’s 
remuneration policies and practices in line with the Applicable Rules. A copy of the Policy will also 
be made available on https://www.one-gs.com/. 
 
The investor information documents for each Fund shall also contain the disclosures required under 
the Applicable Rules. 
 

 Delegation of Portfolio Management/Risk Management 

When delegating portfolio management or risk management activities according to the Applicable 
Rules, the Company ensures that:  

− the entities to which portfolio management or risk management activities have been 
delegated are subject to regulatory requirements on remuneration that are equally as 
effective as those applicable under the ESMA Guidelines on remuneration; or  

− appropriate contractual arrangements are put in place with entities to which investment 
management activities have been delegated in order to ensure that there is no 
circumvention of the remuneration rules set out in the ESMA Guidelines on 
remuneration. These contractual arrangements cover any payments made to the 
delegates’ Identified Staff as compensation for the performance of portfolio or risk 
management activities on behalf of the Company and the Funds under the terms of the 
relevant delegation agreement. 

 
The Company performs the above assessment as part of its client approval/take on process. The 
Company acknowledges that delegates may be able to dis-apply the Pay-out Process Rules or the 
requirement to establish a remuneration committee under the ESMA Guidelines on remuneration on 
the basis of proportionality. The Company maintains remuneration details relating to the delegation 
arrangements for each Fund managed by the Company. 
 
The ExCo requires each delegate to provide them with a confirmation on a regular basis that its 
remuneration policies and practices have not changed over time and no breach of the remuneration 
policy occurred. 
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 Review and Implementation 

The Policy has been adopted by the ExCo and the Board which is responsible for its implementation. 
The Policy is subject to at least annual review by the ExCo. The Policy is not subject to an 
independent external review. 
 
The day-to-day implementation of the Policy has been assigned to the Compliance Officer who is 
responsible for keeping Policy up to date in light of business and staff changes and in line with 
Applicable Rules. The Compliance Officer is also responsible for the on-going monitoring of the 
implementation of and compliance with the Policy. 
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	2 Administration and Version Control
	2.1 This Group Remuneration Policy (Luxembourg) (the “Policy”) forms part of the Group’s suite of policies and procedures.
	2.2 This document is assigned a version number based on a [YEAR].[MAJOR].[MINOR] system. The first version of this document is assigned the version number ‘[YEAR].1.0’; with the [YEAR] value being the year of approval following its creation or annual ...
	2.3 Version control:

	3 Definitions
	3.1 “ABBL” shall mean the Luxembourg Bankers' Association.
	3.2 “Business Lead(s)” shall mean the person responsible as the ‘head’ of a business unit or responsible for an Entity
	3.3 “CNS” shall mean the Luxembourg National Health Fund (Caisse nationale de santé).
	3.4 “Daily Management” shall mean the senior managers responsible for the day-to-day management of the Entity (i.e. the Conducting Officers, Authorised Managers, CEO, COO etc)
	3.5 “Employee(s)” shall mean any full or part-time employee as well as temporary and contingent workers (as well as trainees, apprentices and pupils and students employed during school holidays) of any Entity the Group.
	3.6 “Entity(-ies)” shall mean any non-dormant company(-ies) or partnership(s) within the Group.
	3.7 “ExCo Member” shall mean a voting member of the ONE group solutions Executive Committee.
	3.8 “Executive Director” shall mean an executive member of the Board of Directors of ONE group solutions.
	3.9 “GHR” shall mean the Human Resources function of ONE group solutions.
	3.10 “Group” shall mean any direct or indirect subsidiary of ONE group solutions and/or any partnership or joint venture structured as a legal entity in which ONE group solutions, or any of its direct or indirect subsidiaries, owns more than 50% of th...
	3.11 “HR Portal” shall mean the Group’s portal for tracking Employee absence and teleworking.
	3.12 “ITM” shall mean the Luxembourg Inspectorate of Labour and Mines (Inspection du travail et des mines).
	3.13 “Labour Code” shall mean the Luxembourg Labour Law of 1 September 2006, as amended (Code du Travail).
	3.14 “Labour Court” shall mean the Luxembourg employment courts (Tribunal du Travail).
	3.15 “Line Manager” shall mean the person to whom the Employee reports.
	3.16 “Regulated Entity(-ies)” shall mean Entities that are regulated by a financial supervisory authority.

	4 Policy Statement
	4.1 This Policy has been prepared in line with the business strategy, objectives, values and interests of the Group and ensures that the Group maintains and applies a sound and prudent remuneration process which does not impair compliance with the Gro...
	4.2 The Group recognises that it is operating in the financial services sector and that one or more of its subsidiaries are subject to supervision by financial services regulators and to various texts and laws regarding remuneration of its Employees. ...
	4.3 This Policy applies to all Employees, with specific provisions on variable remuneration applicable to certain Employees whose professional activities have a material impact on the Group’s risk profile (hereafter referred to as “Material Risk Taker...
	4.4 The Board of ONE group solutions and two of its sub-committees, (i) the Executive Committee (“ExCo”) and (ii) the Remuneration Committee (“RemCo”) provide active oversight of the Group’s compensation at a Group-wide level across its entities.

	5 Definition of Remuneration
	5.1 For the purposes of this  Policy, remuneration consists of all forms of payments or benefits paid by the Group in exchange for professional services rendered by the Employees.
	5.2 All remuneration can be divided into:
	• Fixed remuneration (payments or benefits without consideration of any performance criteria);
	• Variable remuneration (additional payments or benefits depending on performance or, in certain cases, other contractual criteria).

	5.3 Both components of remuneration (fixed and variable) may include monetary payments or benefits (such as cash, shares, share options, loans, or pension contributions) or non-monetary benefits (such as discounts, fringe benefits or special allowance...
	5.4 Ancillary payments or benefits that are part of a general, non-discretionary, Group-wide policy and which pose no incentive effects in terms of risk assumption are excluded from the definition of remuneration.
	5.5 The Group ensures that variable remuneration is not paid through vehicles or methods that facilitate the avoidance of the respective regulatory requirements governing the remuneration of the Regulated Entities and the Board of ONE group solutions ...

	6 Material Risk Takers
	6.1 The identification of MRTs in the Group is based on a thorough assessment of roles, responsibilities and actual mandates held by certain positions that may be deemed as having a material impact on the Group’s risk profile.
	6.2 Special attention is paid to mandates as they relate to financial instruments, investment of company funds, control and compliance functions and senior managerial responsibilities.
	6.3 The Group identifies MRTs typically as senior executives, those persons undertaking a role defined as having specific responsibilities according to regulation (i.e. Authorised Manager, Conducting Officer or key control function such as Compliance)...
	6.4 The board of directors/managers of each Entity is responsible for identifying the MRTs of said Entity. This identification process shall be undertaken at the time of the hiring of an Employee, and the list of MRTs shall be reviewed annually. The D...
	6.5 The board of directors/managers of each Entity may designate officers of Group centralised functions as MRTs even if they are not directly affiliated with the Entity.

	7 Remuneration Categories
	Remuneration of Directors:
	7.1 Directors of any Group Entity who are also Employees shall not receive any additional remuneration for activities performed in their role as director. Their remuneration is based on their function. They shall be considered as MRTs.
	7.2 Non-Executive Directors (i.e. who are not Employees of the Group) will be remunerated as a director in accordance with the contractual arrangements.
	Remuneration of MRTs:
	7.3 The remuneration package of MRTs may consist of fixed remuneration (e.g. including a base salary, pension contribution and non-pay benefits), as well as variable remuneration.
	7.4 The remuneration package must enable the Group to attract members to the management team and MRT roles with the level of qualifications and experience necessary to ensure the Group’s achievement of its strategic goals, values and long-term interes...
	Remuneration of non-MRTs:
	7.5 The remuneration package of non-MRTs may consist of fixed remuneration, (e.g. including a base salary, pension contribution and non-pay benefits), as well as variable remuneration.
	7.6 The remuneration package must enable the Group to attract Employees with the level of qualifications and experience necessary to ensure the Group’s achievement of its strategic goals, values and long-term interests. The remuneration of each member...

	8 Role of the Group Remuneration Committee / RemCo:
	8.1 To determine and own the remuneration policy for the Group, to be approved by the Board, which shall include remuneration policies regarding the Members of the Board and MRTs, as well as schemes that promote alignment with long-term Group and shar...
	8.2 Ensure the ongoing appropriateness and relevance of the Policy
	8.3 When determining executive management remuneration policy and practices, requirements for clarity, simplicity, risk mitigation, predictability, proportionality and alignment to culture shall be considered.
	8.4 Review the design of all share incentive plans for approval by the Board and, where required, shareholders. For any such plans, determine each year whether awards will be made, and if so, the overall amount of such awards, the individual awards fo...
	8.5 Manage the following activities, responsibilities and thresholds for the Group, such as ::
	• Set and assess annually the salary and discretionary incentive scheme for each executive Board Member of ONE group solutions;
	• Set performance goals/targets/objectives for executive Board Members and align any incentive program to those targets;
	• Review annually the total remuneration (including discretionary cash/share incentives/bonus) of any Employee whose base salary exceeds €150,000, or whose base salary is less than €150,000 but whose total proposed compensation for the performance yea...
	• Review any proposed salary package for any new Employee proposed for hire by the Group, where the base salary exceeds €150,000 or where anticipated overall annual compensation package is expected to exceed €200,000 (or foreign currency equivalent). ...
	• Review, refine and approve any termination of contract ex-gratis payments proposed for any officer or Employee whose base salary exceeded €150,000 (or foreign currency equivalent);
	• Review, refine and approve any lending transactions involving an Employee, director, or shareholder, extending credit facility to ONE, made in each of their capacity as an individual, where a specific payment arrangement (typically in the form of in...
	• Review, refine, propose and approve any exceptional remuneration arrangement the RemCo or executive directors may believe appropriate for any non-executive director of the Group.


	9 Fixed Remuneration
	9.1 Fixed remuneration is defined as any remuneration, whether monetary or non-monetary, which an Employee is entitled to receive:
	• Based on the Employee's relevant experience, general expectations to the Employee's qualifications and organizational responsibilities;
	• No matter the actual performance of the Employee; and
	• On a continuous basis, normally month-by-month.

	9.2 Thus, fixed remuneration comprises:
	• The Employee’s base salary, including any fixed allowances which are comparable to and in practice considered a part of the base salary (e.g. allowances paid as a form of compensation for private costs, e.g. car allowances);
	• Any pension benefits calculated on the basis of the Employee’s base salary or a part thereof (i.e. as defined under law; and
	• Any non-pay benefits, which are granted or made available to the Employee on a continuous basis (e.g. lunch vouchers, company car, health insurance, paid telephone, mobile and/or laptop, etc.).

	Salary:
	9.3 The fixed remuneration is the portion of the total remuneration received in cash on a periodic basis. It remunerates the competences of the Employee and is guaranteed irrespective of their performance. It is defined on a contractual basis, based o...
	9.4 The fixed remuneration shall be a substantial proportion of the total annual remuneration and sufficient not to create any kind of dependency of the Employee on variable remuneration.
	9.5 The base-salary is paid on a monthly basis, before the end of each month for which it is due.
	9.6 Employees are entitled to the gross annual salary initially set in the employment contract, and may be amended by the indexation or subsequent salary increases, in remuneration for the work performed within the Group.
	Pension Benefits:
	9.7 The Group’s pension policy is in line with its business strategy, objectives, values and long-term interests.
	9.8 Pension benefits are defined as any payment made by (or any obligation for) the Group, irrespective of whether the payment is considered an employer contribution or an employee contribution, which:
	• Entitles an Employee to any rights under a pension scheme from either the Group or a third party, irrespective of whether the pension scheme is a defined contribution scheme or a defined benefit scheme; but
	• Is not a mandatory social security contribution under applicable social security legislation to which the Employee is subject.

	9.9 Pension benefits constitutes a part of routine employment packages. Subsequently, any pension benefits must be in the form of a pension contribution, calculated as a certain percentage of the Employee’s base salary or a part thereof, to a third pa...
	9.10 In the meaning of the Luxembourg Social Security Code on Social Contributions (i.e. Pillar 1) and the Law of June 8, 1999, as amended by the Law of August 1, 2018 with regard to complementary pension schemes (i.e. Pillar 2), the above-described p...
	9.11 The respective pension benefits should not be considered discretionary, but should be considered as part of routine employment packages. For the sake of clarity, any Remuneration referred to herein is considered as Fixed Remuneration, mandatory o...
	Other Fixed Remuneration:
	9.12 The present section is not exhaustive and may be subject to change.
	9.13 Lunch vouchers
	• The Group’s Employees are entitled to lunch vouchers on a monthly basis, (presently) valued at EUR 10.80 each, available at the end of each month, according to the number calculated and fixed by the Group. In line with the LITL, art. 104, one third ...

	9.14 Company car or car allowance
	• All Employees of the Group may benefit from a company car in accordance with the Company Car Policy. In the given case, such benefit will be directly defined within the Employee’s employment contract.

	9.15 Mobile phone and/or tablet
	• Electronic devices such as mobile phones and/or tablets are offered to all Employees for work purposes only.


	10 Variable Remuneration
	10.1 Variable remuneration, unlike fixed remuneration, is a form of compensation tied to performance measures on an individual basis as well as on a collective basis in accordance with predefined qualitative and quantitative objectives, including fina...
	10.2 The global amount allocated to the variable remuneration depends on the performance of (i) the Group and (ii) the Employee. As a general rule the Group does not allocate budget for variable remuneration within the Group based on the individual pe...
	10.3 The individual performance will be assessed in order to determine the allocation of variable remuneration. This performance assessment will take into account both quantitative and qualitative criteria for all Employees. Should the individual perf...
	10.4 The Group will ensure a balanced ratio between fixed and variable remuneration as to prevent any excessive risk taking through increasing and incentivizing the variable component. The total amount of the variable remuneration of any MRTs may not ...
	10.5 Where a significant variable remuneration bonus is awarded, the main part of the bonus shall be deferred with a minimum deferment period. Typically ‘significant’ shall be an amount representing more than 50% of fixed remuneration, but is ultimate...
	10.6 Guaranteed variable remuneration will be exceptional, and will only be allowed in connection with the hiring of MRTs and will be limited to a maximum period of one year, hence (i) limited to the first year of employment (i.e. year of hire) and (i...
	10.7 Budget for variable remuneration across the Group shall be approved by the Executive Committee of ONE group solutions on an annual basis. Entity Boards (or their committees if appropriate) shall be responsible for determining the split of their b...
	10.8 Entity Boards (or their committees if appropriate) are able to require Employees to repay all or part of any variable remuneration that was awarded for performance based on data which was subsequently proven to be fraudulent.
	10.9 Entity Boards (or their committees if appropriate) may withhold variable remuneration in the case the Entity’s situation deteriorates and it would be presumed that the Entity may no longer be able to continue its business activities as a going co...

	11 Performance Assessments for MRTs
	11.1 Where remuneration is performance-related, its total amount shall be based on a combination of the assessment of the performance of the individual and of the business unit concerned and of the overall results of the Group.
	11.2 Staff members engaged in control processes shall be independent from the business units they oversee, and shall be compensated in accordance with the achievement of the objectives linked to their functions, independent of the performance of the b...
	11.3 The assessment of the performance-based components of remuneration shall be based on longer-term performance and take into account the outstanding risks associated with the performance.
	11.4 The assessment of performance shall be set in a multi-year framework, for example three to five years, in order to ensure that the assessment process is based on longer-term performance and that the actual payment of performance-related component...
	11.5 The measurement of performance, as a basis for bonus or bonus pools, shall include an adjustment for current and future risks related to the underlying performance and shall take into account the cost of the capital employed and the liquidity req...
	11.6 In order for the remuneration policy to be in line with the objectives, the business strategy, the values and the long-term interests of the Group, other factors, apart from financial performance, shall be considered, such as compliance with inte...
	11.7 Performance and achievement of objectives by MRTs are assessed through formal annual evaluation, the results of which will determine the fixed and variable remuneration.
	11.8 The Entity Board shall ultimately be responsible for approving the performance assessments for MRTs.

	12 Performance Assessments for non-MRTs
	12.1 The Daily Management is authorised to develop and conduct performance assessments for non-MRTs in a manner consistent with the values of the Group. Such assessments typically being carried out under the guidance of the Group Human Resources funct...

	13 Employee Share Option Scheme (ESOP)
	13.1 Please refer to the ESOP Plan and associated documentation.
	13.2 Options already granted to Employees are unconditional and are not linked to performance.
	13.3 Further options may be granted to Employees based on performance.

	14 Limitations
	14.1 Severance Payments
	• To be considered on a case by case basis.

	14.2 Compensation or Buy Out from Contracts in Previous Employment
	• To be considered on a case by case basis.

	14.3 Guaranteed Variable Remuneration
	• Guaranteed variable remuneration comprises those forms of remunerations which are generally referred to as, or comparable to, “guaranteed bonus”, “welcome bonus”, “sign-on bonus”, “minimum bonus” and “retention bonus”. Guaranteed variable remunerati...

	14.4 Retention Awards
	• Retention awards or guarantees (i.e. retention bonus) for existing Employees would only be used in exceptional situations (i.e. the loss of an Employee would expose the Group to material risk).

	14.5 Payment Through Vehicles
	• Employee remuneration will not be paid through vehicles.




