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Change Mechanism 

• In order to speed up updates of the procedures, the CO in charge of Procedures, in agreement with the ExCom, may 

make alone minor changes provided they are beneficial to the clients/investors/ the ManCo. Changes are 

communicated to the Board if the ExCom considers that the changes must be escalated. 
• The CO in charge of Procedures may make formal changes alone without further reporting to the ExCom or the 

Board: formal changes are, for example, correcting typing mistakes, sub dividing a paragraph but also precising or 

detailing a definition without altering the sense.  

• This Policy will be reviewed every year as per Article 111b (1)(c) of 2010 Law and Sub-section 11.1.4. of the 

ESMA Guidelines on sound remuneration policies under the UCITS Directive by the Process Owner and 

signed-off by the Conducting Officer in charge of Procedures.  
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1. Abbreviations and definitions 
 

1.1. Abbreviations 
 

Abbreviation Meaning 

CO Conducting Officer 

CAC Compliance&AML CFT Committee 

DWM Discretionary Wealth Management 

EGI, the Company, the 

ManCo, the IFM 
Ersel Gestion Internationale SA 

ExCom EGI Executive Committee 

IFM, ManCo Investment Fund Manager = Management Company and/or AIFM 

MRT Material Risk Taker  

regulation(s) 
Used as a generic term for all treaties, EU Regulations and Directives, ESMA guidelines, 

Luxembourg laws, GDR, CSSF Règlements and Circulars applicable to EGI and its Funds 

Regulation(s) Used sensu strictu for EU, Grand ducal and CSSF “Règlements” 

 

 

1.2.  Definitions 
 

Subject Definition 

Remuneration 
Total compensation (i.e. including both fixed and variable components) paid to staff in exchange for 

performed services. 

Fixed Remuneration 
Fixed cash reward (salary and benefits) paid to staff on a monthly basis. 

Variable Remuneration (or 

“bonus”) 

Non-fixed cash reward paid to staff that is contingent on both collective and individual performance 

and results achieved.  

Remuneration bracket 
The range of the total remuneration of each of the staff members in the senior manager and risk taker 

categories – from the highest paid to the lowest paid in these categories. 

Instruments 
Units or shares of the UCITS and AIFs managed or equivalent ownership interests, subject to the legal 

structure of the funds concerned and their rules or instruments of incorporation, share-linked 

instruments or equivalent non-cash instruments. 

Malus 
An arrangement that allows the fund manager to prevent vesting of all or part of deferred remuneration 

based on risk outcome or performance of the fund manager as a whole, the business unit, the UCITS/ 

AIF and the staff member. Malus is a form of ex-post risk adjustment. 

Clawback 

A contractual agreement in which the staff member agrees to return ownership of an amount of 

remuneration to the fund manager under certain circumstances. This can be applied to both upfront and 

deferred variable remuneration. When related to risk outcomes, clawback is a form of ex-post risk 

adjustment. 

Retention period 
A period of time during which variable remuneration that has been already vested and paid out in the 

form of instruments cannot be sold. 
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Accrual period A period during which the performance of the staff member is assessed and measured for the purposes 

of determining its remuneration. 

Vesting point 
An amount of remuneration vests when the staff member receives payment and becomes the legal 

owner of the remuneration. Once the remuneration vests, no explicit ex-post adjustments can occur 

apart from clawback clauses. 

Deferral period The period of time between the award and the vesting of the variable remuneration during which staff 

is not the legal owner of the remuneration awarded. 

ExCom 
Executive Committee 

Most Relevant Staff In Ersel Group Remuneration Policy, the staff whose decisions may have a material impact on the 

company 

Identified Staff 
Staff whose professional activities have a material impact on the Company’s risk profile. 
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2.  Purpose of this Policy, Ersel Group Remuneration Policy  
 

The present Remuneration Policy (hereafter “the Policy”) of Ersel Gestion Internationale S.A. 

(hereafter “EGI” or the “Company”) has been prepared to regulate EGI remunerations in compliance 

with applicable regulations (see § 3 legal framework below) governing the asset management 

industry, hence the Alternative Investment Fund Managers Directive (hereafter “AIFMD”) and the 

Undertakings for Collective Investment in Transferable Securities Directive V (hereafter “UCITS 

V”), taking into account particular guidance provided by the European Securities and Markets 

Authority (hereafter “ESMA”) in regards to the sectoral rules.  

 

In addition, Ersel Group has a remuneration policy for the parent company and the Ersel Group 

companies, “the Ersel Group Remuneration Policy”. This policy takes into account legal 

requirements as defined under the Capital Requirements Directive IV (hereafter “CRD IV”). Ersel 

Group Remuneration Policy has been accepted as a EGI Policy by the Board of EGI on the 

21.10.2016 and updated versions are re-approved by EGI Board from time to time. 

 

In case of dual application to the same staff of both the Ersel Group Remuneration Policy and EGI 

Remuneration Policy, the most restrictive rules will apply. 

 

This Policy is in line with Ersel Group and EGI ESG principles and with ESG risk assessment 

approach as described in Ersel Group ESG Policy. To this end, this Policy Provides e Company aims 

to introduce mechanisms for determining the variable component of remuneration that take into 

account the ESG risks integration policies which the Company has adopted 

 

The Conducting Officer in charge of Human Resources reviews once a year the Remuneration Policy 

and its application. He then makes a report to the Board who approves changes to the Policy, if any. 

 

Practical methodology to calculate bonuses in compliance with the present Policy are defined in EGI 

Variable Remuneration Calculation Procedure. 

 

This Policy is in line with Ersel Group and EGI ESG principles and with ESG risk assessment 

approach as described in Ersel Group ESG Policy. To this end, this Policy provides that, in order to 

determine the Variable Remuneration EGI uses adequate mechanisms that take into account the Ersel 

Group and EGI ESG principles and ESG risk assessment approach. 

 

 

 

3. Legal Framework 
 

3.1. EU level 
 

• Directive 2014/91/EU of the European Parliament and of the Council of 23 July 2014 amending 

Directive 2009/65/EC on the coordination of laws, regulations and administrative provisions 

relating to undertakings for collective investment in transferable securities (UCITS) as regards 

depositary functions, remuneration policies and sanctions Text with EEA relevance. 

• Directive 2011/61/EU of 8 June 2011 on alternative investment fund managers, as amended 

(“AIFM Directive”), and in particular Article 13: Remuneration and Annex II: Remuneration 
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Policy thereof 

• Commission Delegated Regulation (EU) No 231/2013 of 19 December 2012 supplementing the 

AIFM Directive with regard to exemptions, general operating conditions, depositaries, leverage, 

transparency and supervision (the "AIFM Regulation"), and in particular Articles 33: Procedures 

and measures preventing or managing conflicts of interest, 42: Functional and hierarchical 

separation of the risk management function and 43: Safeguards against conflicts of interest 60: 

Control by the governing body, senior management and supervisory function, 61: Permanent 

compliance function and 107: Remuneration disclosure, thereof 

• Directive 2013/36/EU of the European Parliament and of the Council of 26 June 2013 on access 

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

investment firms. It also complies with Commission Delegated Regulation (EU) No 604/2014 of 

4 March 2014 supplementing Directive 2013/36/EU. 

• Specific guidance provided by the European Securities and Markets Authority (ESMA) on (i) 

sound remuneration policies under the AIFMD (ESMA/2013/232) and (ii) sound remuneration 

policies under the UCITS Directive and AIFMD (ESMA/2016/411). As to ensure (i) alignment 

with the Group remuneration guidance and (ii) with regulatory requirements specific to EGI’s 

activity, the Company takes into account specific guidance provided by the ESMA in particular 

regarding guidance on sectoral rules. 

• EU Commission recommendation, 2009/384/EC on remuneration policies in the financial services 

sector. 

• Regulation (EU) 2019/2088 of 27 November 2019 on sustainability-related disclosures in the 

financial services sector (“SFDR”). 

• Regulation (EU) 2020/852 of the European Parliament and of the Council of 18 June 2020 on the 

establishment of a framework to facilitate sustainable investment, and amending Regulation (EU) 

2019/2088 (“Taxonomy regulation”) 

• European Regulation, (EU) No 604/2014 on regulatory technical standards for the qualitative and 

appropriate quantitative criteria used to identify the categories of staff whose professional 

activities have a material impact on an institution's risk profile. 

 

 

3.2. Luxembourg level 
 

• Luxembourg law of 10 May, 2016 transposing the EU Directive 2014/91/EU (UCITS V) and 

amending the Luxembourg law of 17 December, 2010, as well as the Luxembourg law of 12 July, 

2013 transposing the EU Directive 2011/61/EU (AIFMD) into national law.   

• Article 20 of the law of 10 May, 2016, and Article 12 of the law of 12 July, 2013, on the 

requirement to write a remuneration policy for UCITS and AIFMD; 

• Article 21 of the law of 10 May, 2016, specifying remuneration policy principles; 

• Article 20, of the law of 12 July, 2013, on disclosure requirements as to remuneration principles 

and practices; 

• Annex II, of the law of 12 July, 2013. 

• CSSF Regulation 10-4 transposing Commission Directive 2010/43/EU of 1 July 2010 

implementing the UCITS Directive as regards organisational requirements, conflicts of interest, 

conduct of business, risk management and content of the agreement between a depositary and a 

Management Company ("CSSF Regulation 10-4"), and in particular Article 21: Independence in 

conflicts management thereof 

• CSSF Circular 18/698 on Authorisation and organisation of Luxembourg management companies 
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("CSSF Circular 18/698"), and in particular Section 5.5.9: Remuneration policy, Section 4.2.3: 

Organisation of the senior management (92), Sub-chapter 5.2: General internal governance 

arrangements (159), Sub-chapter 5.3: Internal control functions (172), Sub-section 5.3.3.7. 

Obligations regarding the drawing-up of reports on the work of the internal audit function (299), 

Sub-section 6.3.2.2: Due diligence and ongoing monitoring (495), Section 6.6.2: Specificities 

related to the internal performance of the valuation function (532), Part V: Principle of 

proportionality (593), thereof  

• Circular CSSF 10/437 concerning the remuneration policies in the financial sector. 

 

 

 

4.  Purpose and principles  
 

The Policy defines general remuneration principles applicable to all EGI i staff. However, specific 

provisions are applicable to the Identified Staff. 

 

The present Policy aims at aligning EGI remuneration principles with the legal framework specific to 

EGI core activity. EGI will apply remuneration principles in a way to best reflect its activity, as to 

cover specific local needs, in line with local legal regulatory requirements.   

 

The purpose of the Policy is to set up a remuneration regime compatible with the business strategy, 

goals, values, long-term interests of the Company. EGI promotes sound and effective remuneration 

principles and practices through a sound and efficient risk management, which intends to prevent an 

excessive risk taking by the members of the Company.  

 

The Policy ensures an appropriate balance between the fixed and variable components of total 

remuneration, where the fixed component represents a sufficiently high proportion of the total 

remuneration in order to allow for a fully flexible policy on variable remuneration, including the 

possibility to pay no variable remuneration.  

 

In order to ensure consistent and equitable variable remuneration in line with the strategic objectives 

of EGI, the determination of the total amount of variable remuneration will be based on the 

performance of the individual staff members and of the Company’s overall results. When assessing 

individual performance, financial and non‐financial criteria are taken into account.  

 

The assessment of the performance will be set in a multi‐year framework in order to ensure that the 

assessment process is based on longer term performance.  

 

As a result, the total variable remuneration will not prevent EGI from strengthening its capital base. 

Moreover, the Policy aims at ensuring that practices and procedures are aligned with conflict of 

interest and conduct of business obligations and it takes into account the best interests of the 

Company’s clients. The Policy thus enables sustainable and long-term value creation for shareholders.   

 

The Policy is subject to annual review by the internal audit function. EGI Internal Auditor assesses 

regularly and independently whether the Company’s actual remuneration is consistent with its 

remuneration policy and with the applicable legal framework.   
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5.  Scope 
 

The Policy applies to all EGI staff members (hereafter “the Staff”), with specific provisions on 

remuneration for Staff whose activity has a material impact on the risk profile of the Company 

(hereafter “Material Risk Takers” or “MRT” or “Identified Staff”). 

 

In line with ESMA guidelines, ESMA/2013/232, Section VII, and ESMA guidelines 

ESMA/2016/411, Section 7, on the application of the proportionality principle, the Policy has been 

established taking into account EGI’s size, internal organisation as well as the nature, scope and 

complexity of its activities.  

 

The proportionality principle aims to match remuneration policies and practices consistently with EGI 

risk profile, risk appetite and strategy, so that the objectives of the obligations are more efficiently 

achieved. 

 

Under such circumstances, and in line with the proportionality principle, EGI choses to neutralize the 

following requirements: 

• A retention period. 

• Deferral of part of the variable remuneration. 

• Ex post incorporation of risk (including malus / clawback provision).  

• set up of a Remuneration Committee. 

 

Regardless of the neutralization of the above mentioned elements, through the application of the 

proportionality principle, the Company has set up remuneration principles promoting efficient risk 

management, preventing excessive risk taking and the maintenance of a sound capital base. Also 

Ersel Group may provide for certain requirements (such as deferral of part of the variable 

remuneration) in which case the neutralization of the related requirement above is suspended as 

long as the Ersel Group provision I applicable to EGI. 

 

In order to justify the application of the proportionality principle EGI has conducted a self-assessment 

on four major dimensions: 

1. EGI size, in terms of workforce and Assets under management; 

2. EGI nature, scope and complexity of activities; 

3. EGI measures to manage risks and align its own interests with the ones of its investors; 

4. EGI internal organization and governance structure designed to promote sound and effective 

risk management, as well as effective business continuity, and to avoid any potential conflicts 

of interest.  

 

The detailed self-assessment is described in Annex 1 of the present Policy.   

 

 

 

6. Identified Staff 
 

6.1. Identification method 
In order to identify the Material Risk Takers or Identified Staff (e.g. whose activity has a material 
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impact on the risk profile of the Company), the Company uses qualitative and quantitative criteria as 

set out under Articles 3 and 4 of the (EU) 604/2014.  

 

 

6.2. Identified Staff categories 
EGI has identified the following persons as Material Risk Takers (“MTR”). However, certain receive 

only a fixed remuneration and are therefore not concerned by this policy while certain functions are 

outsourced. It is also noted that, given EGI small size, one person may perform 2 MRT functions. 

 

• Directors of the Board. The Directors are identified as having a material impact on EGI risk 

profile. However, for the time being, they only perceive a fixed remuneration.  

• Conducting Officers, 

• Internal Auditor. However the function is currently being delegated to Deloitte 

Tax&Consulting SRl which is remunerated a fixed amount.    

• Compliance Officer. However, for the time being, he only perceives a fix remuneration.  

• AML Officer. This function is currently performed by the Compliance Officer who, for the 

time being, he only perceives a fiedx remuneration.  

• Risk Manager For the time being, the Risk Management function is exercised by the CO in 

charge of Risk Management. He exercises the Risk Management function together with a Risk 

Manager. The latter is still too junior to be included among Identified / Most Relevant Staff and 

is therefore out of scope of this Procedure. 

• Fund managers, 

• Individual wealth managers. 

 

Any other employee, if falling under the criteria set out under Articles 3 and 4 of the (EU) 604/2014, 

will be considered as Identified Staff. In particular, employees whose total remuneration takes them 

into the same remuneration bracket of Senior Management positions, such as high-earning staff 

members who are not already in the above categories and who have a material impact on the risk 

profile of EGI.  

 

EGI may be assisted by officers detached from Ersel SpA / Ersel Asset Management, Turin. EGI does 

not define their salaries, neither the fixed portion nor the variable one. However, detached officers 

must be qualified or not as Identified Staff in accordance with this Policy. If they are qualified as 

Identified Staff, the Conducting Officer in charge of Human Resources must verify with their 

employers that they have Remuneration Policies in line with UCITS V. 

 

EGI may also delegate certain functions which, if kept internal would have been qualified as MRT 

(Internal Audit function, fund management). In those cases, EGI must as well verify that those service 

providers have Remuneration Policies in line with UCITS V. 

 

 

6.3. Determining who is an Identified Staff 
The Conducting Officer in charge of Human Resources recommends to the Board every year, before 

the payment of the bonuses, the list of individual Identified Staff members defined in accordance with 

this Policy. The Board must approve the insertion of each staff in this list. 
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7.  Remuneration 
 

The present section describes remuneration principles and practices applicable to all staff members of 

EGI, as well as specific provisions applicable only to Identified Staff.  

 

Employees of EGI will benefit from the following remuneration: 

• fixed remuneration and benefits, 

• variable remuneration 

 

The Remuneration of Staff is structured in a way to align with EGI business strategy, long-term 

interests, underlying values of wealth preservation and sustainable growth, and does not exceed 

market standards for comparable Management Companies. The remuneration principles of the present 

Policy aim at ensuring a balance between fixed and variable remuneration to decrease any risk of 

excessive risk taking and are defined in a manner as to not limit the ability of the Company to 

strengthen its capital base. 

 

7.1. Fixed Remuneration 
 

7.1.1 Salary 

The fixed remuneration is the portion of the total remuneration received in cash on a periodic basis. It 

remunerates the competences of the Staff and is guaranteed irrespective of their performance. It is 

defined on a contractual basis, based on (i) job complexity and responsibility, (ii) local market and 

industry standards and practices. The fixed remuneration shall be a substantial proportion of the total 

annual remuneration and sufficient not to create any kind of dependency of Staff on variable 

remuneration. 

 

Each EGI employee is entitled to the gross annual salary initially set in his/her employment contract 

and may be amended by the indexation or subsequent salary increases, in remuneration for the work 

performed within the Company. 

 

The gross annual salary is payable in 12 instalments corresponding to one instalment per month. The 

company reserves the right to deduct and retain any amount owed by an employee, and/or paid by the 

company on behalf of an employee and owed to the Company, subject to prior notice in writing given 

by the company to the employee. 

 

7.1.2 Benefits 
 

Introduction 

EGI may offer fringe benefits to its staff according to market practice and in order to attract or keep 

its staff. Fringe benefits are not necessarily for the entire staff but may be designed for a specific 

category: staff with salary below or above a certain amount, full time or part time staff… Normally, 

fringe benefits are not specific to an individual but to a category even though the category may 

include only one person (the “general manger”). EGI contributions are normal equal for all the staff in 

the relevant category (and, again, the category may include only one person. the “general manger”).   
 

a. Complementary Health Insurance  
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The full time employees of EGI, including their family members benefit from a complementary health 

insurance, subscribed with DKV Luxembourg S.A. 

 

b. Complementary Pension benefits  
 

EGI is offering to all its full time employees a complementary pension regime subscribed with laLux 

Assurance-vie. 

 

c. Tickets restaurant 
 

EGI is offering tickets restaurant to all its employees with an annual gross fixed remuneration below 

EUR 60,000.   

 
d. Car in leasing 

The General Manager benefits of a car in leasing 

 

 

7.2. Variable Remuneration 
 

7.2.1 General Principles 

• 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 to 

predefined qualitative and quantitative objectives, including financial and non-financial 

criteria.  

• Where applicable, Variable Remuneration takes into account EGI staff consideration for Ersel 

Group and EGI ESG principles and with ESG risk assessment approach as described in Ersel 

Group ESG Policy. 

• The Variable Remuneration of Control functions is linked to specific criteria for the functions 

and is irrelevant in respect to the performance of the business units they oversee.  

• The global amount allocated to the Variable Remuneration depends on EGI global 

performance. Furthermore, the variable remuneration does not limit EGI’s ability to 

sustainably maintain or recover an appropriate capital base. The overall allocation of variable 

remuneration is determined according to the prudential rules and takes into account the 

Company’s business strategy, long-term interests, underlying values of wealth preservation 

and sustainable growth. 

• EGI ensures a balanced ratio between fixed and variable remuneration, where the fixed 

proportion represents a high enough proportion of the overall remuneration package as to 

prevent any excessive risk takings with the aim of increasing the variable component.  

• The total amount of the Variable Remuneration of any member of Staff of EGI may not 

exceed maximum of 100% of the fixed remuneration. 

• Should the individual performance be negative, the Variable Remuneration may amount to 

zero.  

• Guaranteed Variable Remuneration is exceptional and is only allowed in connection with the 

hiring of very specific profiles such. 

• Any pension policy is in line with the business strategy, objectives, values and long-term 

interests of the institution.  

• There shall be no contractual severance entitlements which do not reflect actual performance 

achieved by the relevant Staff before leaving EGI. 
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7.2.2. Performance Assessment 

All staff members go through an annual evaluation process where their superiors evaluate their 

performances based on different criteria. Responsibles for assessment, assessment process are defined 

in EGI Variable Remuneration Calculation IO Procedure 

 

a. Individual staff – standard performance criteria    

The performance criteria are 3: 

 

1. Individual Competences - Qualitative Objectives (qualitative / non-financial). Individual 

Competences may be for example compliance with the internal rules and procedures and 

personal behavior, managerial skills, etc. If there are areas of improvements in individual 

competences, the staff will be given Qualitative Objectives. Individual competences 

encompass the aptitude of the staff to take into account Ersel Group and EGI ESG principles 

and Qualitative Objectives may, where applicable, include compliance and / or promotion of 

Ersel Group and EGI ESG principles and ESG risk assessment.  
 

2. Individual Operating Objectives. These are non quantitative objectives which aim at 

implementing specific projects or at setting up / implementing new operating processes or 

improving them.   
 

3. Individual Quantitative Objectives. Only certain functions may be assigned quantitative 

objectives, such as asset managers whose objective may be to beat a benchmark or the Risk 

manager who may aim at keeping investment limit breaches under a certain number during 

the year. EGI may provide that, when Objectives include compliance and / or promotion of 

ESG principles and ESG risk assessment, quantitative indicators are identified that allow the 

measurement of the achievement of such ESG Objectives.  
  

The outcomes of the individual evaluation will give the employee a global performance rating 

which then will allow to define the bonus to be allocated to the employee. 

  

b. Identified Staff versus other staff 
 

• Identified Staff: the assessment of their performance takes into account performances in 

previous years in order to ensure that the assessment process is based on longer‐term 

performance. Also the determination of their bonus is function of their achievements of each 

type of objective (see EGI Variable Remuneration Calculation Procedure). 

 

• Other staff members: they are assessed according to the criteria described above, as 

applicable to their job description and, if the assessment is positive, a bonus may be paid. 

Their bonus is function of the global positive assessment and does not have to be determined 

as is the bonus of the Identified Staff by balancing of the various criteria . 

 

7.2.3. Specific provisions for certain functions / outsourced functions 
 

a. The Conducting Officers  

As a matter of good governance and also to be in line with Group Remuneration Policy, the bonuses 

of the Conducting Officers cannot be calculated on individual quantitative objectives (criteria 3 in § 
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7.2.2. above). As they work for the global interest of the Company and not just for one function, their 

bonus should instead take into account the global performance of the Company instead of criteria 3. 

The criteria 1 and 2 remain applicable. It is however noted that, given the small size of EGI, a 

Conducting Officer may exercise other functions (commercial, fund management…) which qualify 

them for bonuses based on quantitative criteria. In such case, see § c. below. 

 

b. Staff in control functions 

The Variable Remuneration may take into account some quantitative elements (number of tests 

conducted…) but may in no way be linked to the performance of the business units they oversee.  

 

c. One Identified Staff with several MRT functions  

Given the small size of EGI, it may occur that an officer exercises 2 or more MRT functions that are 

subject to different rules or that he exercises 1 MRT function and 1 that is not MRT. For example the 

Conducting Officer in Charge of Procedures is also in charge of the Human Resources of the Risk 

Management or the Compliance. 

 

In those cases the assessment based on the 3 criteria in 7.2.2.a. is applied to each function. However, 

if there are no weights assigned to each of the 3 criteria and if there are no quantitative components, 

there will be only one overall assessment. 

 

d. Detached staff 

EGI may be assisted by officers detached from other members of Ersel Group. EGI does not define 

their salaries, neither the fixed portion nor the variable one which are both defined by their Employer. 

However, detached officers must be qualified or not as Identified Staff in accordance with this Policy. 

If they are qualified as Identified Staff, the Conducting Officer in charge of Human Resources must 

verify with their Employer that it has a Remuneration Policy with requirements equivalent to UCITS 

V and AIFMD requirements. 

  

e. Delegates, service providers 

EGI may also delegate certain functions which, if kept internal, would have been qualified as MRT 

(Internal Audit function, fund management). In those cases, EGI must as well verify that those service 

providers have Remuneration Policies with requirements equivalent to UCITS V and AIFMD 

requirements. 

 

As of today, EGI considers that all service providers to whom fund management activities have been 

delegated have Remuneration Policies with requirements equivalent to UCITS V and AIFMD 

requirements, in particular for EU delegates. For delegates in the USA, if any, EGI considers 

remuneration practices and provisions under the DOT FRANC act as effective. 

  

Should EGI delegate investment management activities to companies that have not Remuneration 

Policies with requirements equivalent to UCITS V and AIFMD requirements, EGI will ensure that 

EGI due diligence policy requires contractual arrangements with investment managers in order to 

ensure that there is no circumvention of the remuneration rules set out under European requirements. 

These contractual arrangements should cover any payment made to Identified Staff of the investment 

manager. 

 
7.2.4. Defining the Variable Remuneration  
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a.  Setting the Bonus Envelope 

The achievement of Collective objectives, hence the global performance of EGI, will define the 

Bonus Envelope to be allocated for the distribution of variable remuneration to the employees. The 

achievement of Collective Objectives is reviewed and validated by the Group based on which an 

Envelope for variable remuneration is defined.  

 

Based on the Envelope, the eligible bonus allocation will be defined, depending on individual 

achievements.  

 

b.  Individual Bonuses 

Individual bonuses are fixed in function of the 3 performance criteria defined in § 7.2.2. above. 

 

Practical methodology to calculate bonuses in compliance with the present Policy are defined in EGI 

Variable Remuneration Calculation Procedure. This procedure states, among other, the weight, if 

any, given to each of the 3 performance criteria when it comes to bonuses of identified Staff and the 

extent and method in which ESG factors are taken into account in the determination of the Variable 

Remuneration. 

 

In respect to Identified Staff, it has been said above that the assessment of their performance takes 

into account performances in previous years. This approach is deemed appropriate as it gives weight 

on competences of a qualitative nature and to the individual objectives, containing among others 

financial criteria. 

 

Moreover, it is reminded that employees in control functions, are not assessed based on financial 

criteria, and their variable remuneration is not linked to the performance of the business units they 

oversee. 

 

7.2.5. Pay-out process of Variable Remuneration – Application of the Proportionality 

Principle 

 

a. Proportionality Principle – neutralisation of certain requirements 

As defined under § 5, “Scope” of the present Policy and in line with EBA guidelines, 

ESMA/2013/232 and ESMA/2016/411, EGI chooses to apply remuneration principles proportionate 

to its size, nature, scope, complexity of its activity and internal organization. 

 

Under such circumstances EGI, chooses to neutralise the following elements in respect to the pay-out 

process:  

• pay-out of part of the variable remuneration in instruments, 

• a retention period, 

• deferral of part of the variable remuneration, 

• ex post incorporation of risk (including malus / clawback provision).  

 

Ersel Group Policy may provide the application to all staff members of some of the above elements 

such as the deferral of part of the variable remuneration. In such case, the neutralization of that 

element as described above is frozen and the element applies to EGI staff. Indeed, as explained in 

Section 2 above, “incase of dual application to the same staff of both the Ersel Group Remuneration 

Policy and EGI Remuneration Policy, the most restrictive rules will apply.” 
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With the exception of provisions set out under 7.2.5 “Specific provisions to the pay-out process”, the 

Variable Remuneration of each individual Staff member, including Identified Staff, is paid out in a 

single cash payment and may not exceed 100% of the total fixed remuneration.  

 

Pay-out of variable remuneration is not a contractual right and in case of negative performance may 

amount to zero. 

 

b. Preeminence of Ersel Group Remuneration Policy 

The Ersel Group Remuneration Policy may have specific pay out provisions in the case a Variable 

Remuneration exceeds a certain amount, such as a deferral of a portion of the bonus over a 1 year. 

This Ersel Group Remuneration Policy may also put a cap on the bonus which is more stringent than 

the 100% mentioned in 7.2.4. above. 

 

As mentioned in § 2 above, in case of dual application to the same staff of both the Ersel Group 

Remuneration Policy and EGI Remuneration Policy, the most restrictive rules will apply. It may 

therefore occur that a lower cap on the bonus of an EGI staff is set up or a deferral is applied.   

 

   d.  Deferral of part of the variable remuneration 

Although EGI has chosen to neutralise this requirement as a general matter, Ersel Group 

Remuneration Policy provides in its § 9.2. that a deferral of the Variable Remuneration is required 

• for at least 20% of the Variable Remuneration,   

• for at least 24 months, 

• in respect to Variable Remuneration payable to Most Relevant Staff, 

• that exceeds EUR 75,000. 

 
In application of what has been stated above, Ersel Group Remuneration Policy has the preeminence 

over EGI Policy and its application of the Proportionality Principle. Therefore the deferral 

requirement applies to EGI in the extent defined by Ersel Group Remuneration Policy.  

 
7.2.6. Limitations 
 

a. Severance Payments 

As a general principle, there shall be no contractual severance entitlements which do not reflect actual 

performance achieved by the relevant Staff before leaving EGI. 

 

However, it is global market practice, when hiring specific profiles or top executives, to propose a 

fixed severance pay as a component of the remuneration package. Therefore the Board may authorize 

such fixed severance pay in exceptional cases where it is critical to EGI business to hire a very 

specific profile and where EGI Head of Human Resources certifies that such a fixed severance pay is 

a necessary component of an offer which otherwise the target profile would not accept.   

 

b. Compensation or buy out from contracts in previous employment 

Remuneration packages relating to compensation or buy out from contracts in previous employment 

must align with the long-term interests of EGI, including performance and claw back arrangements. 

 

c. Guaranteed Variable Remuneration 

Guaranteed Variable Remuneration is exceptional and is only allowed in connection with the hiring of 

Staff with specific profiles (General Manager). 
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d. Personal hedging strategies 

Staff shall undertake not to use personal hedging strategies or other countermeasures (such as 

insurances) that confine or neutralize the risk alignment effects of their remuneration. 

 

 

 

8.  Governance 
 

As defined under Section 4, “Scope” of the present Policy and in line with EBA guidelines, 

ESMA/2013/232 and ESMA/2016/411, EGI chooses to apply remuneration principles proportionate 

to its size, nature, scope, complexity of its activity and internal organization. 

 

As a result, EGI chooses not to setup a Remuneration Committee. 

 

However, in order to ensure appropriate remuneration practices and avoid potential conflicts of 

interest, EGI has set up a governance structure consisting of several corporate functions, as described 

below.  

 

a. Board of Directors 

The Board of Directors adopts and regularly reviews the general principles of the Remuneration 

Policy and is responsible for its implementation. The Board is advised by the control functions on 

legal requirements, as well as potential conflicts of interests.  

 

It is important to note that the Board of Directors in charge of designing remuneration principles is 

fully independent, as 3 of its members are currently independent directors, remunerated with fixed 

fees and 2 of them are part of the Ersel group and not remunerated directly by EGI. Currently, one 

Director is also a Conducting Officer of EGI who qualifies for bonuses but he abstains when the 

Board takes decisions on remuneration matters. 

  

Under such circumstances, EGI ensures sound and effective remuneration principles and practices, 

hence promoting the avoidance of any type of conflict of interest.   

 

The Board of Directors is responsible for: 

• defining, validating the general principles of the Policy on a regular basis;  

• ensuring that the principles contained in the Policy are appropriate and up-to-date; 

• overseeing directly the remuneration of all Identified Staff; 

• setting-up and ratifying any new form/regime of fixed or various remunerations advantages 

etc. to be paid to EGI staff;  

• reviewing and approving variable remuneration budgets (“the Bonus Envelope”);  

• approving bonuses and increases in fixed remuneration for the Conducting Officers on the 

proposal of the Conducting Officer in charge of the Human Resources. 

• approving remuneration packages for new staff to be hired who will be MRTs. 

 
b. The ExCom 

The ExCom  

• takes all necessary measures for implementing the Remuneration Policy; 



  Ersel Gestion Internationale S.A. 
 

Internal Procedure 
   

12.12.2025 Remuneration Policy Version: 10 

 

 
P a g e  19 | 23 

 

• reports, when necessary, to the Board of Directors about the implementation and supervision 

of the present Remuneration Policy;  

• approves, within the Bonus Envelope decided by the Board, the individual bonuses of all EGI 

staff, including Identified Staff, except the bonuses of the Conducting Officers which are 

approved by the Board. Individual bonuses are proposed to the ExCom by the Conducting 

Officer in charge of Human Resources after having consulted the General Manager. 

• Approves increases in fixed remunerations (except for the Conducting Officers which are 

approved by the Board) within the global amount set up by the Board. 

• Approves remuneration packages for new staff to be hired (except for MRTs which are 

approved by the Board). 

• Proposes for approval to the Board the global amount to be allocated to the increase of the 

fixed remunerations and the global amount of variable remuneration (“the Bonus Envelope”). 

 
c. The Conducting Officer in charge of Human Resources 

With the support of Ersel Group Human Resources Unit, the Conducting Officer in charge of Human 

Resources is responsible for  

• the implementation of the Remuneration Policy; 

• keeping under review the Policy and the remunerations in the light of legislative, regulatory 

and market developments;  

• proposing to the ExCom remuneration packages for new staff to be hired and to the ExCom 

for escalation to the Board remuneration packages for MRTs to be hired; 

• proposing to the ExCom increases in fixed remunerations after consulting with the General 

Managers and the Conducting Officers who have staff under them (except for the Conducting 

Officers which are approved by the Board);  

• proposing to the Board increases in fixed remunerations for the Conducting Officers; 

• proposing to the ExCom for onward escalation to the Board the Bonus Envelope; 

• proposing to the ExCom the individual bonuses (except for the Conducting Officers which 

are approved by the Board) once the Bonus Envelope is approved after consulting with the 

General Managers and the Conducting Officers who have staff under them; 

• proposing to the ExCom the individual bonuses for the Conducting Officers. 

• Neither the ExCom nor the Conducting Officers are consulted for the bonuses to the 

Conducting Officers which are directly proposed to the Board. 

  

d. Control Functions 

Control functions may assist the Board in determining the overall remuneration strategy having regard 

to the promotion of effective risk management and take all necessary measures in order to make the 

Remuneration Policy compliant with regulations and a risk efficient management of the Company.  

 

e. Internal Audit 

The internal audit function carries out, on a regular basis, an independent review of the design, 

implementation and effects of EGI’s remuneration policy on its risk profile as well as the way in 

which these effects are managed. 

 

The internal audit function assesses whether the overall remuneration policies, practices and 

processes:  

• operate as intended (e.g. approved policies, procedures and internal rules are being complied 

with; the remuneration pay-outs are appropriate and in line with business strategy and the risk 
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profile, long-term objectives and other goals of the institution are adequately reflected). 

• Are compliant with national and international regulations, principles and standards. 

 

 

9.  Disclosures 
 

9.1. Internal Disclosure 

EGI discloses its remuneration policy to all staff members on the Company’s intranet. All employees 

are regularly informed about their remuneration, criteria used to measure performance and the link 

between performance and pay. This information is given in their employment contracts but also 

through the current Policy. 

 

9.2 External disclosure 

EGI discloses the following qualitative and quantitative information made available to the public: 

 

a. Quantitative disclosures 

In EGI certified annual financial statements: 

• the total amount of remuneration for the financial year, split into fixed and variable 

remuneration and the number of beneficiaries. 

• In principle the aggregate amount of remuneration broken down by senior management and 

Identified Staff. In practice, due to the small size of EGI, there is no senior manager in EGI 

who is not an Identified Staff. EGI will therefore disclose the break down between Identified 

Staff and other staff. 

 

b. Qualitative disclosures 

On EGI web site: 

• EGI Remuneration Policy which contains the details of the financial and non-financial 

performance criteria used to determine variable remuneration. 

• EGI Conflict of Interest Policy which contains the measures adopted to avoid or manage 

conflicts of interest. 

 

9.3. Fund prospectuses 

With regard to disclosure requirements within the prospectus, EGI includes in the prospectus of its 

funds a note that  

• the above quantitative disclosures are available on demand and are included in the certified 

annual financial statements of the funds; 

• a note that the above qualitative disclosures are available on demand and on the Company’s 

website, with all relevant information with regard to its remuneration principles and practices.  
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Appendix 1 – Proportionality Analysis 
 

As defined in Section 4 of the present Policy, EGI aims to match its remuneration policy and 

remuneration practices with its risk profile, risk appetite and strategy, so that the objectives of the 

obligations are more efficiently achieved.  

 

Under such circumstances, in line with ESMA final guidelines on sound remuneration policies under 

the AIFMD, EGI decides to apply the proportionality principle in designing its remuneration policy. 

As to justify the application of the proportionality principle, EGI make a self-assessment, aiming to 

provide the arguments to apply remuneration practices in a proportionate way. 

 

EGI conducts self-assessments that are updated at each review of the present Policy. Self-assessments 

based on the following dimensions: 

1. EGI size, in terms of workforce and assets under management; 

2. EGI internal organisation and governance structure as to promote sound and effective risk 

management, as well as effective business continuity, hence avoiding any potential conflicts 

of interest.  

3. EGI nature, scope and complexity of activities; 

4. EGI measures to manage risks and align its own interests with the ones of its investors. 

 

The sub-sections below detail the above and present reasonable justification as to the application of 

the proportionality principle. 

 

 

A 1.1. Size 
Regarding EGI size, the Company takes into consideration its total assets under management as well 

as the number of funds managed and the number of staff.  

 

A 1.1.1. Assets under Management (“AUM”) 

As of 31.8.2025, EGI Funds AUM amount to EUR 2.46 billion and DWM AUM amount approx. to 

EUR 315 million. 

EGI considers the size of its AUM as of moderated size, given the total market size and the size of 

other players in the sector. 

 

A 1.1. 2. Number of Investment Funds 

As of the date of this Policy, EGI manages 5 investment funds: 

 

• GLOBERSEL, an UCITS Part 1 consisting of 3 sub-funds. 

• LEADERSEL, an UCITS Part 1 consisting of 15 sub-funds. 

• Ersel Private Markets Fund RAIF FCP consisting of 2 sub-funds. 

• Global Purpose RAIF FCP consisting of 2 sub-funds. 

 

It is important to note that EGI ensures the management of certain investment funds directly whereas 

the management of other funds is delegated either to the Group or externally.  

 

As of today, EGI manages directly: 

• 2 sub-funds within 1 UCITS,  
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• 1 delegated Italian sub-fund,  

• 3 AIFs (the 2 RAIFs and Cutting II). 

 

EGI delegates externally the management of the other sub funds. 

 

A.1.1.3 Number of employees 

As of today, EGI employs 15 full time employees and 1 part time. There are also 7 Directors (1 

Director is also a conducting officer). 

  

 

A 1.2. Internal Organisation 
 

The internal organisation of EGI is simple and lean, hence ensuring appropriate governance and 

transparency.  

 

EGI has a corporate structure which ensures lean operations, avoiding conflicts of interests, with clear 

rule and procedures as to guarantee investors’ interests and compliance with regulations. 

 

It is also important to note that the variable remuneration of employees at EGI is limited 

below the regulatory cap of 100% of the fixed salary (see EGI Variable Remuneration Calculation 

Procedure). 

 

It is also fundamental to note that EGI and the Group staff has a sense of belonging to Ersel Group, 

that staff turnover is very low and therefore, staff concern is to remain with Ersel Group and to 

therefore care for the Group long term interests as opposed to other institutions where Identified Staff 

may consider themselves as being there for the short term and are therefore inclined to take risks in 

order to maximize personal bonuses. 

 

 

A 1.3. Nature, scope and complexity of activities 
 

As to determine the nature, scope and complexity of EGI activities, the Company takes into 

consideration the nature of the funds it manages and takes into account the risk management measures 

in place.  

 

A 1.3.1.  Legal framework 

EGI is established in Luxembourg as a société anonyme incorporated under Luxembourg law on 18 

April 1989.  

The registered office of the Company is in Luxembourg. 

The Articles of Association were published in the Official Gazette of Luxembourg on 17 July 1989. 

They were registered in the Luxembourg Companies Register and are amended from time to time. 

The Company is registered in the Companies Register of Luxembourg under number B 30.350. 

The registered capital amounts to EUR 600,000.00, is fully paid up, and is represented by 6,000 

shares of a nominal value of EUR100.00 each, registered in the name of Ersel S.p.A., having its 

registered office at 11 Piazza Solferino, 10121 Torino, Italy. 

EGI is dedicated to the management of various funds set up under Luxembourg law (see above) 

 

A 1.3.2.  Nature, scope and complexity of activities 
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EGI focuses on 2 core businesses, (i) fund management and (ii) individual wealth management and 

advisory services, which both take advantage of the Ersel distribution network in order to reach 

Clients. 

 

a. Fund management 

As mentioned above, regarding fund management, EGI manages, as previously mentioned, only 5 

(sub) funds. 

For the other (sub) funds management activities are delegated, amounting to around 80% of total 

AUM. As a result, directly managed risks are moderate, the more because most of the (sub) funds 

directly managed by EGI are Funds of Funds. 

 

The investment styles of the funds are closely defined and tightly monitored by the Investment 

Committee, the ExCom, the Board and the Risk Manager which drastically reduces the possibility of 

managers taking undue risks for the sake of increasing bonuses. Also to be considered that, as 

mentioned above, staff is generally by EGI for the long term. 

 

b. Wealth management 

EGI considers the complexity of individual wealth management activity as low. Firstly, AUM for this 

activity amounted to only approximately EUR 315 million as of the 31.8.2025, with less than 50 

clients.  

 

In addition, individual clients’ portfolios are not deposited with EGI but with banks of their choice, 

with a management mandate given to EGI. EGI has therefore no default risk. Risks identified by EGI 

are only operational risks, marginal reputational risk or risk of customer attrition. However, since the 

Company does not see itself exposed to major risks like credit risk or default risk, it considers the 

activity of low risk and of minor complexity. The more so because, as for fund management, DWM is  

tightly monitored by the Investment Committee, the ExCom, the Board and the Risk Manager. In 

addition, client retention being the main concern of DWM managers and private bankers, theyare not 

induced to have their clients taking undue risks.  

 

Under such circumstances, and in line with the proportionality principle, EGI choses to neutralize the 

following requirements: 

• Pay-out of part of the variable remuneration in instruments. 

• A retention period. 

• Deferral of part of the variable remuneration. 

• Ex post incorporation of risk (including malus / clawback provision).  

• Set up of a Remuneration Committee. 


