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APPENDIX 4 - REMUNERATION POLICY 

OF LUXEMPART 
 

 

EXECUTIVE REMUNERATION POLICY 

INTRODUCTION 

The Remuneration Committee of Luxempart reviewed in 2019 and decided in 2020 the remuneration policy for its 

executives. The following guidelines form the foundation of the remuneration policy: 

 have a unique scheme applicable for all investment professionals and executives 

 align employee incentive schemes with shareholders’ interests, i.e. outperform the stock market index and 

increase the share price 

 have a competitive remuneration scheme comparable to peer companies who are not pure private equity 

funds but long term and evergreen investment holdings with controlling family shareholders 

 avoid short term bonus awards and privilege long term schemes in order to ensure sustainable value 

growth and wealth preservation 

 review the remuneration policy regularly with the help of external advisors 

This new scheme will be progressively introduced as from 2020 with first payments in 2021. This means that bonus 

payments made until 2020 included are based on the previous remuneration policy. The difference with this 

previous remuneration policy are mainly as follows:  
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 Specific, tailor made remuneration schemes are abolished or put in run off mode and replaced by a unique, 

one team remuneration scheme 

 Short term schemes are replaced by long term performance schemes in order to fully align team interests 

with shareholder long term interests 

 Reduce individual non-financial performance bonus schemes by mainly financial performance bonus 

schemes 

 Communicate a clear organization chart in order to outline team hierarchy, team collaboration and team 

career evolution 

The Nomination and Remuneration Committee of Luxempart is composed by qualified members, i.e. an 

investment professional, a lawyer and a specialist in recruitment and remuneration policies. In 2019, the 

Committee met several times and was advised by Willis Towers Watson, a specialised advisor in remuneration 

subjects. The advisor presented an assessment of Luxempart’s remuneration policy and formulated 

recommendations which have been implemented in the renewed remuneration policy. 

The members of the Committee are all independent so that conflicts of interest are excluded with respect to the 

remuneration policy of the executive team. As for the remuneration of the Board of Directors, composed of an 

annual fee and an attendance fee per meeting to stimulate maximum presence, the amounts are decided by the 

shareholders. The Board is currently composed of 12 members who were paid, before VAT, € 815.000 in 2019 

(including remunerations paid to the members of the Audit Committee and the Remuneration Committee)  

 

The Vice-President and the Executive Chairman are paid higher amounts than ordinary Directors.  

 

MAIN COMPONENTS OF FIXED AND VARIABLE REMUNERATION 

The investment professionals are classified in 4 categories, each category having a specific remuneration range. 

The 4 categories are associate, investment manager, investment director and member of the Group Executive 

Committee. The highest defined range in terms of fixed remuneration cannot exceed a yearly gross salary of € 

350 000, the lowest defined range cannot be below a yearly gross salary of € 50 000 . Overlaps between categories 

are possible, meaning that f. ex. a senior investment manager can have a yearly gross salary in excess of the 

standard salary range and partly fall within the salary range of an investment director. These are exceptional cases. 

Fixed salaries are reviewed each 2 years and career evolutions provide for more significant salary increases.  



 

 

 

 

 

 

   

 

 

72 

 

The variable remuneration scheme is meant to retain talented investment professionals in a competitive 

environment and align the investment team to the interests of the shareholders, i.e. over a longer period outperform 

the European stock markets and create sustainable shareholder value. 

The scheme is composed of a Long Term Performance Bonus (LTPB) and a Stock option Plan (SOP). 

 

1. The LTPB 

The LTPB is paid only if the annualized adapted NAV per share over 4 prospective years (the Period) performs in 

line or above the MSCI (Europe) Mid Cap Net total return (the Index) annualized over the same Period (relative 

performance). 

The amount of the bonus depends on 2 variables: 

1. number of vested performance units (PU) attributed in line with a Performance Test; 

2. level of the NAV per share at end of the Period increased by the dividends paid out over the Period 

The Performance Test is validated if the annualized adapted consolidated equity per share (ANAVPS) – means 

the Net Asset Value Per Share gross dividend reintegrated – equals or is above the annualized Index over the 

Period preceding the year of the Performance Test. 

If the performance of the ANAVPS over the Period 

 Exceeds the performance of the Index by 4% over the Period, 100% of the PU are earned (cap); 

 Exceeds the performance of the Index between 0%- 4% over the Period, the number of PU earned 

(vested) increases linearly between 20% and 100% of the PU; 

 Is equal to the performance of the Index over the Period, 20% of the PU are earned; 

 Is below the performance of the Index over the Period, 0% of the PU are earned. 

 

The cash amount paid in case of validation of the Performance Test is equal to the number of PU earned multiplied 

by 

1. The Net Asset Value Per Share such as resulting from the audited consolidated accounts at the end of 

the Period; and 

2. the sum of the gross dividends per share paid over the Period. 

 

The number of PU attributed to the investment professionals is fixed each year by the Remuneration Committee.  

In terms of quantum, the bonus may represent up to 2-3 times the yearly gross salary in case of good performance 

(IRR between 15% -20%).  
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2. SOP 

Each year, the Remuneration Committee proposes to the Board of Directors to attribute in December a number of 

options by which the beneficiaries can buy Luxempart shares (one share for one option) at a given strike price 

being the average stock market price over 60 days preceding the attribution date. 

The attribution of these options generate a taxation at entry of the fiscal value of the options. The underlying value 

for the beneficiaries is the possible value creation resulting from the increase of the stock price of the Luxempart 

shares compared to the strike price during the vesting period (4 years) and, at the choice of the beneficiary, during 

the exercise period (maximum 6 years). The value of the options can nevertheless stay in case the stock price 

doesn’t know any positive evolution over 10 years maximum. At exercise, the beneficiaries either opt for a cash 

settlement (Luxempart purchasing the converted shares) or a definitive conversion with subsequent shareholding. 

The SOP is attractive for Luxempart as it is a long term incentive and retention plan without any dilutive effect in 

case shares are delivered out of own shares held in the past or bought at strike price. 

In terms of quantum, the resulting possible capital gain may represent up to 2-3 times the yearly gross salary in 

case of good performance (between 15%-20% yearly share price increase). 

For both LTPB and SOP, standard good and bad leaver rules are applicable. 

 

FINANCIAL AND NON FINANCIAL PERFORMANCE CRITERIA 

The LTPB and the SOP are based on financial performance criteria. All investment professionals, except GEC 

members, have in addition a bonus component up to a fraction of their yearly salary linked to non-financial 

objectives, such as strategic goals, team management, individual targets… 

As a reminder, the remuneration policy enhances a one team approach and a long term alignment of interests, i.e. 

retain talents and reward a steady and sustainable wealth creation for the shareholders under the supervision of 

the Board of Directors who surveys that compliance rules and strategy guidelines are observed. 

 

 

PENSION BENEFITS 

In line with market practice, Luxempart pays a defined contribution into a pension fund up to 8% of the yearly gross 

salary.  




