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1. Introduction 

 

VAM Global Management Company S.A. (“VAM GMC”) is a public limited liability company 

(société anonyme) incorporated and governed by the laws of the Grand Duchy of 

Luxembourg, having its registered office at Josy Welter House. 8-10, rue Genistre, L-1623 

Luxembourg, Grand-Duchy of Luxembourg, registered with the Luxembourg Register of 

Commerce and Companies under number B 207.262. 

For the conduct of its business activities, VAM GMC is licensed by the Commission du 

Secteur Financier (the “CSSF”) as a Management Company whose operations are governed 

by the provisions of Chapter 15 of the Law of 17 December 2010 on undertakings for 

collective investment. 

VAM GMC is acting as a management company in relation to VAM Funds (Luxembourg) and 

VAM Managed Funds (Luxembourg) qualifying as Undertakings for Collective Investment 

(the “Funds”). 

2. Purpose of the Remuneration Policy 

 

VAM GMC established a remuneration policy which is in line with the requirements of 

Luxembourg Law of 10 May 2016 transposing 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 (the “UCITS”).  

In accordance with the requirements imposed under the UCITS law, VAM GMC has  put in 

place remuneration policies and procedures that: 

• Promote sound and effective risk management 

• Discourage risk taking that is inconsistent with the risk profile of the UCITS it 

manages 

• Prevent conflicts of interest and discourage risk taking 

• Are aligned with the business strategy, objectives, values and interests of VAM GMC 

and the Funds it manages 

VAM GMC has adopted, for those categories of staff, including senior management, risk-

takers, control functions, and any employees receiving any type of remuneration that takes 

them into the same remuneration bracket as senior management and risk-takers, whose 

professional activities have a material impact on the risk profile of the Funds, remuneration 

principles that are consistent with and promote sound and effective risk management and 

do not encourage risk-taking which is inconsistent with the risk profiles, rules or 

instruments of incorporation of the Funds. 
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The Policy is also in line with the business strategy, objectives, values and long-term 

interests of the Funds and is consistent with the principles relating to the protection of 

clients and investors in the course of services provided and the avoidance of conflict of 

interest as a result of the implementation of the said strategy. 

These principles shall apply to remuneration of any type paid by VAM GMC. 

In light of the above, and by virtue of the principle of proportionality, the Board of 

Directors of VAM GMC has adopted this policy. 

This Policy is made available at the registered office of VAM GMC. 

3. Legal and Regulatory Requirements 

 

This Policy is designed with a view to complying with the requirements set out in: 

• European Securities and Markets Authority’s Guidelines on sound remuneration 

policies under the UCITS Directive and AIFMD (2016/411) of 31 March 2016; 

• ESMA’s Guidelines on sound remuneration policies under the UCITS Directive 

(2016/575) of 14 October 2016;  

• Law of 17 December 2010 relating to undertakings for collective investment, 

transposing Directive 2009/65/EC of the European Parliament and of the Council of 13 

July 2009 on the coordination of laws, regulations and administrative provisions 

relating to undertakings for collective investment in transferable securities (the 

“UCITS”) modified by the Law of 10 May 2016 transposing 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 (the 

“UCITS”) as regards depositary functions, remuneration policies and sanctions. 

• The Law of 5 April 1993 on the financial sector, as amended (the “LFS”); 

• CSSF Regulation N° 10-4 of 20 December 2010, transposing Commission Directive 

2010/43/EU of 1 July 2010, implementing Directive 2009/65/EC of the European 

Parliament and of the Council, as regards organisational requirements, conflicts of 

interest, conduct of business, risk management and content of the agreement between 

a Depositary and a Management Company (the “CSSF Regulation N° 10-4”); 

• CSSF Circular 18/698 on authorisation and organisation of investment fund managers 

incorporated under Luxembourg law and providing specific provisions on the fight 

against money laundering and terrorist financing applicable to investment fund 

managers and entities carrying out the activity of registrar agent 

• CSSF Circular 10/437 related to the guidelines concerning the remuneration policies in 

the financial sector (the “CSSF Circular 10/437”); 
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4. Resort to the Proportionality Principle 

 

This Policy is designed by applying the principle of proportionality. 

The application of the principle of proportionality is motivated by the following elements: 

• Size: as at 30/06/2019 VAM GMC has capital of EUR 300,000. As of 30/06/2019 

VAM GMC manages UCITS funds with a total of assets under management (the 

“AuM”) of not more than USD 500 million (excluding any assets acquired through 

the use of leverage however, average leverage used is generally below 100%). VAM 

GMC has a staff of four members, and VAM GMC has no branches and is not listed; 

• Internal organisation: Internal organisation of VAM GMC is relatively 

straightforward such that the main activities performed by VAM GMC - portfolio 

management and risk management (which is delegated to VP Fund Solutions 

(Luxembourg) S.A.) - are clearly separated with distinct reporting lines. The risk 

management function is fully dedicated to measuring, monitoring and managing the 

risk exposure borne by the managed funds including the operational risks. 

• Nature, scope and complexity of the activities: VAM GMC manages UCITS funds. VAM 

GMC does not actively market the managed UCITS and uses services of a global 

distributor. 

5. Definitions 

 

Internal Control Functions: Refers to Compliance, Risk Management and Internal 

Audit of VAM GMC which are closely involved in the 

design, update and follow-up of this policy 

Remuneration: Refers to either Fixed or Variable Remuneration (see 

below); it may include monetary payments or benefits 

(such as cash, shares, options, cancellation of loans to staff 

members, pension contributions) or non (directly) 

monetary benefits (such as discounts, fringe benefits or 

special allowances for car, mobile phone, etc.), as per the 

definition of Article 12 of the ESMA Guidelines 

(2016/575) 

Fixed Remuneration: Refers to payments or benefits without consideration of 

any performance criteria, as per the definition of Article 

12 of the ESMA Guidelines (2016/575) 

Risk: Refers to risks relating to VAM GMC’s business and the 

Funds, including all relevant types of current and future 

risks 
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Risk-takers: Refers to an employee that when performing his/her job 

assignments can have a material impact on the risks of 

VAM GMC and a Fund 

Service Providers:  Refers to all companies providing services to VAM GMC 

pursuant to outsourcing agreements, specifically with 

regard to the accounting, central administration, transfer 

agent, custodian, sub-distribution, information 

technology, compliance, internal audit, investment 

management and payroll management functions  

Variable Remuneration: Refers to additional payments or benefits depending on 

performance or, in certain cases, other contractual 

criteria, as per the definition of Article 12 of the ESMA 

Guidelines (2016/575) 

Definition of the Identified Staff 

VAM GMC has identified individuals whose professional activities have a material impact 

on the risk profiles of  VAM GMC and the UCITS it manages (the “Identified Staff”), as 

prescribed by the ESMA Guidelines, including: 

- Members of the Board of Directors of VAM GMC  

- Conducting Officers 

- Persons undertaking control functions 

- Entities to which administration, investment management or marketing activities 

have been delegated, when applicable 

The Board of VAM GMC approves the list of Identified Staff annually and individuals are 

notified of their identification and implications of this status on at least an annual basis. 

6. General Requirements 

 

The policy is implemented through the following components of remuneration: 

- Fixed remuneration 

- Short-term incentive of a potential discretionary bonus 

 

VAM GMC provides no other benefits, long-term incentives or employee share plans.  

The remuneration framework is overseen by the Board of Directors of VAM GMC, taking 

into account the Luxembourg remuneration legislation applicable. 

The Fixed Remuneration 

VAM GMC shall remunerate its employees primarily with a salary, i.e. a fixed amount of pay 

per month. This fixed remuneration which is determined on the basis of the role of the staff 
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member, including level of responsibility, job complexity and general market practices, 

includes the annual base salary which is paid monthly in 13 instalments. 

VAM GMC provides no other benefits, long-term incentives or employee share plans.  

Discretionary Awards: The Variable Remuneration 

Employees of VAM GMC may be entitled to discretionary awards to recognise current 

performance and closely align employees’ interest with those of clients and shareholders, 

differentially rewarding high performers and linking compensation to financial results and 

other non-financial criteria.  

Since VAM GMC’s inception, due to the size of the assets under management, it has been 

foreseen that it would be disproportionate to apply the rules concerning variable 

instruments in remuneration, retention, deferral and risk for variable remuneration. This 

policy has been and will be reviewed annually and, in any case, will also be reviewed when 

the assets under management reach EUR 5 billion or equivalent. 

7. The Fixed Remuneration Principles 

 

7.1 Considerations for specific categories of employee 

 Members of the Board of Directors of VAM GMC   

The members of the Board of Directors of VAM GMC are not entitled to any direct 

remuneration, with the exception of an annual lump sum which reflects market practices 

and is subject to periodic reviews. 

The achievement of certain performance targets at the level of the Funds does not influence 

the fixed remuneration paid to Board members in respect of their performance of this 

activity. 

 Conducting Officers  

The Conducting Officers are entitled to direct remuneration by VAM GMC that is market 

competitive in order to align individual awards with client and shareholder success and the 

business strategy, objectives values and interests of VAM GMC, the UCITS and their 

investors and avoid conflicts of interest. 

The achievement of certain performance targets at the level of the Funds does not influence 

the fixed remuneration paid to the Conducting Officers.  
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 Risk-takers, Control Functions  

No Directors, Officers or other staff employed by VAM GMC are directly engaged in 

investment management activities. Staff engaged in control functions are compensated in 

accordance with the achievement of the objectives linked to their functions and their fixed 

remuneration is independent of the performance of the business areas that they control. 

7.2 Specific Pay-Out Provisions 

VAM GMC has to maintain a sound financial situation and has to take into consideration any 

negative financial result and performance of VAM GMC and/or the Funds. 

Ex post risk adjustments shall always be performance or risk related. They shall respond to 

the actual risk outcomes or changes to persisting risks, business line or staff’s activities of 

VAM GMC.  

Should a malus or clawback adjustment be decided by the Board of Directors, VAM GMC 

shall analyse whether risks have been omitted or underestimated, new risks were 

identified or unexpected losses occurred. 

Malus Clause 

Variable remuneration is awarded to Identified Staff based on their performance and on 

the premise that he/she has been fully compliant with the regulatory framework and 

internal procedures of VAM GMC.  

In the event of inappropriate behaviour of the employee, such as harassment or failure to 

comply with the Code of Ethics and Standards of Conduct of VAM GMC, or, in any case, a 

clear misalignment with the values of VAM Global Management Company, VAM GMC may 

consider a partial or total reduction of the bonus paid to the employee. Malus event must 

be defined as fraud, lack of capital, regulatory issues or liquidity or solvency breaches. 

In case VAM GMC needs to strengthen its financial situation, the Board of Directors can 

exceptionally decide to reduce or eliminate the Variable Remuneration to employees as 

appropriate. 

Clawback 

In certain circumstances as follows, VAM GMC’s Board of Directors can decide that an 

employee shall pay back the Variable Remuneration he/she received:  

• In case of established fraud or misleading information 

• Misbehaviour or serious error, such as breach of VAM GMC’s policies 

Adjustment and Cancellation 

Variable Remuneration, if any, shall be based on the employee’s actual working hours. 

Hence, if the employee has been absent from work or worked part-time during the relevant 

remuneration year, the Variable Remuneration is adjusted accordingly.  
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In the event an employee gives or receives notice of termination of his or her employment 

with VAM GMC, regardless of the reason hereof, before any Variable Remuneration has 

been paid out, the employee is not entitled to Variable Remuneration, except if the amount 

of Variable Remuneration for the preceding year and which is to be paid out to the 

employee, has been determined and communicated to the employee, prior to notice of 

termination. This shall apply also during the employee’s period of notice. 

8. Balance between Fixed and Variable Remuneration 

 

VAM GMC ensures that fixed and variable elements of remuneration are appropriately 

balanced and the fixed component represents a sufficiently high proportion of the total 

remuneration to allow the operation of a fully flexible policy on variable remuneration 

components, including the possibility to pay no variable remuneration component.  

Guaranteed variable remuneration is not granted.  

9. Yearly Performance Review 

 

VAM GMC ensures that where remuneration is performance-related:  

 

a) The total amount of remuneration is based on a combination of the assessment of the 

performance of:  

- the individual; 

- the business unit concerned; and 

- the overall results of VAM GMC. 

 

b) The assessment of performance is set in a multi-year framework appropriate to the 

holding period recommended to the investors; 

c) When assessing individual performance, financial as well as non-financial criteria are 

taken into account, and 

d) VAM GMC ensures that total Variable Remuneration does not limit VAM GMC’s ability 

to strengthen its capital base. 

10. Hiring a New Employee 

 

The individuals’ remuneration is in accordance with general market practices. If the 

remuneration is above the market, the difference should be explained by the experiences 

and the soft skills of the individuals. 
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11. Application of this Policy to Delegates 

 

VAM GMC appoints delegates for the activities of administration, internal control functions, 

investment management and marketing activities. For entities performing such activities, 

VAM GMC undertakes to ensure that the Remuneration Policy in place within such entities 

is at least equally as effective as those required by applicable law and regulation.  

In context of delegation, VAM GMC will ensure that, where applicable, the delegates are 

subject to equivalent regulatory requirements on remuneration that are equally as effective 

as the Luxembourg Law of 17 December 2010 modified by Law of 10 May 2016. 

12. Review 

 

Any decision made in relation to the remuneration of Identified Staff will be specifically 

documented.  

The implementation of the Remuneration Policy will be reviewed annually by the internal 

audit function of VAM GMC and its compliance with Luxembourg legal requirements and 

will also be reassessed regularly by the Compliance Officer of VAM GMC. Any finding or 

need for update identified by one of these functions will be directly reported to the Board 

for action. 

In the implementation and supervision of the Remuneration Policy, any event, 

circumstances or indication that may give rise to a potential risk of conflict of interest will 

be specifically addressed and the responses given to such situations specifically 

documented. This policy will also be subject to the principles enounced in the conflict of 

interest policy of VAM GMC. 

13. Disclosure 

 

 Disclosure in the Annual Report 

When the assets under management reach EUR 5 billion or equivalent the following 

disclosure in the Annual Report will be applicable. 

The Annual Report of VAM GMC shall indicate the way the Remuneration Policy is 

structured and applied. This Report shall include: 

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

remuneration paid by VAM GMC and by the investment company to its staff, and the 

number of beneficiaries, and, where relevant, any amount paid directly by the UCITS itself, 

including any performance fee; 
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• The aggregate amount of remuneration broken down by categories of employees or other 

members of staff of VAM GMC whose actions have a material impact on the risk profile of 

the UCITS; 

• A description of how the remuneration and benefits have been calculated; 

• The outcome of the reviews of the Remuneration Policy, including any irregularities that 

have occurred; and 

• Material changes to the Remuneration Policy.  

The information is disclosed in the Annual Report of the relevant Funds. It is to be noted 

that all the aforementioned information shall only be disclosed for the accounting period of 

the considered year. 

For confidentiality reasons, the information must be published in such a manner that the 

economic conditions of individuals are not revealed. 

 

 Disclosure to the Employees 

 

VAM GMC shall inform the relevant personnel of this policy, and any change thereto. 

He/she shall also inform in advance those staff members of the criteria that will be used to 

determine their remuneration.  

14. Reporting 

 

If there is any change on the Remuneration Policy, VAM GMC needs to inform the CSSF of 

those changes and explain the reasons. 

VAM GMC must inform the CSSF that it has implemented a proportionate approach to 

compliance with a remuneration principle and explain the reasons for it. 

15. Effective date 

 

This policy has been approved on 19 November 2019 by the Board of Directors of VAM 

GMC. 

VAM GMC reserves the right to amend this procedure from time to time if circumstances 

(e.g. changes to legislation and regulations or progressive insight) make this necessary. 

 

 

 

 


