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1. GENERAL PRINCIPLES 

 
This remuneration policy (Remuneration Policy) has been adjusted to comply with Law 4416/2016 

(Government Gazette 160/A/6.9.2016) which transposed Directive 2014/91/EU 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 into Greek law; Directive 2009/65/EC having been transposed by Law 4099/2012. 

  
The Remuneration Policy: 

 Accords with the values, business strategy, objectives and general long-term interests of the Company, 

the UCITS it manages and unitholders. 

 Promotes proper and effective risk management, while discouraging the assumption of excessive risks 

which are incompatible with the Company’s risk profile, the fund rules or instruments of incorporation of 

the UCITS it manages, and which could negatively impact on their capital adequacy. 

 Prevents conflicts of interest arising which would be detrimental to proper, prudent and sound risk 

management, and does not impede the Company’s duty to act in the interests of the UCITS and 

unitholders.  

 Is related, in the context of the principle of proportionality, with the risks and responsibilities staff 

assume and manage.  

 It is in line with:  

 the size and internal organisation of the Company and   

 the nature, scale and complexity of the Company’s operations.  

 It seeks to bring Company remuneration into line with its profitability, the risks assumed and its capital 

adequacy, and to maximise returns, while also seeks to attract and retain exceptionally capable staff 

skilled in their field/area of expertise, in compliance with the applicable regulatory framework and 

internal transparency requirements. 

 It is also in line with the provisions of the law and regulatory framework put in place by the regulatory 

authorities, as in force from time to time and European Securities and Markets Authority (ESMA) 

Guidelines No. 14/10/2016/575 on sound remuneration policies under the UCITS Directive (the 

Guidelines). 

 

The Remuneration Policy applies to the staff the Company employs (whether under an employment contract 

or independent work relationship) and more specifically: 

 The members of the Company’s Board of Directors;  

 Senior management executives; 
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 Executives; 

 Staff performing audit duties;   

 Staff assuming risks;   

 UCITS managers (for institutional and retail clients);  

 Any other employee who receives overall pay which puts him on the same pay grade as senior 

management executives and   

 Persons who assume risks whose professional activities have a material impact on the risk profile of the 

Company or the UCITS the Company manages.  

 

2. STAKEHOLDERS 

 

The Company’s Board of Directors adopts, approves and periodically (at least annually) re-examines and 

reviews the Remuneration Policy’s general principles and is responsible for implementing the policy. Those 

duties are only assigned to members of the Company’s Board who do not perform executive functions and 

have experience with risk management and Remuneration Policies. The Board directly oversees the 

remuneration of executives in the Company’s risk management and compliance departments.  

 
At Alpha Bank Group level (since the Company is a member of that Group) there is a Remuneration 

Committee. The line-up and functions details of the Committee are available in Alpha Bank website 

(http://www.alpha.gr/page/default.asp?id=4&la=2). Adopting the Guidelines, the Company has not set up its 

own Remuneration Committee, instead the Group Remuneration Committee expresses an expert, independent 

view on the Company’s Remuneration Policy in a prudent, objective manner, taking into account the interests 

of Shareholders, investors, and other stakeholders.  

 

3. STRUCTURE OF THE REMUNERATION SYSTEM – PRINCIPLES USED IN DETERMINING 
AND IMPLEMENTING THE REMUNERATION POLICY   

 

For the purposes of this Remuneration Policy, remuneration means any type of payment or benefits paid by 

the Company, any amount paid directly by the UCITS, including performance pay, and any transfer of units or 

shares in UCITS for the benefit of the persons identified in point (1) above, as consideration for services they 

offer the Company. 

 
Remuneration can be further divided into: 

 Fixed remuneration or salaries (otherwise known as ‘fixed components’) 

 Variable remuneration (otherwise known as ‘variable components’). 

 

http://www.alpha.gr/page/default.asp?id=4&la=2
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(the Company does not pay optional pension benefits). 

 

The aim is to ensure that the ratio between fixed and variable components of overall Remuneration: 

 Motivates staff to achieve targets. 

 Is flexible, tailored to reflect market conditions. 

 Is farsighted, taking into account both present and future risks. 

 Prudential, foreseeing any possible deferments, adjustments, future non-payments or returns of 

variable remuneration. 

The priority is to strike a balance between the fixed and variable components of remuneration, to ensure we 

remain competitive in the market, while also minimising the risk assumed. 

 
Fixed remuneration   

The annual salary is initially set based on Collective Labour Agreements, where applicable, or the statutorily 

mandated minimum pay nationwide. 

Employees’ fixed remuneration needs to be competitive so that it is possible to attract and retain individuals 

with the right mix of skills and abilities that the company needs. Maintaining competitiveness can be ensured 

by monitoring the level of remuneration offered by other companies operating in the Company’s sector. This is 

done using surveys. Other than the importance of job position in setting the level of annual remuneration for 

any given individual, regard is also had to the educational background, the employee’s experience and the 

level of responsibility assumed.  

Moreover, in addition to individual annual remuneration, the Company also pays additional benefits which are 

assessed and reviewed annually, and can be withdrawn; these are not tied into the employee’s performance 

or that of his unit, but to his job position. These can be divided into: 

 Benefits for specific job positions (such as use of company credit cards, a company car, mobile phone, 

travel expenses, etc.).  

 Benefits given to all company employees and members of their families in some cases (such as hospital 

and outpatient care, diagnostic tests, etc.). 

 

Variable remuneration  

Variable remuneration is optional, can be provided as a reward for employee performance based on pre-

defined qualitative and quantitative targets and criteria, in line with the annual assessment process the 

Company implements, such pay is tied into how the individual, the unit he works in or the Group perform, and 

to the company’s long-term business goals. Benefits of this kind can be associated with cash payments or 

shares depending on the policy adopted and the points below. 

 

Subject to the legal structure of the UCITS and its rules or instruments of incorporation, a substantial portion, 

and in any event at least 50%, of any variable remuneration consists of units or shares of the UCITS 
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concerned, equivalent ownership interests, or share-linked instruments or equivalent non-cash instruments 

with equally effective incentives as any of the instruments referred to in this point, unless the management of 

UCITS accounts for less than 50% of the total portfolio managed by the Company, in which case the minimum 

of 50% does not apply.  

The instruments referred to in this point shall be subject to the retention period the Company applies to 

unitholders of the UCITS it manages, to align employee incentives with the interests of the Company and the 

UCITS that it manages and the unitholders in such UCITS.  

 

(note that guaranteed variable remuneration is the exception and only applies when new staff are recruited 

and is limited to the first year during which such persons are employed).  

 
Payment of a substantial portion, and in any event at least 40%, of variable remuneration is deferred over a 

period which is appropriate (at least 3 years) in view of the holding period recommended to unitholders of the 

UCITS concerned, and its correctly aligned to the nature of the risks of the UCITS in question. Variable 

remuneration payable under deferral arrangements is payable on a pro-rata basis during that period. In the 

case of variable remuneration of a particularly high amount, at least 60% of the amount shall be deferred.  

 
Variable remuneration, including the deferred portion in accordance with the above, is paid or vests only if it is 

sustainable according to the financial situation of the management company as a whole, and justified 

according to the performance of the business unit, the UCITS and the individual concerned. 

 
The total variable remuneration shall generally be considerably contracted where subdued or negative 

financial performance of the company or of the UCITS concerned occurs, taking into account both current 

compensation and reductions in payouts of amounts previously earned, including through malus or clawback 

arrangements.  

 

Variable remuneration is not paid through vehicles or methods that facilitate the avoidance of the 

requirements laid down in the applicable legislation or regulatory decisions.  

The assessment of performance is set in a multi-year framework appropriate to the holding period 

recommended to the unitholders of the UCITS managed by the Company in order to ensure that the 

assessment process is based on the longer-term performance of the UCITS and its investment risks and that 

the actual payment of performance-based components of remuneration is spread over the same period. 

  

Note that assessment of employees who perform audit functions, which is carried out for variable 

remuneration purposes, is not tied into the performance of the business units they audit, instead they are 

remunerated based on whether or not the targets associated with their own duties have been achieved or not.  

Finally, staff are required to undertake not to use personal hedging strategies or remuneration- and liability-
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related insurance to undermine the risk alignment effects embedded in the Remuneration Policy and the 

remuneration arrangements which are implemented.  

 

4. REVIEW – ASSESSMENT OF REMUNERATION POLICY  
 

In addition to review by the Company’s Board of Directors in accordance with point 2 above, implementation 

of the Remuneration Policy is also subject to central, independent internal auditing at least once a year to 

check that it complies with the remuneration policies and procedures which have been approved. 

 
Subject to that, the Remuneration Policy methodology used and results achieved are reviewed whenever there 

is a major need for that, such as following wide-scale organisational changes, shifts in economic 

circumstances, etc. 

 

5. DISCLOSURE  
 

The Company publicly discloses information about the remuneration policy and practices it has adopted from 

time to time to both the external environment in which it operates (investors, unitholders), including the 

statutorily-mandated declaration of key investor information with details about the updated Remuneration 

Policy that applies from time to time, and to the internal environment (company staff).  

The relevant information is publicly disclosed in accordance with the proportionality principle, i.e. to the extent 

that it is suitable in relation to the nature, scale and complexity of the Company’s activities and the way in 

which the Company is organised, subject to the laws on confidentiality and protection of personal data which 

are in effect.  

 


