
 

 

  

Datum / Date  2014-01-17 

Ort / Place Leipzig 

Dokumentversion / Document Release 9.0 

 

   The English version is for informal use only 

Remuneration Report 2013 



 Remuneration Report 2013 ECC AG 

 

European Commodity Clearing AG | Copyright 2012 – All rights reserved  

2 

 

CONTENT 

  

CONTENT ....................................................................................................................................... 2 

1.  SALARY AND BONUS PAYMENTS IN 2013 ..................................................................... 3 

2. GENERAL REMUNERATION POLICY .............................................................................. 3 

3. MANAGING BOARD REMUNERATION POLICY .............................................................. 4 

4. FORM ................................................................................................................................ 5 

5. CONCLUSION ................................................................................................................... 5 

 

  



 Remuneration Report 2013 ECC AG 

 

European Commodity Clearing AG | Copyright 2012 – All rights reserved  

3 

 

 

1.  SALARY AND BONUS PAYMENTS IN 2013 

In 2013 wages and salaries amounted to EUR 2,652,315. EUR 807,162 of this sum were paid to 

members of the managing board. Bonus payments (included in the total amount) amounted to 

EUR 829,686 of which EUR 454,298 were paid to members of the managing board.  

 

2. GENERAL REMUNERATION POLICY 

The remuneration policy has a sound structure. It includes fixed and variable components as well 

as social benefits. Irrelevant of related position, a fixed annual salary is paid in 12 equal monthly 

installments. Additionally a target variable remuneration is paid, whereas financial corporate goals 

(EBT) as well as individual goals (regarding customers, processes and personal skills) are taken 

into account. The variable part of the remuneration is limited and hierarchically categorized as fol-

lows: 

 

‘Employee’ Position 

 Maximum two monthly salaries (plus overachievement of financial corporate goals) 

 25% of the variable payment is based on financial corporate goals (EBT) within a target 

band of 0-150%. 

 The remaining 75% are paid based on individual goals in the context of the respective posi-

tion within a target band of 0-100%. 

In the case of Compliance Department staff and of employees of the Risk Controlling Department, the bo-

nus payment is fully based on the attainment of individual aims and, as a result, it is independent of busi-

ness success. 

‘Head of’ and ‘Senior Expert’ Positions 

 Maximum 25% of the fixed annual salary (plus overachievement of financial corporate 

goals) 

 35% of the variable payment are based on financial corporate goals (EBT) within a target 

band of 0-150%. 

 The remaining 65% are paid based on individual goals in the context of the respective posi-

tion within a target band of 0-100%. 

 

‘Director‘ Positions 

 Maximum 35% of the fixed annual salary (plus overachievement of financial corporate 

goals) 

 50% of the variable payment is based on financial corporate goals (EBT) within a target 

band of 0-150%. 
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 The remaining 50% are paid based on individual goals in the context of the respective posi-

tion within a target band of 0-100%. 

Additionally, social benefits include yearly payments to the corporate pension scheme (€ 1,800), 

contributions to capital formation (€ 480), meal allowances (€ 558) and a further grant (€ 300) 

which can either be used for health club membership or public transport. 

The remuneration policy for employees has been laid down by the managing board and approved 

by the supervisory board. In the context of the yearly remuneration review the remuneration policy 

and its adequacy is being reviewed. The managing board informs the supervisory board about any 

changes to the remuneration policy on an annual basis. This update is provided in the supervisory 

board meeting, in which the mid-term financial plan for the following year is decided upon, as per-

sonnel budgeting is part of the mid-term planning. 

The supervisory board was last informed about the remuneration policy on 11 December 2011. 

Furthermore, the chairperson of the supervisory board is entitled to request the respective infor-

mation from the management at any time.  

 

3.  MANAGING BOARD REMUNERATION POLICY 

The supervisory board lays down the remuneration policy for the managing board. The remunera-

tion policy is regularly reviewed in the supervisory board meeting in the context of (re)appointments 

of members of the managing board. The remuneration policy for the managing board was last re-

viewed on 19 October 2013 in the context of the re-appointment of Iris Weidinger and Peter Reitz. 

The compliance of the remuneration policy with the strategic targets of ECC is thereby taken into 

account.  

The remuneration managing board members receive for their professional activities for ECC is de-

fined in the employment contract. The contract and any amendments thereto must be in writing.  

In line with the remuneration policy of normal employees, the remuneration of managing board 

members consists of fixed and variable components and social benefits.  

The fixed annual salary is paid in 12 equal monthly installments. Additionally a target-related varia-

ble remuneration is paid. This variable payment takes into account the long-term corporate perfor-

mance (30%), annual financial corporate goals (30%) and divisional goals (40%). The variable 

payment is limited to 67-134% of the fixed annual salary. The calculation basis of the variable 

payment stretches over multiple years. Upper and lower limits are defined by the supervisory 

board. The calculation of the annual bonus payment is based on the degree of achievement of the 

respective goals, whereas the degree of achievement is limited to 0-150%. Based on the individual 

contract, a variable payment linked to the full achievement of agreed goals is paid according to the 

degree of achievement of the respective goal.  

Moreover, to support the long-term development of the corporation, a long-term incentive is grant-

ed (LTI) based on a calculation basis of three years. In case of an overachievement of the 

planned-EBT according to the mid-term plan, a managing board member is entitled to achieve a 

payment of maximum 1.5% of the amount of overachievement of the planned-EBT, limited to EUR 

450,000.00 maximum annually. The sum is paid in three equal installments, of which one third is 

paid in the year of determination of the respective result, another third in the following year and the 

remaining third in the year thereafter.   
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A guaranteed variable remuneration may only be paid in the first year of appointment and is limited 

to max. one year.  

There are no entitlements to receive payments in the event of a termination of the professional ac-

tivity for ECC which are granted despite a negative individual contribution to the corporation.  
 
 

As part of social benefits, a contribution to the personal pension scheme may be granted to mem-

bers of the managing board based on the respective individual contract. Furthermore, members of 

the managing board may defer a portion of their remuneration into personal pension contributions 

and for participation in offers in the field of fringe benefits for the staff. 

 
 

4. FORM  

Members of the management board and employees are informed in writing about the applicable 

remuneration policy within their individual contract and the respective rules and regulations (Intra-

net / Employee-Guideline) 

 

5. CONCLUSION 

The remuneration policy creates no incentives for employees to take disproportionate risks. The 

remuneration policy is in line with the strategic aims of ECC.   
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