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Drivers of our remuneration strategy
(1/3)

Fostering 

sustainable value
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Drivers of our remuneration strategy
(2/3)

Generating results, 

sharing success

CEO Pay Mix
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Drivers of our remuneration strategy
(3/3)
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Transparency and 

long-term engagement CEO pay ratio



Acting on COVID-19 

Business continuity while 

protecting our people 

Make all the best efforts to keep 
factories running, but strongly 

increasing hygiene and 
prevention measures for non 

desk and desk workers in every 
site and plant

Minimize social impact 
of lockdown and slowdown of 

business activities

No redundancies, 
Protection of base 

salary income

• Social distancing, no aggregation activities
• Physical distance of 1.5 meters, extensive use of 

smart-working 
• Protective personal equipment 
• Intensified cleaning and sanitization measures
• Tracking the line of potential COVID-19 cases in 

order to isolate individuals

• Temporary layoffs, social welfare 
plans

• Use of paid holidays, paid time off
• “bank of hours” and similar type of  

temporary flexibility
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Increased cost 
management discipline

Reassessment of CapEx

• CEO and his top team to invest half of their STIs for 
year 2019 in company shares as a sign of 
commitment and confidence in the recovery from 
the pandemic-related crisis and in long-term 
growth perspective



2020 Annual Incentive Plan 
MBO
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2020 Guidance
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LTI Plan 2020-2022 
Structure
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LTI Plan 2020-2022 
Drivers 

• Simplification and alignment with market best practices 

• Sustainability of performance over time

• Greater participation in long term value creation via 

extending equity-based remuneration to a broader group of 
managers & professionals

• Retention lever to support post-merger integration, especially 

in some competitive regions

Truly global reach

Enhancing 
gender mix 

≈20% women

among participants

vs 12% female 

executives today

vs 16% women 

in former LTIP
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Performance Share

Conditional grant of free shares upon achieving performance conditions 

of annual base 
salary, per year

Max 1,5x
Target 1,0x

Grant size CEO
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The potential impacts of 
Covid-19 pandemic are not 
factored in the 3-years 
performance ranges. The 
company does not intend to 
review performance ranges 
to incorporate such potential 
impacts.  The Remuneration 
Committee will assess at the 
end of the 3-years 
performance period how to 
possibly take into account 
such impacts of 
extraordinary and 
exogeneous nature on the 
results achieved; full 
disclosure in this respect will 
be given to the market



ESG and TSR Targets
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RemCo discretion in 
assessing overall 
performance achieved, full 
transparency will be given to 
the market of assessment 
made

Best 3 companies
full award vests

Middle 3 companies 
portion of award vests

Worst 3 companies
no award vests

TSR measured relative to industry peers and global 

industrial players: Belden, Corning, Leoni, Nexans, 

NKT, Rexel,  Siemens, ABB plus Eurostoxx 600 IG&S 

(as part of the peer group)



Deferral up to 2023

50% of 

vested bonus 
is paid in cash 
annually

Deferred Share

Vested for 
performance

Deferral into shares of 50% of 2020, 2021 and 2022 vested annual bonus

of annual base salary, 
per year
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Malus / Claw back50% of 

vested bonus 
is deferred in 
shares

Share price 
to determine 
the 
conversion 
of cash to 
deferred 
shares is set 
each year 
(90 days prior 
AGM)

0.5 matching shares 

for each deferred share

vested deferred shares 
are delivered

Leveraged for retention

Conditional upon 
achieving target ESG 

performance (as 
measured for PS); 

applied for at least CEO 
and ≈40 Top Managers

CEO

Max 1,0x

Tgt 0,67x

Annual Bonus
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