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main developments in the yeaR 2013

letteR to ouR shaReholdeRs

dear shareholders,

at the 2013 annual General meeting, the shareholders of Julius Baer 
Group ltd. did not approve the Julius Baer Remuneration Report for 2012. 
We understand their concerns and agree that the topic of compensation is 
both of economic and strategic importance to all of Julius Baer Group’s 
stakeholders. the Board of directors reacted swiftly to the outcome of the 
advisory “say-on-pay” vote and immediately initiated a revision of the 
compensation framework. it has been our aim to ensure that executive 
compensation is closely linked to corporate performance and to expand 
the content and detail of this Remuneration Report, so as to provide 
our stakeholders with all pertinent information regarding Julius Baer’s 
compensation schemes and to enable them fully to assess our compen-
sation philosophy and practices. 

after the annual General meeting we set about reviewing all the input we 
received from stakeholders on the subject of compensation, giving due 
regard to all applicable regulatory requirements. We were grateful for the 
highly constructive dialogue in which our stakeholders engaged with us. 
that dialogue has provided valuable input to our new framework. assisted 
by an independent outside advisor, the Compensation Committee rapidly 
set to work to develop a new compensation framework, which was approved 
by the Board of directors late last year. 

the Board of directors and the Compensation Committee wanted to 
ensure that the new framework was designed to: 

– attract and retain industry professionals who are dedicated to 
contributing value to Julius Baer Group, 

– foster risk awareness while ensuring full alignment to regulatory 
compliance, 

– incentivise management by rewarding past performance and by 
providing incentives for the creation of future shareholder value, and

– ensure that variable compensation is in line with current regulatory 
standards and market practice. 

Below you will find the key features of the new compensation framework for 
2013 and beyond. We believe that this new structure reflects the objectives 
listed above. please note that the annual Report (aR) comprises both 
the consolidated accounts of the Julius Baer Group and the stand-alone 
accounts of Julius Baer Group ltd. (the publicly listed parent company of 
the Julius Baer Group). for that reason, not all sections in this document 
are fully comparable with the aR as they may either apply to the stand-
alone accounts of Julius Baer Group ltd. only or the entire consolidated 
Julius Baer Group. the composition of the various bodies mentioned in this 
report can be found in the Corporate Governance section of the aR. 
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our compensation framework has been designed to comply with all relevant 
regulations and government requirements as well as with the guidelines 
issued by such respected non-governmental bodies as economiesuisse, the 
swiss business federation. it has also been our objective to reduce 
complexity wherever possible.

Key featuRes of the neW Compensation stRuCtuRe and 
main ChanGes in 2013

the key features of the revised Julius Baer compensation structure for 2013, 
which are described in more detail in this expanded and significantly revised 
Remuneration Report, include the following:

– With regard to the total compensation of the executive Board, we have 
(a) intensified the “pay-for-performance” link for all variable compen-
sation elements, (b) rebalanced the compensation pay mix, more closely 
aligning it with prevailing market practice based on detailed bench-
marking, and (c) implemented explicit caps on variable compensation.

– the new framework consists of a deferred Bonus plan (dBp) and an 
equity performance plan (epp). the dBp is a cash-based variable 
compensation plan, which is tied to a well-defined set of value drivers 
(measured on individual scorecards) that directly relate to value creation 
for Julius Baer. the new dBp has been implemented for the compen-
sation paid for 2013. the epp is an equity-based plan which is subject to 
the development of performance- and service-based vesting criteria. it 
cliff vests after three years and will be effective for grants made in 2014.

– Clearly defined caps have been established for executive Board 
compensation. for 2013, the total sum of variable compensation 
allocated to the members of the executive Board, including the Ceo, is 
capped at four times the total sum of the base salaries paid to the entire 
executive Board. the total sum of the dBp and the total sum of the epp 
allocated to the members of the executive Board, excluding the Ceo, 
are each capped at two times the total sum of the base salaries paid to 
those executive Board members (excluding the Ceo). additional caps 
have been implemented for the 2014 financial year. 

– the dBp is enhanced by a new cash-based deferral scheme with a lower 
entry barrier and higher percentages of deferral, and, more importantly, 
an extension of the deferral period from three to five years. as of 2013, 
depending upon the size of the individual award under the dBp, between 
20% and 50% of the dBp value is deferred, vesting in five equal annual 
instalments. all deferred amounts are subject to standard claw-back 
provisions.
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– any allocation of shares awarded under the epp is subject to the Key 
performance indicator (Kpi) targets being achieved at the end of the 
performance period. there are two Kpis: (1) “cumulative economic 
profit” (cep) defined for Julius Baer Group for the applicable three-year 
performance period, and (2) “relative total shareholder Return” (rtsR), 
which is measured against the stoxx europe 600 Banks index for 
the same three-year period. 

– as a result of the development of the performance-based vesting 
criteria, each of the Kpis, cep and rtsR (equally weighted and individually 
capped), contribute to the total value of the epp delivered at vesting. 
the maximum uplift of the epp is 50% of the number of performance 
units originally granted and is subject to full downside risk. 

– share ownership Guidelines have been introduced for the members of 
the Board of directors and of the executive Board to strengthen their 
commitment to Julius Baer.

We believe that the newly designed compensation framework is ideally 
suited to foster value generation for the long-term and that it addresses 
the concerns identified and raised by stakeholders last year. the com-
pensation landscape has and will evolve rapidly as market practice, regulatory 
and legal frameworks change. We will carefully observe all these develop-
ments and make the necessary changes as required to ensure that our 
compensation framework is considered correct, fair and adequate by all 
stakeholders. 

on behalf of the Board of directors

daniel J. sauter Gareth penny

Chairman Chairman of the Compensation Committee
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1 at the 2015 aGm and thereafter, final approval on the compensation of the Board of directors and of the executive Board will come from the shareholders.

Compensation recipient recommended by approved by

Chairman of the Board of directors Chairman of the  
Compensation Committee

Compensation Committee 

Board of directors members  
(excluding the Chairman)

Compensation Committee Board of directors

Ceo Chairman of the Board of directors  
and Chairman of the Compensation  
Committee

Board of directors

executive Board (excluding the Ceo) Ceo Compensation Committee
Regulated staff (e.g. Key Risk takers) executive Board Compensation Committee
high income earners executive Board Compensation Committee

Compensation GoveRnanCe

Compensation Committee 
authoRity and ResponsiBilities

Julius Baer operates a multi-tiered system of 
compensation governance which ensures that there 
are clear processes governing all aspects of 
compensation. the Board of directors sets the 

overall remuneration policy. it retains full respon-
sibility for and monitoring of all aspects of the 
compensation paid to the Board of directors and 
the executive Board. for each group of recipients, 
the following table shows the procedures for 
recommendations and decisions on compensation1: 

the Compensation Committee oversees the 
compensation of the executive Board members 
(including the Ceo) as well as that of all other 
Julius Baer employees. this includes reviewing 
and approving Julius Baer’s principles on total 
compensation and benefits and approving 
compensation policies relating to the Julius Baer 
Group as a whole, as well as any remuneration 
policies within the Julius Baer Group which are 
linked to the shares of the Company. the Com-
pensation Committee reviews on an annual basis 
whether the company has complied with these 
principles and policies and ensures that the relevant 
policies conform to national and international 
standards and regulations. 

to avoid any conflicts of interest, the Chairman of 
the Board, the Ceo and other members of the 
executive Board do not participate in those sessions 
of the Compensation Committee meetings which 

serve to discuss and determine their compensation. 
Where necessary, the Compensation Committee 
also collaborates with other Julius Baer Committees 
(e.g. the audit Committee, Chairman’s & Risk 
Committee) to evaluate overall corporate perfor-
mance and align compensation with such performance 
(as discussed in more detail within this report). 

the Compensation Committee is currently com-
posed of three members of the Board of directors: 
Gareth penny (Chairman), heinrich Baumann and 
leonhard fischer. as described in the Corporate 
Governance section of the aR, these three 
individuals are experienced Board members who 
have a broad range of expertise in the industry as 
well as in matters of governance. 

the following table shows the meetings held by the 
Compensation Committee in 2013 and the 
Committee members attending each meeting:
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 January  april  June  1 september  november  1 december
Gareth penny x  x  x  x  x  x
heinrich Baumann x  x  x  x  x  x
leonhard h. fischer x  x  x  x  x  x
     

1 meeting by teleconference 

BenChmaRKs and exteRnal advisoRs

the Compensation Committee, in coordination 
with external advisors, undertook to review the 
compensation of the Board of directors and the 
executive Board in light of current market practice. 
to that end, the Compensation Committee 
obtained detailed benchmarking data relating to 
the structure and level of pay at a broad range of 
companies within the swiss market index (smi), 
the swiss market index mid-Cap (smim) and other 
european financial-industry peers. 

Based on this analysis, and taking into account the 
opportunities and challenges that lie ahead for 
the Board of directors and the executive Board 
of Julius Baer, the Compensation Committee 
determined that the most relevant peer group for 
the purposes of compensation comparison is the 
smi. While many of these companies operate in 
other industries than Julius Baer, Julius Baer Group 
ltd. has been a member of the smi since the year 
2000 and smi companies can therefore be seen as 
the most appropriate benchmark, since it is against 
them that Julius Baer primarily competes when 
seeking to recruit managerial talent. Within the smi, 
additional analysis was carried out to identify how 
Julius Baer should be positioned with regard to 
overall compensation levels and structure relative 
to its smi peers. it was determined that, based on 
market capitalisation and the complexity of the 
industry in which Julius Baer operates, a long-term 
positioning between the lower quartile and the 
median in the smi was appropriate.

Based on this peer group positioning, an analysis 
was performed looking at structure and level of 
compensation within the Board of directors and 
the executive Board separately relative to market 
practice. With regard to the Board of directors, the 
elements of the pay mix (cash and equity-based 
compensation) were determined to be in line with 

market practice in the peer group. market practice 
generally supports the use of these compensation 
elements for members of the Board of directors. 
the existing level of pay for the members of the 
Board of directors was also deemed to be in line 
with the peer group as compensation payments 
made to them were between the lower quartile and 
median levels within the smi. 

in the case of the executive Board, it was 
determined that, although the level and elements 
of executive Board total compensation were 
appropriate, the distribution of their pay mix 
was not in line with market practice within the 
aforementioned peer group. the Compensation 
Committee, therefore, began to adjust the pay 
mix, with an even stronger focus on equity-based 
long-term performance-linked compensation. 
further details of this recalibration can be found in 
the sections on executive Board compensation 
below. 

in 2013, the Compensation Committee engaged 
pricewaterhouseCoopers aG (pwC) to provide 
independent advice and assistance on the design 
of the new compensation model (including assis-
tance with designing the key parameters of the 
compensation landscape and benchmarking the 
compensation paid to the Board of directors and 
the executive Board compensation) and on general 
compensation-related issues. hostettler, Kramarsch 
& partner (hkp///) was engaged to provide assis-
tance with shaping the strategic positioning of the 
Julius Baer compensation model including an 
assessment of the performance sensitivity and risk 
alignment of the new equity-based compensation 
scheme. during the year, towers Watson and 
mclagan provided compensation survey data that 
were utilised internally by Julius Baer Group for 
benchmarking purposes. pwC, linklaters llp and 
mercer llC were also engaged to assist with various 
compensation- and benefits-related issues arising 
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from the integration of Bank of america merrill 
lynch’s international Wealth management (iWm) 
business outside the us. of these aforementioned 
advisors, pwC and linklaters llp also have 
other mandates within Julius Baer outside of the 
Compensation and Benefits department of 
Julius Baer Group.

system RedesiGn and CyCle

the year 2013 was unusual in the sense that a 
complete overhaul of the compensation system 
was carried out. While a full change of the com-
pensation system is expected to be a rare event, the 
Board of directors conducts an annual review of the 
compensation and share-ownership programmes, 
based on internal considerations as well as in light of 
feedback received from stakeholders. this ensures 
that the principles and policies are operating as they 
are intended to and that all policies are compliant 
with national and international regulations and 
standards. Where needed, adjustments are and 
will be made. 

the current and future Julius Baer compensation 
structure has been designed to be applied on an 
annual basis. the cash-based variable compensation 
(awarded under the new dBp), which is designed 
to reward performance for the prior financial year, 
is awarded annually in the first quarter of each 
year following the relevant performance period. 
depending on its amount, this cash-based variable 
compensation may either be paid out in full upon 
allocation or a portion may be deferred over a 
five-year period. similarly, the equity-based variable 
compensation (awarded under the new epp), which 
is designed to incentivise individuals for future 
performance through performance-based awards, 
is awarded on an annual basis in the first quarter of 
each year. the epp performance period is fixed at 
three years, starting on January 1 of the year of the 
award and ending on december 31 of the third year. 
although occasional one-off compensation awards 
have been made during the year to new employees 
and potentially in other special compensation 
circumstances, Julius Baer’s global policy generally 
comprises one annual performance review and one 
annual variable compensation allocation to all 
employees (including executive Board members). 

Guidelines on shaRe oWneRship 

as part of the review of the total compensation 
system, Julius Baer Group will, as of 2014, intro-
duce minimum shareholding requirements for the 
members of the Board of directors and of the 
executive Board. the goal of the share-ownership 
guidelines is to further strengthen the alignment 
of management’s interests with those of the 
shareholders through considerable equity holding 
requirements.

individuals affected by these share-ownership 
guidelines will be given three full calendar years 
during which they will be required to build up their 
Julius Baer shareholdings. When calculating the 
total shareholdings of the affected population, the 
Board of directors decided to take account only of 
the vested shares beneficially owned by the 
applicable individuals. 

this acquisition period for members of the Board 
of directors will start at the time the Board members 
are elected or re-elected to the Board of directors 
(i.e. immediately following the 2014 annual 
General meeting). the acquisition period for current 
members of the executive Board will begin on 
1 January 2014 with the objective of the minimum 
required holding level being reached by year-end 
2016. any individuals joining the executive Board 
in the future will be given the same three-full-
calendar-year period to reach the respective share 
ownership minimums.

additional details of the specific share-ownership 
requirements for the members of the Board of 
directors and of the executive Board, respectively, 
are described in more detail in the “Guidelines on 
share ownership” sections of this report for Board of 
directors and executive Board members.

ReGulatoRy ConsideRations

the year 2013 was a year of development and 
change as far as compensation is concerned. as 
part of the Julius Baer compensation restructuring, 
steps were taken to ensure that the compensation 
structure is in line with the evolving applicable swiss 
rules and regulations and that the company 
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2 the system has been changed for 2013. thus, the elements previously in place are not reported again here.

continues to develop a more global approach to its 
compensation structure across all locations in which 
it operates.

one significant development is the swiss elec-
torate’s adoption, in march 2013, of the proposed 
“ordinance against excessive compensation in listed 
companies” (“verordnung gegen die übermässige 
vergütung bei börsenkotierten aktien gesell-
schaften”), whose final text was published by the 
federal Council in november 2013 and which came 
into effect on 1 January 2014. amongst other new 
legal provisions a binding say-on-pay vote will be 
required under this new legislation as of the financial 
year 2015. Julius Baer considers that it is well-
prepared to implement all the requirements of the 
new legislation. 

as a swiss company, Julius Baer sought to ensure 
that its new compensation framework was in line 
with finma regulations. however, as a global 

organisation, it also gave consideration to new 
global regulations which are either being drafted or 
have already entered the statute books and are due 
to become effective in the near future in the 
locations in which Julius Baer operates. Julius Baer 
is committed to continuing to monitor these 
developments in the future.

a consultative vote on the Remuneration Report is 
again scheduled for the annual General meeting in 
april 2014. the Board of directors is interested in 
hearing shareholders’ opinions on an on-going basis. 
the Board of directors recognises that the binding 
say-on-pay vote, which will become mandatory from 
2015 onwards, is a meaningful tool for shareholders 
only to the extent that it enables them to interpret 
the compensation numbers on which they are 
voting. this Remuneration Report aims to assist 
shareholders in that task. 

Compensation elements2

BoaRd of diReCtoRs

this section provides details of the compensation 
system for members of the Board of directors. 
the concrete figures for 2013 are presented in the 
“Compensation, loans and share holdings of the 
Board of directors” section of this Remuneration 
Report.

Key elements of Board of Directors compensation 
this section summarises the main features of the 
compensation system for the members of the Board 
of directors. its three key elements are:

1. simple structure: under the annual compensation 
structure, the members of the Board of directors 
are entitled to receive only base compensation, 
paid in cash and in shares, which is not linked to 
performance. 

2. share awards: as of 2014, all share-based grants 
made to members of the Board of directors as 
part of their annual compensation will be based 
on the value of the shares granted (as opposed 
to historically based grants of a fixed number 
of shares).

3. share-ownership guidelines: as of 2014, all 
mem bers of the Board of directors will be 
required to hold a specific number of vested 
Julius Baer shares (subject to a three-year 
build-up period) which the Board of directors 
believes will strengthen the ownership mentality 
and ensure the alignment of Board of directors 
decisions with the interests of our shareholders. 

the following subsections discuss each element in 
more detail. 
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Board member share ownership requirement
(in vested Julius Baer Group shares)

Chairman of the Board of directors 25,000 shares
members of the Board of directors (excluding the Chairman)  7,500 shares

Compensation
members of the Julius Baer Board of directors 
(including the Chairman) are typically only entitled 
to base compensation on an annual basis. Base 
compensation is paid in a combination of cash and 
shares. Compensation amounts paid to members 
of the Board of directors are not linked to 
performance; however, in order to align their 
compensation with the interests of our share-
holders and the overall firm, a portion of the base 
compensation is paid in the form of shares. 

Generally, the cash element is paid in december 
each year; the Chairman receives the cash element 
on a quarterly basis. 

at the beginning of each term, share-based 
compensation is determined on the basis of a fixed 
total-compensation value. this means that it is the 
value of the shares to be granted, rather than the 
actual number of shares, which is fixed. the number 
of shares which is then granted is calculated on the 
basis of the volume-weighted average price of the 
Julius Baer Group on the swiss stock exchange 
during a period of approximately five trading days. 
this share-based compensation takes the form of a 
promise to deliver shares at a future date subject to 

a service-based vesting period. in 2013, the grant 
made to members of the Board of directors was 
subject to a one-year service-based vesting period 
followed by a two-year post-vesting blocking period. 
the Chairman received one grant with a three-
year, pro rata service-based vesting period. shares 
granted to the other members of the Board of 
directors are subject to a forfeiture clause, under 
which the shares will only vest if the Board member 
concerned fulfils the entire term for which he/she 
has been elected or re-elected. no forfeiture is 
applied in cases where Board members either do not 
stand for re-election when their term ends or where 
they stand but are not re-elected. 

in order to avoid any conflicts of interest, members 
of the Board of directors do not benefit from 
preferential conditions for mortgages or loans. 
they do, however, benefit from preferential staff 
conditions for transactions (e.g. in securities) 
executed in-house. 

Guidelines on share ownership 
starting in 2014 the members of the Board of 
directors will be required to build up their total 
vested shareholdings until they reach the 
following levels: 

the members of the Board of directors will have a 
period of three full calendar years starting from their 
initial election to the Board of directors to build up 
their Julius Baer shareholdings to the minimum 
required levels. the final measurement will be 
performed on the 31 december of the third calendar 
year following the Board member’s election to the 
Julius Baer Board of directors. under these rules, 
existing Board members will be required to build up 
the aforementioned Julius Baer share holdings by 
31 december 2017 (i.e. at the end of the third 
calendar year following their election or re-election 
to the Julius Baer Board of directors at the 2014 

annual General meeting). if the above shareholding 
requirements are not reached by the measurement 
date, 50% of the shares vesting from the individual’s 
equity-based compensation grant will be held back 
until the defined level of shareholding has been 
reached. 

Consequences of leaving Julius Baer
none of the members of the Board of directors has 
any contract with Julius Baer providing for benefits 
upon termination of their term of office on the Board 
of directors. Based on the Julius Baer equity plans, 
any unvested share awards would be forfeited if the 
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3 for the purposes of this section, unless specifically noted otherwise, the executive Board includes the Ceo.

Board member does not complete the full term 
of office for the applicable year. special provisions 
apply to the Chairman, who can, at the time of 
resignation from the Board (or failure to be re-
elected) decide between (i) having all his unvested 
shares vest immediately with immediate release 
from blocking; and (ii) adhering to the original 
vesting schedule of three annual instalments. no 
Board members are entitled to participate in any 
performance-related cash or share programmes 
within Julius Baer.

exeCutive BoaRd

this section provides details of the compensation 
system for members of the executive Board. the 
concrete figures for 2013 are presented in the 
“Compensation, loans and share holdings of the 
executive Board” section of this Remuneration 
Report. 

Key elements of executive Board3 compensation
this section summarises the main features of the 
compensation system for the executive Board. its 
key elements are:

1. simple and transparent structure: total 
compensation consists of three elements: base 
salary in cash, a cash-based variable compen-
sation element (delivered under the dBp), and 
a long-term, performance-based equity-incentive 
element (epp). 

2. explicit link to value drivers (internal view) and 
share price performance (external view): the dBp 
is based on internal measures of historical 
performance that Julius Baer regards as being 

closely related to the long-term value of the 
company. the epp uses a system of performance 
units linked to two Kpis, relative total share-
holder Return (rtsR) and cumulative economic 
profit (cep), thus aligning managerial compen-
sation to the external view of the market and 
aiming to incentivise value generation over and 
above what shareholders would be able to 
achieve with their capital in other investments 
with a similar risk profile as implied by Julius Baer’s 
Cost of Capital (CoC). the combination of the 
dBp and the epp induces the executive Board to 
manage Julius Baer for sustainable long-term 
shareholder-value creation.

3. Clearly defined caps on compensation: for 2013, 
the total variable compensation paid to the entire 
executive Board shall not exceed four times the 
sum of its members’ aggregate base salaries. 
additional caps have been implemented for the 
2014 financial year.

4. increased compensation deferrals: Julius Baer 
has simultaneously decreased the deferral 
threshold and increased the rates of deferral 
within the cash-based variable compensation 
(through the dBp) as a means of ensuring that 
the core Julius Baer values are emulated and 
that employee conduct in all business activities 
complies with the required standards. 

5. share ownership guidelines: over a three-year 
period starting in 2014, all members of the 
executive Board will be required to build up and 
hold a specific number of vested Julius Baer 
shares. the purpose of these minimum share-
holding requirements is to foster alignment of 
the interests of executive Board members with 
those of our shareholders.
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Cash deferral with claw-back provisions

Illustrative example epp Grant & Bonus end of epp instrument/timing
  Cash payment performance period of payment

epp perf. period 
(subject to rtsr / cep)

vesting period with risk of forfeiture

1 subject to performance of Kpis; share allocation capped at 150% of performance units granted; share value at vesting dependent on market performance
2 deferrals from dBp range from 20–50% based on the level of the allocated Bonus

Compensation caps and total-compensation 
pay mix
in the course of the redesign of the overall 
Julius Baer compensation structure, the Compen-
sation Committee determined that it was important 
that the caps placed on the compensation paid to 
members of the executive Board be expressly 
defined and that the levels of their compensation 
be benchmarked. 

for 2013, as Julius Baer begins the transition to its 
new compensation structure, the Compensation 
Committee has set the following caps:

– the total sum of the variable compensation 
allocated to the entire executive Board 
(including the Ceo) is capped at four times the 
total sum of the base salaries paid to the 
executive Board for 2013.

– the total sum of dBp and the total sum of epp 
allocated to all members of the executive Board 
(excluding the Ceo) are each capped at two 
times the total sum of the base salaries paid 
to the executive Board (excluding the Ceo) 
for 2013.
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2014 targets and maximum Caps for executive Board 
(all caps as a multiple of Base salary)

target Cap

average exB Ceo average exB Ceo

total variable compensation (dBp / epp) 3.0 3.0 4.0 4.0
Cash-based variable compensation (dBp) – – 2.0 2.0
equity-based variable compensation (epp) – – 2.0 2.0

the Compensation Committee decided to apply the 
following defined caps as of 2014:

– the total sum of the variable compensation 
allocated to the members of the executive Board 
(including the Ceo) shall be targeted at three 
times but will be capped at four times the total 
sum of the base salaries paid to the entire 
executive Board.

– the total sum of the dBp and the total sum 
of epp allocated to all members of the executive 

Board (including the Ceo) will each be capped 
at two times the total sum of the base salaries 
paid to the entire executive Board.

– the total sum of the variable compensation 
allocated to the Ceo shall be targeted at three 
times but will be capped at four times the Ceo’s 
base salary.

– the total sum of the dBp and the total sum of 
the epp allocated to the Ceo will each be 
capped at two times the Ceo’s base salary.

in accordance with the decision that the calibration 
of the pay mix needed to be adjusted to be more in 
line with smi market practice, the Compensation 
Committee has endeavoured to begin rebalancing 
the pay mix. in particular, the peer group analysis 
(as described above in the ‘Benchmark and external 
advisor’ section of this Remuneration Report) has 
revealed to the Compensation Committee that the 
percentage of base salaries for the executive Board 
members relative to total compensation was below 
smi market practice. in addition, the Compensation 
Committee determined that a larger portion of 
total compensation should be delivered through a 
long-term, performance-based, equity-incentive 
vehicle which is linked directly to the future per-
formance of Julius Baer Group. 

Based on the benchmarking analysis, in 2013 the 
Compensation Committee began to recalibrate the 
pay mix by reducing the total percentage of dBp 
compensation for executive Board members and 
increasing the total percentage of their long-term 
performance-linked compensation relative to their 
total compensation. Base-salary levels have largely 
remained unchanged for 2013. the pay mix will 
continue to be reviewed by the Compensation 
Committee each year to reflect market practice.

overall variable compensation pool
the overall variable compensation pool is linked 
directly to the profitability of Julius Baer. the com -
pany maintains internal guidelines on the funding of 
the variable compensation pool which are directly 
linked to the annual adjusted net profit before 
variable compensation and taxes generated by the 
company (as measured by the audit Committee). 
adjusted net profit was selected as the appropriate 
baseline for the variable compensation pool funding 
as it is the underlying, sustainable operating profit of 
the business. it is an important metric which reflects 
the Group’s actual performance. in addition to the 
adjusted net profit, the Compensation Committee 
also takes other metrics into consideration when 
defining the final variable compensation pool. such 
factors as change and/or development of the cost/
income ratio, the pre-tax margin and net new money 
generation may all have an impact on the final 
variable compensation pool available for distribution. 
the adjusted net profit gives the Compensation 
Committee a clear indication of operating per-
formance and a reliable baseline for comparison of 
the year-on-year development of the Group.
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in the past five years, total variable compensation 
payments have not exceeded 30% of adjusted net 
profit before variable compensation and taxes; 
however, in 2013, the integration of Bank of america 
merrill lynch’s international Wealth management 
business outside the us resulted in Julius Baer 
marginally exceeding this historical pay-out 
percentage. the Board of directors and Com pen-
sation Committee reserve the right to increase or 
decrease the size of the overall variable compen-
sation pool to account for factors such as changes 
in company performance, extraordinary events, 
changes in staff headcount and corporate actions. 
in 2013, the Compensation Committee extensively 
reviewed the calculation of the overall variable 
compensation pool in light of the fact that Julius 
Baer was to exceed the historical pay-out maximum. 
the key factors contributing to the increased pool 
included the Group’s legal obligations under the 
terms and conditions of its acquisition of the inter-
national Wealth management business outside the 
us of Bank of america merrill lynch, which require 
the Group to maintain a certain continuation of 
historical compensation, and the Group’s staggered 
implementation of the synergies arising from the 
integration. Given the broad impact of the Bank of 
america merrill lynch international Wealth man-
agement acquisition in 2013, the Compensation 
Committee agreed to allow a higher percentage of 
adjusted net profit to be allocated into the overall 
variable compensation pool.

By using the above mechanism as a baseline for 
total compensation, the Company directly aligns 
variable compensation with the overall performance 
of Julius Baer. this performance-adjusted variable 
compensation pool is allocated across the various 
business units based on such factors as headcount, 
financial performance, significant achievements 
and contributions to adjusted net profit. 

the Board of directors has retained this funding 
mechanism following its restructuring of the 
compensation process because it provides a solid 
basis for ensuring that the total sum of actual 
variable compensation payments is aligned with 
overall corporate performance.

Base compensation
the Group’s salary framework is based on a 
functional model comprising ten function levels, 
each of which represents an increasing degree of 
job complexity. a salary band is assigned to each 
function level. this band defines the target base 
salary range for jobs assigned to the respective 
function level concerned. individual salaries are then 
determined within these salary bands taking market 
benchmarks into account. 

the Group does not apply general salary increases 
(unless required by local legislation). salary 
adjustments are made on an individual basis when 
employees are promoted to a new function level 
and/or based on the results of their annual personal 
assessment. 

for executive Board members, all base salary is 
paid in cash. the fixed salary represents a base 
compensation for the market value of the function. 
each executive Board member’s fixed base salary is 
determined individually, taking into consideration his 
or her role, tasks, responsibilities and experience. 

Cash-based variable compensation
the majority of permanent employees at Julius Baer 
Group are considered eligible for cash-based variable 
compensation. Generally, eligible permanent 
employees receive their variable compensation in a 
year-end bonus; however, executive Board members 
(plus selected regulated staff and/or nominated 
employees) are required to participate in the new 
deferred Bonus plan (dBp) described below. 
individual variable-compensation amounts depend 
on the formal year-end assessment of performance 
against a range of quantitative and qualitative 
objectives (e.g. adherence to compliance and 
regul atory standards and to Julius Baer Group 
policies and procedures) as well as competencies 
and behaviours. the dBp aims to ensure that its 
participants continue to manage Julius Baer for 
sustainable long-term shareholder-value creation, to 
emulate the Julius Baer values, and to carry out all 
business activities in a manner which is compliant 
with regulatory requirements. as a result, the 
amounts allocated to each individual are closely tied 
to variables that Julius Baer has identified to be 
value drivers for the company (through the 
individual’s scorecard). 
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Performance assessment
in the context of the allocation of the dBp, 
Julius Baer rewards executive Board members who 
contribute to enhancing value by employing investor 
capital efficiently while at the same time managing 
risks, adhering to regulatory requirements and 
meeting Julius Baer corporate-culture standards. 
although Julius Baer’s variable compensation 
scheme is discretionary, the final amounts allocated 
to its individual participants are based on a careful 
assessment of each individual’s attainment of a mix 
of specific quantitative and qualitative objectives. 
the most significant weight is allocated to 
quantitative objectives which support the alignment 
of managerial actions with shareholder interests. 
Qualitative objectives are also defined for each 
participant, in order to reflect the attainment of 
individual goals which, while not readily expressible 
in quantitative terms, nonetheless contribute to the 
overall success of Julius Baer.

on an annual basis, executive Board members are 
given clearly defined annual quantitative and 
qualitative goals for the relevant performance year. 

these are set out in an individual scorecard. in a 
typical year, an executive Board member will be set 
performance objectives in all four of the categories 
below (each of which will typically contain several 
goals). in the case of the Ceo, the performance 
objectives are defined and communicated by the 
Chairman of the Board of directors. in the case of 
the other executive Board members, the perfor-
mance objectives are defined and communicated 
by the Ceo. these key performance objectives are 
measured at year end, when the scorecard is 
discussed between the Chairman of the Board and 
the Ceo (in the case of the Ceo’s goals) and 
between the Ceo and the respective executive 
Board member (in all other cases). the scorecard’s 
results provide the basis for determining the final 
dBp allocation. all dBp recommendations are 
subject to approval by the Compensation Committee 
and, once approved, are then brought to the 
attention of the Board of directors whereby specific 
approval is requested from the Board of directors 
on the Ceo’s dBp award. 
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value Drivers1 Weighting2

(Ceo/exB)3
Description and performance objectives

Core objectives 30%/35% the core objectives vary by participant but can include such items as: 
Client-facing Units:
– Growth of assets under management 
– Growth of net new client assets 
– development of asset profitability 
– project targets
– Cost/income ratio
– Cost management
– attraction and retention of relationship managers
non-client-facing Units:
– strategic targets
– project targets
– Cost management
additional targets for Cro:
– specific Risk Kpis

integration  
objectives

30%/35% as the success of the Bank of america merrill lynch international Wealth  
management (iWm) integration is a high priority, explicit goals in this context  
cover key aspects such as:
– assets under management booked and reported 
– Cost/income ratio specific to the on-boarded locations
– ensuring smooth on-boarding of the iWm business (incl. cultural on-boarding) 

and implementing the required synergies 
Qualitative targets/ 
General objectives

30%/15% aspects of management that cannot be immediately quantified but that nonetheless 
contribute to long-term performance. for example:
– Regulatory awareness and compliance  

(e.g. tax transparency, suitability (mifid ii), and swiss finma regulations) 
– Risk framework development
– appropriate processes
– Conscious cost management
– adherence to regulations 
– awareness of data security
– management of relationship managers/employees
– succession management

personal goals 10%/15% to improve their contribution to firm value, goals are set that help the individual  
executive Board member to develop further and that will ultimately contribute to the 
success of Julius Baer.

1 the value drivers were defined and communicated at the beginning of 2013 and were not adjusted during the performance year for pending amendments  
to the compensation structure in the second half of 2013. these value drivers are reviewed and adjusted on an annual basis to account for changes in the 
corporate objectives as well as any regulatory changes.

2 as described earlier, the overall variable compensation pool available for dBp payments is determined by the overall profitability of the Group. as such, 
company-wide performance measures are also relevant for the dBp awarded. as a result, the dBp is always conditional on the size of the overall Bonus pool  
in a given year.

3 Weightings provided are an average across all executive Board members.

for the year 2013 the following value drivers 
and goals were included in the executive Board 
members’ individual scorecards:
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4 in the extreme, it is possible for an executive Board member to receive a maximum score on one of the four value-driver categories and a minimum score on 
the others. for example, an executive Board member who scores very highly (a++) on the core objectives, but underperforms on the integration objectives, 
personal goals, and qualitative targets/general objectives (B), would receive a final assessment below (a). 

rating Description performance objective achievement

a++ significantly exceeds goal >150%
a+ exceeds goal 120%–150%
a fully meets goal 100–119%
B goal achievement below expectation 50–99%
C does not meet goal at all <50%

for each of the value drivers listed above, each 
individual’s actual achievement is objectively 
determined in percentage terms. each individual’s 
performance is then assigned to one of the five 
categories below: 

for the purpose of determining the dBp awarded 
to each individual executive Board member, the 
scorecard value drivers listed above are considered 
in aggregate. Within each value driver category, the 
various performance objectives are equally 
weighted. 

the evaluation of the value drivers / performance 
objectives is carried out on an annual basis (with 
mid-year discussions of current year-to-date 
performance). the quantitative objectives are 
measured based on actual financial performance as 
reported by the Julius Baer Group’s finance and/or 
accounting department. for competitive reasons, 
it is not possible to disclose specific quantitative 
objectives for each of the above components. in the 
case of the qualitative objectives, the Chairman of 
the Board of directors recommends the rating for 
the Ceo, who in turn recommends the rating for 
the other members of executive Board. Julius Baer 
believes that a certain degree of qualitative 
evaluation with discretion is important to allow the 
Board of directors to set the overall tone of the 
compensation system in alignment with the core 
values of Julius Baer. in particular, the Board of 
directors can use this component as one facet of the 
disciplinary measures available to it in the event of 
violation of the cultural principles of Julius Baer.4

Based on each executive Board member’s 
achievements in each of these categories, a total 
achievement factor is calculated in accordance with 
the weightings set out above. this factor is utilised 
as a baseline in determining the dBp allocation (i.e. 
positive achievement of the originally defined goals 
will lead to a higher dBp whereas poor perfor-
mance will result in a lower dBp). these individual 
assessments mean that the overall pay mix awarded 
to individual executive Board members may differ 
from year to year, due to individual, divisional and/or 
Group performance, as well as overall individual 
responsibilities. the Board of directors reserves the 
right to make further adjustments to the dBp 
allocations based on Company performance (taking 
into consideration such factors as extraordinary 
events, changes in staff headcount, etc.). this 
adjustment for Company performance can be either 
positive or negative. it is fixed as a percentage each 
year and impacts all employee bonuses within the 
Julius Baer Group (i.e. it does not solely impact the 
executive Board). the Compensation Committee is 
responsible for ensuring that the total dBp paid to 
the executive Board members is compliant with 
the applicable compensation caps. 
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Payment mode and claw-backs
the full amount of the dBp is determined and 
awarded in the first quarter following the close of 
the relevant financial (i.e. calendar) year. although 
subject to deferral, it is considered as earned in the 
year the award is granted and, as such, it is reported 
under the accrual principle in the Remuneration 
Report for the performance year in which the award 
is earned. the dBp is paid in cash; however, where 
the dBp awarded exceeds the minimum threshold 
(Chf 125,000, or its local-currency equivalent) a 
portion is subject to a five-year deferral. during 
those five years, the deferred amount is paid out in 
five equal annual instalments. this new five-year 
deferral period compares to a three-year deferral 
period applied under the previous system. the 
deferral rates now applied are higher than those 
used in prior years and their level ranges from 20% 
to 50% depending on the amount of the award (see 
graph below). for a dBp amount at or above the 
minimum threshold, the five-year deferral rate starts 
at 20% of the award. for dBp amounts between the 

minimum threshold and Chf 1 million (or its local- 
currency equivalent), a sliding scale is applied, under 
which the deferral percentage increases linearly 
from 20% to 50%. dBp amounts of Chf 1 million 
(or its local-currency equivalent) or higher will 
remain subject to the maximum deferral rate of 
50%. amounts below the dBp minimum threshold 
are not subject to deferral.

this deferral promotes an even longer-term orien-
tation of the executives concerned. in addition, it 
allows Julius Baer to claw back dBp amounts in the 
event that severe compliance or financial issues 
(e.g. misrepresentation of variables on which the 
dBp award was based) were to arise or be discov-
ered later. the deferral element is not intended to 
function as a retention measure, since the executives 
are entitled to continue to receive the deferred 
amounts even after termination of employment. 
it is nevertheless an important element in the 
compensation package. 
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equity-based variable compensation
in designing the new compensation structure, one of 
the Compensation Committee’s key objectives was 
to create a robust long-term incentive mechanism. 

the epp is offered to executive Board members 
(plus selected regulated staff and/or nominated 
employees). it is not offered to members of the 
Board of directors. the epp is an equity plan 
which seeks to create a retention element for key 
employees and to link executive compensation to 
the performance of the entire Julius Baer Group (in 
contrast to the cash-based variable compensation 
which primarily measures individual achievements). 

General overview of the EPP
the epp is an annual rolling equity grant that 
awards performance units to eligible executives 
subject to service- and performance-based require-
ments. the epp is primarily focused on providing an 
award which reflects the value of the employee for 
the future success of the business and more closely 
links an individual’s compensation to his or her 
contribution to the future performance of Julius Baer 
Group. the goal of the epp is to incentivise 
participants in two ways: 

– first, by the nature of its construction, the 
ultimate value of the award to the participants 
fluctuates with the market value of Julius Baer 
shares. 

– second, the performance units are contingent 
on continued service and two Kpis, cumulative 
economic profit (cep) and relative total share-
holder Return (rtsR). the service condition 
requires that the participant remains with 
Julius Baer for three years after the grant 
(through a cliff-vesting mechanism). the per-
formance of the two Kpis determines the number 
of shares the participant ultimately receives.

eligibility for the epp is based on various factors, 
which include nomination by the Ceo, overall role 
within Julius Baer and total variable compensation. 
all members of the executive Board, key employees, 
and employees defined as risk takers by virtue of 
their function within the organisation are considered 
for the epp based on their specific role. the size of 
the grant awarded to each individual varies based on 

factors which include, but are not limited to, 
seniority, contribution to Julius Baer and level of 
responsibility. for the purposes of compensation 
disclosure, grants made in the first quarter of 
each year are reported as part of the individual’s 
prior-year compensation package (e.g. grants in Q1 
2014 are reported as compensation for the 2013 
financial year).

the epp has a number of key features which make it 
performance-driven. the number of shares delivered 
under the epp is between 0% and 150% of the 
number of performance units granted in any given 
year (with each individual Kpi being capped at a 
maxi mum multiplying factor of 200%). the cap 
serves to limit epp awards so as to avoid any unfore-
seen outcome of the final epp multiplier resulting 
in unintentionally high or excessive levels of com-
pensation. a high level of performance is required 
to attain a maximum share delivery (creating a 
maximum uplift of 50% of the performance units 
granted), with low-level performance leading to 
potential nil compensation.

the initial Kpis, targets and final multiplier under the 
plan are approved and verified by the Compensation 
Committee. the performance period starts on 
1 January of the year the grant is made and ends on 
31 december of the third calendar year.

the epp provides an effective means of targeting 
good performance, because it creates strong 
incentives for management while carrying relatively 
low costs for shareholders. performance units are 
generally less costly to shareholders than full-value 
awards because they pay out only in those times 
when value is actually created for shareholders. 

the Kpi targets are set based on the strategic 
three-year budget/plan that is approved by the 
Board of directors on an annual basis. extremely 
high (and, thus, unrealistic) performance targets are 
avoided so as not to incentivise excessive risk-taking 
by executives and other managerial staff. 

until allocation to the plan participants, all 
performance units granted under the epp are 
administered by the loteCo foundation. 



Compensation elements
Julius BaeR GRoup ltd.

21

Details of key performance indicators (KPIs)
Kpi 1: cumulative economic profit (cep). Julius Baer 
rewards executive Board members for creating 
economic value added, i.e. profitability for share-
holders over and above the Cost of Capital. this 
idea is captured in economic profit, which is 
calculated as: 

cep = nopbB – t – CoC

where
 nopbB = adjusted net operating profit before 

Bonus (excluding amortisation of intangible 
assets and integration and restructuring costs, 
as well as non-performance-related extraordinary 
events approved by the Compensation 
Committee), 

 t = taxes
 CoC = Cost of Capital 

all figures will be based on the approved figures 
confirmed by the audit Committee of Julius Baer. 
the calculation and all its components are reviewed 
and approved by the Compensation Committee.

each year the Compensation Committee approves 
a cep target range for the next three years. any 
performance below the minimum in this range will 
be deemed to constitute low-level performance 
and will result in a multiplier of 0%; when the cep 
achieved over the three-year performance period is 
above this minimum, the multiplier increases linearly, 
up to a maximum multiplying factor of 200%. for 
the epp 2014 grant, the Compensation Committee 
has chosen the following pay-out parameters: 

– minimum: if the final cep is 50% or less of the 
cep target, the cep multiplier will be 0%

– target: if the final cep is equal to the cep target, 
the cep multiplier will be 100%

– maximum: if the final cep exceeds the cep target 
by 50% or more, the cep multiplier will be 200%

Kpi 2: relative total shareholder Return (rtsR). 
Julius Baer wishes to ensure that the executive 
Board is rewarded for outperforming its competitors 
in terms of the value created for shareholders. thus, 
while a positive economic profit (Kpi 1) indicates 
that value was created, Julius Baer also wishes to 
incentivise its management to work on developing, 

executing and communicating on strategic and 
operational objectives in such a way that the 
expected and resulting economic-profit performance 
is deemed sustainable into the future and will, as a 
result, translate into a relative share-price outper-
formance. accordingly, rtsR has been chosen as the 
second Kpi because it provides a measure of the 
success of these efforts. to calculate rtsR, Julius Baer 
tsR will be compared against the performance of 
the stoxx europe 600 Bank index (the index). 

each year the Compensation Committee approves 
the rtsR target range. any performance below the 
minimum in that range will be deemed to constitute 
low-level performance and will result in a multiplier 
of 0%; when the rtsR achieved over the three-
year performance period is above this minimum, 
the multiplier increases linearly up to a maximum 
multiplying factor of 200%. for the epp 2014 grant, 
the Compensation Committee has chosen the 
following pay-out parameters: 

– minimum: if the final Julius Baer tsR is -22% or 
less than the return of the index, the rtsR 
multiplier will be 0%

– target: if the final Julius Baer tsR is +3% higher 
than the return of the index, the rtsR multiplier 
will be 100%

– maximum: if the final Julius Baer tsR is at least 
+28% higher than the return of the index, the 
rtsR multiplier will be 200%

for the purposes of calculating the rtsR perfor-
mance over the three-year performance period, the 
tsR will be calculated using a fixed pricing period 
at the beginning and end of the performance period. 
the calculation will be performed using the average 
closing price of the stoxx 600 gross return index 
during the first and last calendar months of the 
performance period. this return will be compared 
against the tsR of the Julius Baer Group shares 
over the same period. the performance will then be 
assessed against the aforementioned scale (-22% to 
+28%) to determine the multiplier.

final evaluation of Kpis 
once the Kpis have been measured at the end of 
the performance period, as described above, the 
final multiplier is calculated. the final multiplier used 
in calculating the number of shares ultimately 
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executive Board member share ownership requirement
(in Julius Baer Group shares)

Chief executive officer (Ceo) 100,000 shares
executive Board members (excluding the Ceo)  30,000 shares (or 2.5 times base salary, if lower)

allocated to plan participants is an average of the 
two multipliers (each individually capped at 200%) 
associated with the Kpis. the final multiplier itself, 
however, is capped at 150%. the number of shares 
ultimately allocated to each plan participant is 
then calculated as follows: 

number of shares vesting = final multiplier x 
number of performance units granted

Guidelines on share ownership 
starting in 2014, the executive Board members will 
be required to build up their total vested share-
holdings until they reach the following levels: 

as is the case for the Board of directors, the mem-
bers of the executive Board will have a period of 
three full calendar years starting from the beginning 
of 2014 (for existing members of the executive 
Board) or their appointment to the executive Board 
(for future members of the executive Board) to 
build up their Julius Baer share holdings. the final 
measurement will be performed on 31 december 
of the third calendar year following the executive 
Board member’s appointment to the Board. for 
existing members of the executive Board, this 
measurement will be assessed on 31 december 
2016. if the above targets are not reached by the 
measurement date, 50% of the shares vesting from 
the individual’s equity-based grant will be held 
back until the defined level has been reached. 

other compensation
Pension payments
the members of the executive Board (all of whom 
have an employment relationship in switzerland) 
share the same retirement plan benefits as all other 
employees in switzerland. 

Benefits
Julius Baer considers benefits to be a supplemental 
element of compensation, and the benefits offered 
may vary substantially from location to location. in 
general, there are no special benefits for members of 
the executive Board; they receive the same benefits 
as all other employees in the location and business 
where they work. 

Consequences of leaving Julius Baer
the notice period for all members of the executive 
Board does not exceed six months. 

under the dBp, executive Board members will 
remain entitled to receive any amounts deferred 
unless the termination results from a termination for 
cause or if it is determined that any unsuitable, 
fraudulent or improper conduct occurred, in which 
cases any outstanding amounts would be forfeited. 
the timing of such payments is dependent upon the 
type of termination (e.g. retirement, death, disability, 
voluntary termination, etc.). 

the epp plan document provides for pro-rata 
vesting (where the vested awards remain subject to 
the Kpis) in the event of termination without cause 
by the company. there are also special vesting and 
forfeiture rules for events such as disability, death, 
termination for cause and change of control. these 
can be viewed in the termination provisions of 
Julius Baer plans table at the end of this Remu-
neration Report. 

Clauses on changes of control
executive Board members are not entitled to 
specific payments upon a change of control or upon 
termination of employment related to a change of 
control; however, they are eligible to receive such 
benefits (e.g. accrued holiday pay, death/disability/
retirement benefits under the pension plan, etc.) as 
are generally available to other Julius Baer 
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employees. the executive Board members, however, 
are not entitled to other severance pay or special 
termination benefits under the pension plans 
compared to the general staff population. 

special change-of-control provisions may be 
available under the epp. the termination provisions 
of Julius Baer plans table provides details of the 
vesting and forfeiture rules for termination events. 
all provisions remain subject to the prevailing 
legislation in each of the applicable jurisdictions 
at the time of the change of control.

otheR Compensation 
aRRanGements

swiss rules regarding the disclosure of compensation 
concern the Board of directors and the executive 
Board. it is on these groups that this Remuneration 
Report focuses. however, Julius Baer’s success also 
depends on the continued excellence of all its 
employees. accordingly, this section briefly dis-
cusses the salient features of the compensation 
system for non-executive employees. special 
attention is paid to the other members of staff 
including regulated staff (e.g. key risk takers) and 
members of senior management who are not part 
of the executive Board. 

in addition to the plans offered to the members of 
the executive Board, Julius Baer also offers various 
equity- and cash-based plans to members of the 
global staff population. participation in these plans 
depends on factors such as function level, overall 
variable compensation, and/or nomination for 
participation in the relevant plan on an annual basis.

no special dividends or capital increases were 
allocated in the 2013 financial year. accordingly, 
no adjustments to outstanding equity-based 
compensation awards were made in 2013 to reflect 
such dividends or capital increases.

until allocation to the plan participant, all equity 
underlying equity-based compensation plans are 
administered by the loteCo foundation. 

premium share plan
the premium share plan (psp) is a three-year 
deferred equity plan which applies to senior mem-
bers of staff (those not eligible to participate in the 
dBp/epp structures previously described in this 
report) whose variable compensation amounts to 
Chf 150,000 or more (or its local-currency equiva-
lent). a psp grant is made once a year as part of 
the annual variable compensation awarded to the 
individual concerned and participation is determined 
on an annual basis. 

the plan is designed to link a portion of the 
employee’s variable compensation to the long-term 
development and success of the Julius Baer Group 
through its share price.

at the start of the plan period, between 15% and 
40% (the maximum deferral percentage applies to 
variable compensation of Chf 1 million and above, 
or its local-currency equivalent where applicable) of 
the employee’s variable incentive award is deferred 
to the psp, and the employee is then granted a 
number of shares equal in value to the deferred 
element. these shares vest in equal one-third tranches 
over a three-year plan period. at the end of the plan 
period, subject to continued employment, the 
employee then receives an additional share award 
representing a further one-third of the number of 
shares granted to him or her at the beginning of the 
plan period. 
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until vested, the awards are subject to forfeiture 
in certain circumstances including resignation by 
the employee, termination for cause, substantial 
breaches of legal or regulatory requirements, 
financial losses and a variety of other events where 
the employee’s conduct has substantially contrib-
uted to a financial loss by the Julius Baer Group or 
has caused it reputational damage. Where share-
based plans are not permissible under local 
legislation, Julius Baer also offers a deferred Cash 
plan which provides a similar three-year deferral 
of variable compensation (in the form of cash as 
opposed to shares, but without any additional 
premium benefit at the end of the plan period).

integration incentive award (for former Bank of 
america merrill lynch relationship managers)
as part of Julius Baer’s integration of Bank of 
america merrill lynch’s international Wealth 
management business outside the us, key Relation-
ship managers from Bank of america merrill lynch 
(Baml) were offered participation in the integration 
incentive award (a cash and share-based plan) 
which was designed to incentivise individuals to 
join Julius Baer and move clients and assets to 
Julius Baer.

the integration incentive award plan runs for a 
maximum of five years, with cash being paid out on 
a rolling six-month basis over the first three years 
and shares being delivered to participants on the 
fourth and fifth anniversaries of the grant date. at 
the end of the plan period, subject to continued 
employment, the employee receives an additional 

share award representing one-third of the number of 
shares granted to him or her at the beginning of the 
plan period. 

in the event of termination of employment before 
the end of the plan period for any other reason than 
death, disability or retirement, unvested cash and/or 
shares are forfeited.

Cash-based integration programmes
as part of its integration of Bank of america merrill 
lynch’s international Wealth management business 
outside the us, Julius Baer established two cash-
based programmes. 

the first programme, the Replacement award, is a 
programme which provides cash compensation in 
lieu of awards that were forfeited as a result of the 
corporate acquisition. the actual value of forfeiture 
is paid out in up to four tranches (depending on the 
size of the award) over a period of up to 18 months. 
the Replacement awards are subject to forfeiture 
provisions in all cases where employment is 
terminated, other than in the event of termination 
due to death, disability or retirement (in which case 
the award becomes payable upon termination). 

the second programme, the asset transfer award, 
is a performance-based programme offered to 
Relationship managers transferring to Julius Baer. 
the asset transfer award, which is geared towards 
further accelerating the transfer of assets under 
management to Julius Baer, offered the participants 
a cash payment upon reaching specific asset-
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transfer hurdles (as measured on the basis of assets 
under management). the asset transfer awards are 
subject to forfeiture in the event of the participant’s 
employment being terminated for cause. partici-
pants may be eligible to receive the awards in the 
event of termination for other reasons subject to 
specific covenants (including non-solicitation and 
non-competition clauses).

these programmes were exclusively granted 
to Relationship managers who transferred to 
Julius Baer in 2013 as part of the iWm integration.

sign-on Bonus
although Julius Baer only offers performance-
based compensation to its current staff, it may in 
the course of its recruitment processes also offer 
incentives for specific new hires when they join the 
Company. a sign-on Bonus is a one-time cash 
payment which is generally made to a participant 
after reaching the end of his or her probationary 
period (three months from the date on which employ-
ment commences) and upon agreement that the 
individual will continue employment with Julius Baer. 
the grants also include a one-year claw-back from 
the employee’s hiring date in cases where the 
participant leaves Julius Baer within twelve months 
of his or her initially commencing employment. 
actual parameters may vary according to location, 
local regulations, and the specific circumstances of 
the hiring process.

there have been no sign-on Bonuses awarded to 
members of the Board of directors or the executive 
Board in 2013.

long term incentive (lti) plan
in certain specific situations Julius Baer may also 
offer incentives outside the annual compensation 
cycle. actions such as compensating new hires for 
deferred awards they have forfeited by resigning 
from their previous employer or making retention 

payments to key employees during extraordinary or 
critical circumstances may be carried out by granting 
individuals an equity-based lti. 

an lti granted in these circumstances generally 
runs over a three-year plan period. Julius Baer 
currently operates two different vesting schedules 
for this plan: (1) three equal one-third tranches 
vesting over a three-year period, (2) cliff vesting of 
all granted shares in one single tranche at the end 
of a three-year period.

the shares are transferred to participants at the time 
of vesting, subject to continued employment and 
any other conditions set out in the plan rules. all 
grants made in 2013 are free from restrictions upon 
vesting. in the event of termination of employment 
before the end of the plan period for any other 
reason than death, disability or retirement, unvested 
shares are forfeited.

staff participation plan
the staff participation plan (spp) is offered to most 
of Julius Baer’s global employee population. some 
individuals or employees in specific locations are 
excluded from participating because, for example, 
the employees concerned are participants in another 
Julius Baer equity-based plan or because the spp 
cannot be offered in a particular jurisdiction for legal 
or regulatory reasons. under this plan, eligible 
participants may voluntarily purchase Julius Baer 
shares at the prevailing market price and for every 
three shares so purchased they will receive one 
additional share free of charge. these free shares 
vest after three years, subject to continued employ-
ment. purchases under the staff participation plan 
(spp) only occur once a year.

the objective of this plan is to strengthen the 
employee’s identification with the Group, to encour-
age entrepreneurial spirit, to generate greater 
interest in the business through ownership, and to 
provide employees with financial recognition for 
their long-term dedication to the company. 



Compensation, loans anD share holDinGs oF the BoarD oF DireCtors
Julius BaeR GRoup ltd.

26

Compensation, loans and shaRe holdinGs 
of the BoaRd of diReCtoRs

this section provides the data for 2013 and 2012. it 
does not repeat the details of the compensation 
system (described in the Compensation elements 
section), but describes the outcome. 

       pension fund    

       and social    

     share-based  contribution   

   Base salary  payments  3 and varia  4 total 

   CHF  CHF  CHF  CHF 

Compensation of the members          

of the Board of Directors1          

daniel J. sauter – Chairman as of aGm 2012 2013  400,000  599,992  63,104  1,063,096 

 2012  400,000  600,037  53,450  1,053,487 

Raymond J. Baer – Chairman until aGm 20122 2013  -  -  -  - 

 2012  360,000  -  58,823  418,823 

Gilbert achermann 2013  111,000  95,810  21,758  228,568 

 2012  108,000  92,014  14,952  214,966 

andreas amschwand 2013  145,500  95,810  26,219  267,529 

 2012  139,500  92,014  18,975  250,489 

heinrich Baumann 2013  181,500  -  30,874  212,374 

 2012  177,000  -  28,903  205,903 

leonhard h. fischer 2013  153,000  95,810  27,189  275,999 

 2012  153,000  92,014  28,068  273,082 

Claire Giraut 2013  120,000  95,810  143,205  359,015 

 2012  111,000  92,014  21,052  224,066 

Gareth penny 2013  135,000  95,810  36,502  267,312 

 2012  108,000  -  20,372  128,372 

Charles G. t. stonehill 2013  138,000  -  15,163  153,163 

 2012  135,000  -  23,539  158,539 

total 2013  1,384,000  1,079,042  364,014  2,827,056 

total 2012  1,691,500  968,093  268,134  2,927,727 

 

Compensation of the honorary Chairman2         
Raymond J. Baer 2013  250,000  -  67,394  317,394
Raymond J. Baer (as of may 2012) 2012  166,667  -  91,797  258,464

1 the members of the Board of directors of Julius Baer 
Group ltd. assume the similar director role in the Board 
of directors of Bank Julius Baer & Co. ltd.

in 2013 and 2012, andreas amschwand, heinrich 
Baumann and Claire Giraut were engaged in additional 
ad hoc Board Committees on the Bank level.

the remuneration for such Committee work is included 
in the disclosed base salary amounts.

for more information on the detailed compensation 
 components of the Board of directors please refer to the 
Corporate Governance section of the annual Report 
2013 and the Remuneration Report.

2 Raymond J. Baer did not stand for re-election as member 
and Chairman of the Board of directors at the annual 
General meeting in april 2012. Given the specific role of 
Raymond J. Baer besides acting as honorary Chairman, 
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i.e. assuming the role as Chairman of the special 
Committee of the Board of directors of Bank Julius Baer 
& Co. ltd. and thereby coordinating the efforts of Bank 
Julius Baer & Co. ltd. to resolve the issue with the 
united states, the Compensation Committee decided 
on a remuneration agreement effective as of 1 may 2012 
in the form of a yearly base salary of Chf 250,000.

3 share-based payments to members of the Board of 
directors are made in the year of election and/or 
re-election and for the entire term (one-year term for 
new elections and re-elections as of the aGm 2012).

in 2013, daniel J. sauter (Chairman), Gilbert achermann, 
andreas amschwand, leonhard h. fischer, Claire Giraut 
and Gareth penny have been re-elected to the Board of 
directors for a one-year term.

the share-based payments are valued at fair value at 
the grant date (Chf 35.39 per share of Julius Baer 
Group ltd. as at 2 may 2012; Chf 36.85 per share of 
Julius Baer Group ltd. as at 2 may 2013).

4 the disclosed amounts include the employer contri-
butions to social securities (ahv/alv) in the amount of 
Chf 202,956 for 2013 and Chf 128,794 for 2012.

the value of the share-based payments cannot 
be compared with note 29 share-based payments 
of the financial statements Group 2013 as the 
 latter discloses the compensation expense for the 
shares that have been recognised during the 
reporting periods. 

the members of the Board of directors are only 
entitled to the granted shares provided that they 
fulfil the entire term for which they have been 
elected or re-elected (forfeiture clause). 

the same forfeiture clause also applies to the share 
grant of the Chairman. no for feiture, however, 
applies for unvested awards in the event of the 
Chairman not being re-elected to the Board of 
directors or in the event of him not standing for 
re-election at the end of the term of office.

Board members are not entitled to participate in any 
performance-related share or cash programme at 
either Group or Bank level.

in 2013, no compensation has been granted to 
Board members that left the Board in 2012 or  earlier.

no compensation has been granted to related 
parties of members of the Board of directors.

in 2013, Julius Baer marginally adjusted the base 
compensation paid to members of the various Board 
Committees. the purpose of these adjustments was 
to align the compensation paid to the Chairmen of 
these various Board Committees (e.g. the 
Compensation Committee and the audit 
Committee). additional compensation was also 
paid for ad hoc committee meetings. 

the increase in the overall share-based com-
pensation awarded to members of the Board of 
directors is directly related to changes in the 
number of Board members receiving share-based 
payments in 2013 compared to the number of Board 
members receiving such awards in 2012. Because 
Board members’ terms of office had previously been 
staggered, there were six Board members receiving 
such award in 2013, compared to five in 2013. in 
addition, the value of the compensation they 
received fluctuated in line with the share price. 
from 2014 onwards, all members of the Board of 
directors will receive shares equivalent to a fixed 
value (as opposed to a fixed number of shares).
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Julius Baer also adjusted the social security 
contributions it paid in 2013 to align them with the 
rules applying in the eu and under wider multi-state 
rules on social security. under the applicable rules, 
additional social security contributions were required 
on behalf of the members of the Board of directors 
residing outside switzerland towards their non-swiss 
social security liabilities. the increase in social 

security contributions was primarily due to the 
significantly higher social security contribution rates 
payable in some of the foreign jurisdictions 
concerned. Reimbursement of the swiss social 
contributions paid in respect of these Board 
members not residing in switzerland is currently 
being sought.

loans to the memBeRs of the BoaRd of diReCtoRs
       31.12.2013    31.12.2012 

       loans    loans 

       to related    to related 

     loans  parties  loans  parties 

     CHF  CHF  CHF  CHF 

loans to the members of the Board of Directors            

daniel J. sauter – Chairman     -  -  8,267,841  - 

Gilbert achermann     -  -  -  - 

andreas amschwand     -  -  -  - 

heinrich Baumann     3,100,000  -  1,600,000  - 

leonhard h. fischer     -  -  -  - 

Claire Giraut     -  -  -  - 

Gareth penny     -  -  -  - 

Charles G. t. stonehill     -  -  -  - 

total     3,100,000  -  9,867,841  - 

the loans granted to members of the Board of 
 directors consist of lombard loans on a secured 
basis (through pledging of securities portfolios or 
other marketable coverage), fixed rate mortgages 
(on a fixed rate basis) as well as libor mortgages 
and floating rate mortgages (both on a variable 
rate basis).

the interest rates of the lombard loans and the 
mortgage loans are in line with normal market rates 
at the time the loans were granted (no preferential 
conditions). 

members of the Board of directors benefit from 
 preferential staff conditions for transactions (e.g. 
in securities) executed in-house.

no loans to former members of the Board of 
directors (and their related parties) are outstanding 
at year-end 2013 or have been granted in 2013 at 
conditions that were not at market rates.
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shaReholdinGs of the memBeRs of the BoaRd of diReCtoRs
   number of shares 

shareholdings of the members of the Board of Directors1    

daniel J. sauter – Chairman 2013  73,982 

 2012  40,521 

Gilbert achermann 2013  2,660 

 2012  - 

andreas amschwand 2013  2,660 

 2012  - 

heinrich Baumann 2013  8,327 

 2012  2,867 

leonhard h. fischer 2013  4,660 

 2012  4,800 

Claire Giraut 2013  11,950 

 2012  5,740 

Gareth penny 2013  15,660 

 2012  13,000 

Charles G. t. stonehill 2013  13,260 

 2012  10,600 

total 2013  133,159 

total 2012  77,528 

1 including shareholdings of related parties

none of the Board members held any option 
 positions in Julius Baer Group ltd. shares as at  
year-end 2013 and 2012.

as of 2014 share ownership guidelines for the 
members of the Board of directors and the 
members of the executive Board will be introduced.

the Chairman of the Board of directors is required 
to build up and maintain 25,000 vested shares of 
Julius Baer Group ltd., the other members of the 
Board 7,500 each respectively.

the targeted number of Julius Baer Group ltd. 
shares has to be built up over a period of three years 
following election (and reached at year-end of the 
respective year) and maintained until the Board 
member leaves the Board of directors.

Board members who will be elected and/or re-
elected in 2014 are required to reach the targeted 
number of shares by year-end 2017.

foRmeR diReCtoRs

in 2013, no compensation has been granted to 
Board members that left the Board in 2012 or 
earlier. no loans to former members of the Board 
of directors (and their closely linked parties) are 
outstanding at year-end 2013 or have been granted 
in 2013 at conditions that were not at market rates.

additional honoRaRia, Related 
paRties, otheR impoRtant 
infoRmation

no compensation has been granted to closely linked 
parties of members of the Board of directors.
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Compensation, loans and shaRe holdinGs 
of the exeCutive BoaRd

this section provides the data for 2013 and 2012. 
it does not repeat the details of the compensation 
system (as described in the Compensation elements 
section), but describes its outcome. 

  variable compensation  

  deferred elements  

           performance  pension fund    

           units (2013)  and social    

           incentive   contribution    

   Base salary  1 Cash  shares  Cash  shares (2012)  and varia  2 total 

   CHF  CHF  CHF  CHF  CHF  CHF  CHF 

Compensation of the members                

of the executive Board                

total compensation3 2013  3,510,299  3,919,000  -  3,456,000  4,583,000  1,434,917  16,903,216 

ordinary compensation 2012  2,807,634  3,992,835  2,401,172  -  2,988,042  1,086,643  13,276,326 

‘integration’ award4 2012  -  856,957  482,670  -  610,373  -  1,950,000 

total compensation5 2012  2,807,634  4,849,792  2,883,842  -  3,598,415  1,086,643  15,226,326 

as at the end of 2013, the executive Board consisted of seven members as opposed to six at the end of 2012 
(see also separate information further down).   

1 in september 2011, the members of the executive 
Boards of the Group and the Bank decided to voluntarily 
reduce their base salary for the period september 2011 
to June 2012 (ten months) by 5–10%. the disclosed 
base salary 2012 of the members of the executive Board 
includes such reduction for six months (i.e. January to 
June 2012). the disclosed amounts for 2013 include the 
lump-sum expense allowance of Chf 22,800 p.a. per 
member of the executive Board and Chf 24,000 p.a. 
for the Ceo (in total Chf 143,280).

2 the disclosed amounts include the employer contri bu-
tions to social securities (ahv/alv) as well as the 
unemployment and additional accident insurances in 
the amount of Chf 666,293 for 2013 and Chf 498,241 
for 2012. 

3 the variable compensation for the members of the 
executive Board for the 2013 financial year was 
composed of a cash component and an equity-based 
component.

for the reporting period 2013, the members of the 
executive Board received a substantial part of their 
variable compensation as deferred elements (for details 
on the deferral see Corporate Governance section 
‘Cash-based variable compensation; deferred Bonus 
plan/dBp’ and ‘equity-based variable compensation; 

equity performance plan/epp’ and the Remuneration 
Report). a minimum deferral of 20% on the dBp is 
applied starting from Chf 125,000 and the maximum 
deferral amounts to 50% at a dBp of Chf 1 million and 
above. 50% of the dBp award is paid out in cash up 
front, whereas the remaining 50% is deferred over a 
period of five years (disclosed under ‘deferred elements, 
cash’). in addition to the dBp, the members of the 
executive Board were granted with an equity-based epp 
award at fair value (Chf 38.79 per performance unit) 
with date of grant 15 february 2014 (disclosed under 
‘performance units’). such award cliff-vests in Julius Baer 
Group ltd. shares after year three from grant date. 

the fair value of the performance units was based on 
an equally weighted valuation of (i) the cumulative 
economic profit (cep) component using a probabilistic 
model regarding potential deviation of the future Group 
results from its strategic three-year plan, and of (ii) the 
relative total shareholder return (rtsR) with the peer 
group being the stoxx europe 600 Bank index.

the final pay-out of this epp is linked to these two Key 
performance indicators. Both Kpis have a pay-out range 
of 0–200% each, but the maximum uplift of the epp is 
50% of the number of performance units originally 
granted and is subject to full downside risk.
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all deferred elements of the variable compensation of 
the members of the executive Board are subject to 
claw-back provisions.

the Compensation Committee decided on 30 January 
2014 on the participants of the equity-based epp and on 
the individual allocations as part of the variable 
compensation for 2013.

due to the variability of annual performance payments 
and awards from equity-based elements, the ratio of 
base salary to total compensation can vary significantly 
from year to year. in 2013, the average ratio of fixed to 
variable compensation for the members of the executive 
Board amounted to 22.7% : 77.3%, compared to 19.9% : 
80.1% in 2012.

67.2% of the variable compensation of the members of 
the executive Board in the reporting period was deferred 
for a period of five years (dBp) and three years (epp) 
respectively (57.2% in 2012).

With Gregory f. Gatesman joining the executive Board 
on 1 february 2013, the number of members of the 
executive Board increased to seven as opposed to six in 
2012. all members of the executive Board have a 
full-time employment relationship with the Group, 
except for Bernard Keller (private Banking Represent-
ative), whose average pensum in 2013 as well as in 
2012 was slightly below 50%.

4 to reward members of the executive Board and other 
function holders for the considerable efforts and 
achievements in 2012 in connection with the acquisition 
and preparation of the integration of merrill lynch’s 
international Wealth management business outside the 
us, the Compensation Committee decided on 
5 december 2012 to allocate an additional amount 
of Chf 5 million into the total bonus pool 2012 of 
the Group.

such award is split up into an unrestricted cash com-
ponent and an equity-based incentive (a combination 
of Julius Baer Group ltd. shares and incentive shares 
under the incentive share plan [isp 2013]), i.e. similar 
to the regular variable compensation according to 
footnote 5.

for 2012, the members of the executive Board were 
awarded with a total ‘integration’ award in the amount of 
Chf 1,950,000. no such award was granted in 2013.

5 the variable compensation for the members of the 
executive Board for the 2012 financial year was 
composed of an unrestricted cash component and an 
equity-based incentive (a combination of Julius Baer 
Group ltd. shares and incentive shares under the 
incentive share plan [isp 2013]). for the reporting 
period 2012, the members of the executive Board 
received part of their variable compensation as a 
deferred element (for details on the deferral see 
Corporate Governance section ‘incentive share plan’) 
in the form of Julius Baer Group ltd. shares at a fair 
value, which at grant date was equal in value to the 
deferred amount shown under ‘deferred shares’, i.e. 
Chf 2.9 million (grant date 15 february 2013).

in addition to the deferred shares, the members of the 
executive Board were granted with incentive shares 
(shown under ‘incentive shares’), at a fair value and 
equaling 1.7 times the number of shares from bonus 
deferral (grant date 15 february 2013). the Com pen sa-
tion Committee decided on the factor of 1.7 times at its 
meeting on 5 december 2012 based on the development 
of the two underlying targets of the previous isp. the 
Compensation Committee, however, may at its own 
discretion limit the number of incentive shares to any 
member of the executive Board in the context of total 
compensation considerations. subject to continued 
employment such Julius Baer Group ltd. incentive 
shares cliff-vest at the end of a three-year period.
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the above table is based on the accrual principle, 
which means that the amounts shown are 
compensation earned for the respective year. 
the actual payment date of the amounts for the 
performance-related components might partially, 
however, be at a later date. in particular, under 
the dBp, a portion of the cash-based variable 
compensation (as described in the ‘Cash-based 
variable compensation’ section) is paid in february 
with the remainder being deferred over a five 
year period (delivered in equal installments each 
february over the following five years).

in 2013, no compensation has been paid to former 
members of the executive Board who left the execu-
tive Board in 2012 or earlier that related to such 
members’ prior function within the executive Board.

no compensation has been granted to related 
parties of members of the executive Board or former 
members of the executive Board.

neither sign-on payments nor severance payments 
to members of the executive Board were made in 
2013 and 2012.

the restructuring of the compensation framework in 
2013 and the initial steps taken to recalibrate the 
pay mix of the executive Board members resulted 
in a change in the overall compensation to the 
executive Board. When looking at the overall change 
in the compensation paid to the executive Board 
(including the Ceo) in 2013 relative to 2012, it is 
important to remember that the total number of 
executive Board members increased from six to 
seven; accordingly, all the comparisons shown here 
are based on the average compensation paid to 
members of the executive Board. 

on average, the actual base salaries paid to mem-
bers of the Julius Baer executive Board in 2013 
increased by 7% relative to 2012. however, the 
increase in this actual total pay-out is a direct 
consequence of the voluntary reduction in base 
salaries applied until June 2012, as well as the shift 
of the lump-sum expense allowance into base salary 
(as described in footnote 1 to the Compensation 
table). When the impact of the voluntary salary 
reduction and the shift of the lump-sum expense 
allowance into base salary are neutralized, the 

average increase in the base salaries of the members 
of the executive Board between 2012 and 2013 is 
below 1%.

in line with the overall restructuring of the compen-
sation framework, the Compensation Committee 
decided to shift a greater proportion of executive 
Board compensation from immediate cash payments 
into deferred elements. this shift resulted in a 
decrease in immediate cash payments and an 
increase in the total deferred variable compensation 
amounts. on average, the impact on executive 
Board compensation was as follows: 

– immediate cash paid to the executive Board 
members for 2013 performance decreased by 
an average of 31% across the entire executive 
Board. 

– the overall variable compensation deferred from 
the executive Board members’ annual cash-
based compensation increased by an average of 
3%. in 2012, deferred shares (as described 
under footnote 5) were allocated under the isp, 
whereas from 2013 onwards, the deferral is in 
the form of cash under the dBp. this increased 
deferred compensation also reflects the adjust-
ments in deferral rates between 2012 and 2013 
under the new dBp.

– equity-based compensation under the 2013 epp 
increased by 9% on average relative to the 
incentive shares awarded under the isp in 2012. 
in contrast to the 2012 isp, however, the 2013 
epp awards are subject to the plan Kpis, thus 
ensuring that any final share allocations are in 
line with Julius Baer Group’s future performance 
(as described above) and are also subject to full 
downside risk.

total compensation paid to the executive Board 
in 2013 was on average 5% lower than the total 
compensation paid in 2012. this decrease in 
compensation occurred in a year when adjusted net 
profit increased by 11% compared to the adjusted 
net profit reported in 2012 and by 19% compared to 
Julius Baer’s restated adjusted net profit for 2012. 

the final variable compensation payments for the 
financial year (which are equal to 3.4 times the total 
base salaries paid to the entire executive Board) are 
compliant with the Compensation Committee’s 
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2013 decision to impose a cap on variable 
compensation of four times the base salaries paid to 
the entire executive Board. in addition, the dBp and 
epp amounts allocated to members of the executive 
Board (excluding the Ceo) were clearly below the 

2013 individual award caps of two times the total 
base salaries paid to all executive Board members 
(the actual base salary multiples were 1.8 times for 
the dBp and 1.1 times for the epp).

Compensation of the hiGhest-paid memBeR of the exeCutive BoaRd
  variable compensation  

  deferred elements  

           performance  pension fund    

           units (2013)  and social    

           incentive   contribution    

   Base salary  1 Cash  shares  Cash  shares (2012)  and varia  2 total 

   CHF  CHF  CHF  CHF  CHF  CHF  CHF 

Details of the compensation                 

of the highest-paid member                 

of the executive Board                

or former executive Board,                

Boris F.J. Collardi, Ceo                

total compensation3 2013  1,000,000  1,375,000  -  1,375,000  1,750,000  388,057  5,888,057 

ordinary compensation 2012  927,200  2,000,000  1,333,333  -  1,289,067  326,696  5,876,296 

‘integration’ award4 2012  -  350,000  233,333  -  216,667  -  800,000 

total compensation5 2012  927,200  2,350,000  1,566,666  -  1,505,734  326,696  6,676,296 

1 in september 2011, the Ceo decided to voluntarily 
reduce his base salary for the period september 2011 to 
June 2012 (ten months) by 10%. the disclosed base 
salary 2012 of the Ceo includes such reduction for six 
months (i.e. January to June 2012). the disclosed 
amount for 2013 includes a lump-sum expense allowance 
of Chf 24,000 p.a. to the Ceo.

2 the disclosed amounts include the employer contribu-
tions to social securities (ahv/alv) as well as the 
unemployment and additional accident insurances, in 
the amount of Chf 290,783 for 2013 and Chf 231,086 
for 2012. 

3 analogous to the other members of the executive Board, 
the variable compensation for the Ceo for the 2013 
financial year was composed of a cash component and 
an equity-based component. for the reporting period 
2013, the Ceo received a substantial part of his variable 
compensation as deferred elements (for details on the 
deferral see Corporate Governance section ‘Cash-based 
variable compensation; deferred Bonus plan/dBp’ 
and ‘equity-based variable compensation; equity 
performance plan/epp’ and the Remuneration Report). 
a minimum deferral of 20% on the dBp is applied 

starting from Chf 125,000 and the maximum deferral 
amounts to 50% at a dBp of Chf 1 million and above. 
50% of the dBp award is paid out in cash up front, 
whereas the remaining 50% is deferred over a period of 
five years (disclosed under ‘deferred elements, cash’). in 
addition to the dBp, the Ceo was granted an equity-
based epp award at fair value (Chf 38.79 per per-
formance unit) with date of grant 15 february 2014 
(disclosed under ‘performance units’). such award 
cliff-vests in Julius Baer Group ltd. shares after year 
three from grant date. 

the fair value of the performance units was based on 
an equally weighted valuation of (i) the cumulative 
economic profit (cep) component using a probabilistic 
model regarding potential deviation of the future Group 
results from its strategic three-year plan, and of (ii) the 
relative total shareholder return (rtsR) with the peer 
group being the stoxx europe 600 Bank index. 

the final pay-out of this epp is linked to these two Key 
performance indicators. Both Kpis have a pay-out range 
of 0–200% each, but the maximum uplift of the epp is 
50% of the number of performance units originally 
granted and is subject to full downside risk.
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all deferred elements of the variable compensation of 
the Ceo are subject to claw-back provisions.

the Compensation Committee decided on 30 January 
2014 on the participants of the equity-based epp and on 
the individual allocations to the Ceo as part of the 
variable compensation for 2013.

due to the variability of annual performance payments 
and awards from equity-based elements, the ratio of 
base salary to total compensation can vary significantly 
from year to year. in 2013, the ratio of fixed to variable 
compensation for the Ceo amounted to 18.2% : 81.8%, 
compared to 14.6% : 85.4% in 2012.

69.4% of the variable compensation of the Ceo in 
the reporting period was deferred for a period of five 
years (dBp) and three years (epp) respectively (56.7% 
in 2012).

4 to reward the Ceo, the members of the executive Board 
and other function holders for the considerable efforts 
and achievements in 2012 in connection with the 
acquisition and preparation of the integration of merrill 
lynch’s international Wealth management business 
outside the us, the Compensation Committee on 
5 december 2012 decided to allocate an additional 
amount of Chf 5 million into the overall bonus pool 
of the Group.

such award is split up into an unrestricted cash com-
ponent and an equity-based incentive (a combination 
of Julius Baer Group ltd. shares and incentive shares 

under the incentive share plan [isp 2013]), i.e. similar 
to the regular variable compensation according to 
footnote 5.

for 2012, the Ceo was awarded with an ‘integration’ 
award in the amount of Chf 800,000. no such award 
was granted in 2013.

5 analogous to the other members of the executive 
Board, the variable compensation for the Ceo for the 
2012 financial year was composed of an unrestricted 
cash component and an equity-based incentive (a 
combination of Julius Baer Group ltd. shares and 
incentive shares under the incentive share plan [isp]). 
for the reporting period 2012, the Ceo received part of 
his variable compensation as a deferred element (for 
details on the deferral see Corporate Governance 
section ‘incentive share plan’) in the form of Julius Baer 
Group ltd. shares at a fair value which at grant date 
was equal in value to the deferred amount shown under 
‘deferred shares’, i.e. Chf 1,567 million (grant date 
15 february 2013). in addition to the deferred shares, the 
Ceo was granted with incentive shares (shown under 
‘incentive shares’) at a fair value and equalling 0.96 
times the number of shares from bonus deferral (grant 
date 15 february 2013). the Compensation Committee 
limited the number of incentive shares to the Ceo in 
the context of total compensation considerations. 
subject to continued employment, such Julius Baer 
Group ltd. incentive shares cliff-vest at the end of a 
three-year period.

the above table is based on the accrual principle, 
which means that the amounts shown are 
compensation earned for the respective year. the 
actual payment date of the amounts for the 
performance-related components might partially, 
however, be at a later date. in particular, under the 
dBp, a portion of the cash-based variable 
compensation (as described in the ‘Cash-based 
variable compensation’ section) is paid in february 
with the remainder being deferred over a five year 
period (delivered in equal installments each 
february over the following five years).

in line with the restructuring of the compensation 
framework in 2013 and the initial steps to recalibrate 
the pay mix of the executive Board members, the 

Ceo also experienced changes in the amount and 
composition of his 2013 compensation relative to 
2012. total compensation paid to the Ceo in 2013 
decreased by 12% in aggregate when compared to 
the total compensation paid in 2012. this decrease 
in compensation occurred in a year when adjusted 
net profit increased by 11% compared to the 
adjusted net profit reported in 2012 and by 19% 
compared to Julius Baer’s restated adjusted net 
profit for 2012. the percentages by which the 
various individual elements of the Ceo’s overall 
compensation changed varied.

the Ceo’s 2013 contractual base salary did not 
change. the base salary paid to the Ceo in 2013 
shows an increase of 8% relative to 2012; however, 
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this increase is a direct consequence of the Ceo’s 
voluntary election to reduce his base salary until 
June 2012, as well as the shift of the lump-sum 
expense allowance into base salary (as described in 
footnote 1 to the Compensation of the highest-
paid member of the executive Board table). When 
the impact of the voluntary salary reduction and the 
shift of the lump-sum expense allowance into base 
salary are neutralized, there is no change in the 
Ceo’s base salary between 2012 and 2013.

Given the Compensation Committee’s decision in 
2013 (as part of the compensation restructuring) to 
shift a greater proportion of variable compensation 
from immediate cash payments into deferred 
elements, the Ceo’s immediate cash compensation 
significantly decreased in 2013 and there was only a 
marginal increase in his deferred compensation. 
immediate cash paid to the Ceo for 2013 perfor-

mance decreased by 41% when compared to 2012. 
variable compensation amounts deferred from his 
cash-based compensation also decreased by 12% 
(with the higher deferral rates in 2013) when 
comparing the deferred shares (described under 
footnote 5) awarded in 2012 with the 2013 cash 
deferrals under the dBp.

the Ceo’s equity-based compensation granted 
under the 2013 epp increased by 16% relative to 
the incentive shares awarded under the isp in 2012. 
in contrast to the 2012 isp, however, the 2013 epp 
awards are subject to the plan Kpis, thus ensuring 
that any final share allocations are in line with 
Julius Baer Group’s future performance (as 
described above) and are also subject to full 
downside risk.

loans to the memBeRs of the exeCutive BoaRd
       31.12.2013    31.12.2012 

       loans    loans 

       to closely    to closely 

     loans  linked parties  loans  linked parties 

     CHF  CHF  CHF  CHF 

loans to the members of the executive Board            

total     5,200,749  465,000  8,209,396  465,592 

of which the highest amount: Boris F.J. Collardi     3,765,000  -  6,343,418  - 

the loans granted to the members of the executive 
Board consist of lombard loans on a secured basis 
(through pledging of securities portfolios or other 
marketable coverage), fixed rate mortgages (on a 
fixed rate basis) as well as libor mortgages and 
floating rate mortgages (both on a variable rate basis).

the interest rates of the lombard loans are in line 
with normal market rates at the time the loans were 
granted. mortgage loans to employees and exec-
utive Board members of the Group are granted at 
a discount of 1% for floating rate mortgage loans, 

whereas fixed rate mortgage loans are granted at a 
 refinancing rate plus 0.25% and libor mortgage 
loans at a refinancing rate plus 0.5%.

no loans to former members of the executive Board 
(and their related parties) are outstanding at 
year-end 2013 or have been granted in 2013 at 
conditions that were not at market.

members of the executive Board benefit from 
preferential staff conditions for transactions 
(e.g. in securities) executed in-house.
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shaReholdinGs of the memBeRs of the exeCutive BoaRd
   number of shares 

shareholdings of the members of the executive Board1    

Boris f.J. Collardi, Chief executive officer 2013  125,000 

 2012  105,299 

dieter a. enkelmann, Chief financial officer 2013  58,911 

 2012  59,483 

Jan a. Bielinski, Chief Communications officer 2013  27,639 

 2012  31,961 

Gregory f. Gatesman, Chief operating officer ( joined in february 2013) 2013  - 

 2012  n/a 

Christoph hiestand, General Counsel 2013  4,807 

 2012  5,499 

Bernhard hodler, Chief Risk officer 2013  12,017 

 2012  20,428 

Bernard Keller, private Banking Representative 2013  20,109 

 2012  18,563 

total 2013  248,483 

total 2012  241,233 

1 including shareholdings of related parties

none of the members of the executive Board held 
any option positions in Julius Baer Group ltd. shares 
as at year-end 2013 and 2012.

as of 2014, share ownership guidelines for the 
members of the Board of directors and the 
members of the executive Board will be introduced.

the Ceo is required to build up and maintain 
100,000 vested shares of Julius Baer Group ltd., 
the other members of the executive Board the lower 
of 2.5 times the base salary or 30,000 shares.

the targeted number of Julius Baer Group ltd. 
shares has to be built up over a period of three years 
(and reached at year-end of the respective year) 
and maintained upon leaving the Julius Baer Group. 
the current members of the executive Board are 
required to reach the targeted level by year-end 2016.
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foRmeR exeCutives

no member of the executive Board of Julius Baer 
Group ltd. left the Company in 2013. therefore, no 
compensation has been paid to former executives 
in 2013. same was true for 2012.

additional honoRaRia, Related 
paRties, otheR impoRtant 
infoRmation

the compensation disclosed for the Ceo, Cfo, 
Coo and CRo include the compensation for the 
same function those members assume on the level 
of the executive Board of Bank Julius Baer & Co. 
ltd., the major subsidiary of Julius Baer Group ltd. 

no compensation has been granted to closely linked 
parties of members of the executive Board.

aBBReviations

aR  annual Report
Ceo Chief executive officer
Cfo Chief financial officer
Coo Chief operating officer
CRo Chief Risk officer
cep Cumulative economic profit
CoC Cost of Capital
dBp deferred Bonus plan
ep  economic profit
epp equity performance plan
iia  integration incentive award

isp  incentive share plan
iWm international Wealth management (outside  

 the us)
Kpi(s) Key performance indicator(s)
lti  long term incentive
psp premium share plan
rtsR Relative total shareholder Return
smi swiss market index
smim swiss market index mid-Cap
spp staff participation plan
tsR total shareholder Return
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