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PRINCIPLES
Compensation at Allianz is based on a Target
Total Direct Compensation (TTDC) approach.
The TTDC in place for the performance year
contains a mix of fixed and variable
compensation as determined by company
guidelines that consider regulatory requirements
and link performance to rewards. Target
variable compensation as communicated at the
start of the performance year is subject to
upward or downward fluctuation based on
individual and company performance and may
result in a higher or lower actual variable
compensation payout.
Variable compensation at Allianz recognizes
and rewards executives for both their individual
contributions and Allianz’s success in achieving
its business strategy and ambitious goals,
especially to deliver superior value to the
customers with an excellent and caring
customer experience. In addition to supporting
the company’s performance culture the use of
consistent variable compensation plans for
executives across all Allianz companies
reinforces the aim of increasing mobility and
career opportunities for executives across the
organization. Allianz variable compensation
plans are designed to meet internal and
external corporate governance requirements.
It is Allianz’s view that real success can best be
measured over longer time periods. Of course
annual achievement plays an important role,
but the overall reward of the company’s
executives must encourage and reflect
performance that is both sustainable and
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competitive. Allianz’s performance and variable
compensation system evaluates overall
individual and company performance using
criteria that support the short-, medium- and
long-term performance objectives and foster
shareholder value creation and may use
multiple short-, mid- and long-term incentives to
appropriately reward executives. Variable
compensation together with market-competitive
fixed compensation and benefits provide an
attractive total rewards package.
Individual compensation is regularly reviewed
for internal and external market competitiveness.
Allianz expects strict risk and compliance
discipline and does not tolerate any breaches of
any internal or external rules. Allianz also
expects active support for compliance initiatives
and privacy initiatives. Hence, variable
remuneration components may not be paid, or
payment may be reduced partially or in full or
otherwise restricted in the case of a failure to
meet these expectations including a breach of
relevant laws and regulation, the Allianz Code
of Conduct or internal Policies, Rules, and
Standards, including risk limits. The employer
will take the corresponding decision using
equitable discretion considering the significance
of the breach and the principle of
proportionality.
Variable Compensation may be deferred or fully
or partially cancelled by the competent
supervisory authority in certain cases as defined
by the local law.

PERFORMANCE & VARIABLE COMPENSATION AT ALLIANZ – ANNUAL BONUS (VERSION 2019)

PERFORMANCE
GLOBAL PERFORMANCE MANAGEMENT

INDIVIDUAL PERFORMANCE ASSESSMENT (IPA)

Performance consists of two key elements:
individual performance and the Operating
Entity (OE) component. These elements are
weighted equally at 50%.

At the end of the performance year, the
manager will assess individual performance
against a five point scale (see next page). This
will consider WHAT has been achieved and, of
equal importance, the behavior (HOW it has
been achieved). More specifically:
–– WHAT: The manager will make an assessment
of contributions with particular reference to
personal priorities which are agreed and
documented annually in the global
performance management system
–– HOW: The manager will assess individual
behavior against the “People Letter1” with its 4
globally consistent People Attributes and
underlying target behaviors

Agreed individual performance priorities are
outlined in the Individual Performance Letter,
which contains two aspects:
– “What”: includes personal priorities
– “How”: outlines the “People Attributes1” and
underlying behaviors

OE PERFORMANCE (50%)

INDIVIDUAL PERFORMANCE LETTER (50%)

“WHAT” SECTION

OE COMPONENT

– 3-5 key priorities; typically derived
from Renewal Agenda
– No weighting
– Agile adjustment during year
– Quantitative and qualitative

+
“HOW” SECTION

1

– Derived from Planning
Dialogue
– Broken down/blended
within OE
– Reflects peformance
regarding key financial
targets

– People Letter with 4 globally
consistent People Attributes
– Evaluation based on target behaviors
defined in People Letter and
supported by Multi-Rater Feedback

The People Letter describes the four “People Attributes” and supporting behaviors considered under the “how” section of the Individual Performance Letter. The four
People Letter Attributes include: Customer & Market Excellence, Collaborative Leadership, Entrepreneurship and Trust. For more information please refer to the
Performance Management information available on Allianz Connect.
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ACTUAL VARIABLE
COMPENSATION
DETERMINATION &
DELIVERY
INDIVIDUAL PERFORMANCE FACTOR (IPF)

OE COMPONENT

Based on the overall individual performance
assessment the manager will determine an
Individual Performance Factor (IPF) in % within
the following ranges:

The OE Component reflects the achievement
of the key financial targets for the year. The
measurement will be in the range of 0-200%1.

THE IPF IS RELEVANT FOR THE ACTUAL VARIABLE
COMPENSATION DETERMINATION.
Far exceeds

140-200%

Exceeds

115-135%

Fully meets

90-110%

Partially meets

55-85%

Does not meet

0-50%

ACTUAL VARIABLE COMPENSATION
Actual variable compensation is determined by
combining the Individual Performance Factor (IPF)
results and the OE Component results with equal
50:50 weighting thus resulting in a Total Pay-Out
Factor (TPF). Actual variable compensation for the
performance year equals target variable
compensation multiplied by the TPF.
The maximum TPF is generally capped at 165%2
irrespective of the IPF and/or the OE Component
results. In cases of truly exceptional performance
the responsible Compensation Committee has
the discretion to exceptionally extend this cap
up to a maximum of 200%.
The chart on the right provides an illustration of
how individual and company performance may
affect actual variable compensation.

1
2
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For Allianz SE Board of Management Group financial performance is capped at 150%.
For Allianz SE Board of Management the Total Pay-Out Factor cap is set at 150%.
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165%-200%
AT
COMPENSATION
COMMITTEE
DISCRETION

0-165%

DELIVERY OF VARIABLE COMPENSATION IN RELEVANT
COMPONENTS1
SUBJECT TO PLAN TERMS AND CONDITIONS

50%
IPF

X
TARGET
VARIABLE
COMPENSATION

+

50%

OE result

=

TPF

ACTUAL
VARIABLE
COMPENSATION

That is comprised of cash and non-cash elements
depending on contractual agreements/grade.

1

VARIABLE COMPENSATION DELIVERY
Annual Bonus
Allianz rewards the employee’s performance
and contributions to the success of the company
during a performance year with an Annual
Bonus. The bonus amount is based on the target
bonus amount multiplied by the Total Pay-Out
Factor (TPF).
The company will pay the Annual Bonus in cash,
net of payroll taxes and social charges,
following annual performance assessment and
determination of the actual variable
compensation. This generally occurs after the
company’s financial performance of the
respective financial year has been assessed,
audited and approved and the Individual
Performance Factor has been determined and
calibrated.
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TAXATION
Tax regulations vary from country to country
and may also change from time to time. In most
instances there will be national/state income tax
and social security levies arising from the
variable compensation payouts.
In countries where tax and social security are
collected by local payroll, the withholding will
usually be calculated by the payroll department
of the company that pays the salary. The
deductions will be directly submitted by the
company to the respective tax and social
security authorities.
Where there is no company withholding, or
where it is required by the relevant regulations, it
is the participant’s responsibility to disclose the
payouts and any other required and relevant
information to the respective authorities via the
income tax declaration and/or any other
necessary filings.
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If the executive has worked in more than one
country during the relevant service/vesting
periods, he/she may be liable for tax and/or
social security levies in some or all of these
countries. The amount may be apportioned to
the time of employment in a particular country.
It is the participant’s responsibility to ensure
compliance with the tax regulations for the
variable compensation payouts received.
Allianz recommends consultation with a
professional tax adviser (at participant cost) to
fully understand the taxation implications
surrounding variable compensation.
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TRANSFERRING
EMPLOYMENT
AND LEAVING
ALLIANZ GROUP
TRANSFERRING EMPLOYMENT WITHIN
ALLIANZ GROUP COMPANIES
In case of a transfer to another Allianz Group
company the annual bonus payout will take
place during the annual Year-End Cycle and will
be pro-rated to reflect the days of employment
in each role. Any deferred compensation will
continue to vest according to the plan rules.
LEAVING THE ALLIANZ GROUP
The following is a summary of how variable
compensation opportunities will be treated in
the event of a participant leaving employment
of Allianz Group. A participant will be treated as
“leaving employment” when the participant
ceases to be an employee or member of the
Board of Management of the company or any
other member of the Allianz Group.

In general, when a participant leaves Allianz on
his/her own initiative or the company terminates
the employment relationship for cause during
the relevant performance period, the participant
will generally no longer be entitled to any
Annual Bonus, subject to applicable local laws.
When a participant leaves employment for
regular or early retirement, ill health, disability or
death, or if the company has chosen to
terminate the employment relationship due to
business reasons (e.g. redundancy) the company
will generally pay any outstanding variable
compensation on a proportional basis for the
time within the performance period and based
on the Total Pay-Out Factor when that
determination can take place or when
practicable based on local regulation.
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GLOSSARY
ACTUAL VARIABLE COMPENSATION

PARTICIPANT

The final variable compensation amount the
employee receives for a given performance year
once individual and company performance
have been determined and applied against the
target variable compensation amount. Actual
variable compensation plus fixed compensation
total the Actual Total Direct Compensation
(ATDC) an employee receives.

Any executive of Allianz Group companies
invited to take part in the Allianz Group variable
compensation plans.

COMPANY
A member of the Allianz Group (Allianz SE, its
subsidiaries and associate companies) which
has an employment relationship with the
relevant participant and has invited him or her
to take part in the AZ Group variable
compensation plans.
IPA – INDIVIDUAL PERFORMANCE ASSESSMENT
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TTDC – TARGET TOTAL DIRECT COMPENSATION
The combined total compensation including
fixed and variable compensation set at a target
value for a given performance year. The variable
compensation component is subject to
performance criteria that may result in actual
total direct compensation above or below the
target value as determined during the Year-End
Cycle process at the end of the performance
year. TTDC increases are subject to company
discretion and are based on both internal and
external factors that also consider individual
performance and available budget.
TARGET VARIABLE COMPENSATION

The result based on assessment of agreed
priorities and People Attributes as per new
performance management approach.

The portion of TTDC allocated to variable
compensation.

IPF – INDIVIDUAL PERFORMANCE FACTOR

TPF – TOTAL PAY-OUT FACTOR

Based on the Individual Performance
Assessment (IPA) result a percentage within the
company defined range will be determined for
purposes of calculating the actual variable
compensation.

The amount used to determine the actual
variable compensation for an employee
calculated by combing the Individual
Performance Factor and OE Component results
with an equal 50:50 percent weighting.

PERFORMANCE & VARIABLE COMPENSATION AT ALLIANZ – ANNUAL BONUS (VERSION 2019)

LEGAL NOTICE
The information in this brochure is a non-binding
summary and provided for information purposes
only. Additional local terms and conditions may
apply.
Variable compensation plans are discretionary
and Allianz reserves the right to determine
participation in the plan(s) and the right to
amend, modify, interpret or terminate the plan(s)
at any time without notice. Such determinations
will be final and binding. Further, there is no
guarantee that the plan(s) will be operated in
the future, or, if operated, that the employee will
be selected again for participation.
This brochure does not create an express or
implied contract of employment with any
employee nor does it create any terms of
contract for any particular benefit or reward
plan. Payouts under the plan(s) are not
pensionable nor do they otherwise serve as
basis to calculate any other benefit (such as for
example holiday pay) unless specifically
required by local law.

The participant consents to the collection,
storage, processing, transfer and use of his/her
personal data provided in the context of the
variable compensation plan(s) for the purposes
of the operation of the plan(s), including the
transfer to other members of Allianz Group,
trustees and third party service provider(s) as
described below. This includes in particular for
the purpose of the operation of the plan(s):
– Administering and maintaining participant
records within the company, Allianz SE and/or
other members of Allianz Group;
– Providing personal/compensation data to:
(i) Allianz SE and/or other members of Allianz
Group
(ii) Trustees of any employee benefit trust
(iii) Third party administrator of the plan
– Assessment of any entitlements under the
plan by the company, Allianz SE and/or other
members of Allianz Group
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