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Introduction

The remuneration policy of HSBC Global Asset Management (France), a subsidiary of HSBC Continental Europe, is set
within the context the remuneration policy of HSBC Continental Europe and its governance bodies, and more generally
within the context of the HSBC Group remuneration policy, the general principles of which are subject to the rules
issued by the British regulator (FCA-PRA) and which apply uniformly to all Group entities.

The remuneration policy is established in compliance with the reference documents of the Financial and Monetary Code
of the French Financial Markets Authority (AMF) as well Directive AIFM 2011/61/EU of 8 June 2011. These provisions
are also compliant with the new obligations of Directive UCITS 2014/91/EU of 23 July 2014.
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General principles and governance applicable to all
employees

The remuneration policy is based on the evaluation of skills and annual and half-year, quantitative and qualitative
performance criteria. It integrates the interests of investors, employees, and HSBC Global Asset Management (France)
within its fundamental principles and applies to all staff.

A.1 The general principles of the remuneration policy

The HSBC Global Asset Management (France) remuneration policy is established in accordance with the following
general principles:

- The determination of fixed and variable remuneration while ensuring a prudent balance between sound and
effective management of its financial results, its risks and the maintenance of an appropriate amount of
shareholder equity for the company.

- Compliance with the strategy and objectives of the company, its risks management, its risk profile and risk
management practices and the long-term interests and results of the company in their entirety.

- The definition of appropriate remuneration rules for all executive bodies and persons identified as material risk

takers (MRTs) within the Asset Management career band, in accordance with their powers, tasks, expertise and

level of responsibility and in compliance with regulations.

Ensuring the absence of conflicts of interest when implementing and executing the variable remuneration policy.

The HSBC Group remuneration policy is implemented within the HSBC Global Asset Management (France) and
articulated around the following principles:

- The envelopes relative to discretionary variable remuneration are set globally for the Group and determined by
the Global Career Bands (GCBs) according to its sustainable financial performance, the commercial
competitiveness and/or its accomplishment during the financial year and the successful management of Group
risks and the different career bands composing it. These budgetary envelopes are allocated for the financial
year according to the Group's performance by each career band and are liable to be reviewed and adjusted
during the year-end closing to guarantee and maintain financial sustainability;

- Fixed remuneration may be reviewed in accordance with the annual budgetary envelopes defined locally,
according to the economic performance and positioning of the company in its market;

- A total remuneration approach (base salary + variable) with a variable salary level differentiated pursuant to
individual performance;

- A discretionary approach to evaluate individual performance rather than an automatic approach based on
formulas which may encourage inappropriate behaviour regarding risk-taking and/or transactions unsuitable
for our clients;

- Aremuneration approach which complies with equality rules among employees;

- The attribution of a collective remuneration policy according to the regulations or the company agreements in
force (in 2019, employees are eligible to be ‘legal participation’ profit sharing plan within HSBC Global Asset
Management (France).)

- No specific discretionary retirement plan is granted to HSBC Global Asset Management (France) employees
but an additional retirement regime is available ( Art 83 )

These remuneration principles are reviewed annually in accordance with the Group’s policy.
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A.2 Governance

The HSBC Global Asset Management (France) remuneration policy follows the annual directives published by the HSBC
Group and career bands (Asset Management, Finance, Risk, Legal, Compliance) to which employees are subject as
well as the principles, when applicable, of the HSBC Group in France.

HSBC in Continental Europe is supported by two governance bodies, the People Committee and the Remuneration
Committee. These two committees notably ensure the monitoring of the implementation of the Group remuneration
policies in France for all career bands and functions, and compliance with local standards in force and proper
accountability to the risk and compliance dimensions of the company.

The composition of the two committees enables competent and independent supervision of the remuneration policy of
HSBC Continental Europe and its subsidiaries.

In addition, HSBC Global Asset Management (France) has implemented its own Governance framework fr the review
and implementation of the remuneration policies of HSBC Global Asset Management (France) and of HSBC REIM.

A.2.1 « People Committee » and Remuneration Committee of HSBC in France

People Committee

1-The HSBC France People Committee covers the HSBC Continental Europe perimeter, i.e. HSBC Continental Europe
and all of its French subsidiaries, in particular HSBC Global Asset Management (France) and its branch offices in Europe.
The People Committee has the principal mission of:

1 Transversal local-level monitoring and implementation of Group strategies regarding staff management, e.g.
regarding diversity, international mobility, employee hiring and recruitment, development, etc.,

1 Review of spending proposed by the Global People Committee for the implementation approach adopted for
strategies and/or primary policies of the Group regarding staff management,

1 Monitoring principal risks regarding staff management at the local level, in particular cases of breaches
identified in context of the “Consequence Management Process," turnover statistics, the results of staff
investigations and recommended action plans,

91 Identification of talent at the local level, notably in context of the “Inspire” programme (for leadership
development in France), and via the “Explore” Group programme as well as the elaboration of the annual
succession plan, in particular for critical positions,

1 Monitoring the effective application of the Group strategy regarding performance management, evaluation of
prospective recruits,

1 Analysing the development of organisational structures and concomitant decisions at the local level as
necessary, e.g. major changes made in the managerial scope of responsibilities,

1 Reviewing staff movement GCBO03

Regarding remuneration:
1 It examines the major areas of the Compensation Policy proposed for France as well as its branch offices abroad
and approves it,
1 It ensures the consistency of this policy with the general principles of the Compensation Policy set by the Group
for all of its subsidiaries, and regarding particular directives set by the GCBs,
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1 It decides on the compliance of this policy with local professional standards and the recommendations of
regulatory bodies

1 It examines variable remuneration envelopes allocated by GCBs to HSBC teams in Continental Europe regarding
the performance of global bands and different teams while accounting for the risk and compliance dimensions,

1 It approves the structure of these envelopes in application of deferment rules of the Group and the local
professional standards in that regard.

91 It verifies that all variable remuneration instruments implemented in the different Bank career bands reflect the
general principles defined in the remuneration policies for France, the Group and the GCBs, and are compliant
with regulatory bodies.

1 After having approved the list of it, it examines and validates the consistency of all CRD 1V, AIFM/UCITS and
Solvency Il remuneration of MRTs (with the exception of members of the select People Committee), before
submission to the competent decision-making bodies of the Group.

1 It examines the highest 20 payments, with the exception of members of the select People Committee, and
consistent with the decision-making bodies of the Group and the GCBs,

1 It examines the list of individual discrepancies in compliance with internal rules regarding credit risk, compliance
and appearance, and for certain employee categories, compliance notably with the mandates stipulated by the
Volcker rules.

A summary of the major areas of the remuneration policies and its principal changes was consequently presented by
the Remuneration Committee of the HSBC Continental Europe Board of Directors which follows the People Committee.

The Remuneration Committee of HSBC Continental Europe covers all remuneration policies and practices
implemented within HSBC Continental Europe and its entities in France and abroad, though with a much deeper review
of the employees impacting the risk profile of the Bank as well as the company officers.

2- The Remuneration Committee of the HSBC Group in France covers all remuneration policies and practices
implemented within the HSBC Group in France and its entities in France and abroad, though with a much deeper review
of the employees impacting the risk profile of HSBC in France as well as the company officers.

A.2.2 Remuneration Committee of HSBC Global Asset Management (France)

HSBC Global Asset Management (France) has moreover established a Remuneration Committee. This committee
examines the remuneration policies and practices for the Asset Management career band by assuring its consistency
with the Group’s policy, compliance with local standards in force as well as proper accountability to the risk and
compliance dimensions of the companies covered, notably for the HSBC Global Asset Management (France) and for
HSBC REIM.

The composition of the Remuneration Committee enables competent and independent supervision of the remuneration
policy of HSBC Global Asset Management (France) and its subsidiary. The 3 members are also members of the AMFR
Board and are not in charge of executive management within the Company. The Chief Asset Management Officer, one
representative of the employees, and the President/CEQO also attend the Remuneration Committee.

The principles described in the remuneration policy are presented annually to the HSBC Global Asset Management
(France) Social and Economic Committee.

This HSBC Global Asset Management (France) remuneration policy is also presented once annually for approval by its
Board of Directors after approval by the Compliance, Risk and Legal functions, and the General Management.
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A.2.3 Contribution of the risk and compliance functions

The functions governing risk control, compliance, and internal control ensure that remuneration policies are compliant
with remuneration policy standards in force. The remuneration policy is moreover approved by the managers of
Compliance and Risk before being presented to the Remuneration Committee and the other persons mentioned in the
paragraph above.

Remuneration for risk and compliance functions is set independently of the business line for which these staff approve
or verify transactions, and at a level sufficient to ensure the availability of qualified and experienced staff. This
remuneration takes into account the accomplishment of objectives of each function.

The remuneration policies of HSBC Continental Europe and HSBC Global Assets Management (France) are subject once
annually to an independent evaluation, which in 2019 was conducted by the Internal Audit unit in accordance with
Article L511-74 of the French Financial and Monetary Code.

A.3 The annual pay review (‘Pay Review’)

An annual pay review |s conducted each year with an objective to set:
- Potential individual salary revisions in context of a defined budgetary envelope;
- Variable individual remuneration of employees as a function of their performance in context of a defined
budgetary envelope.

In context of the mandatory annual pay review, HSBC Global Asset Management (France) may take specific actions as
proposed by General Management.

The process of the annual ('Pay Review’) is as follows:

1 The variable remuneration envelopes are globally set by the Group and determined by GCBs and functions
according to their sustainable financial performance, the commercial competitiveness and/or its
accomplishment during the financial year and the successful management of Group risks and the different
career bands composing it. These envelopes are then dispersed by region/country according to the contribution
of these perimeters to GCB or function performance.

1 These envelopes dedicated to individual salary increases are decided locally by General Management in France
and in consultation with the career band. This budget is allocated for proposed increases during the pay review
and those proposed during the year.

1 The managerial line proposes individual allocations (fixed and variable).

1 Proposals are approved after a consistency review made by HR teams, pursuant notably to the position
occupied, the age and compliance with equity rules.

1 The HR manager reviews the proportionality levels between the fixed and variable salaries to ensure a
consistent remuneration level set in relation to the total remuneration to ensure employees do not depend

excessively on the variable component.

1 This process is aligned with a calendar set by the Group for communicating salary decisions which generally
arise in February for implementation paid in March without retroactive salary revisions.
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A.3.1 The fixed remuneration review

Fixed remuneration may be reviewed during annual pay reviews at end-year or during the current year in exceptional

cases.

The fixed part of remuneration principally remunerates the required competency level, the experience acquired and the
responsibility level for a position occupied.

Increases may be selective and/or collective:

1 Selective takes into account:

internal practices (in relationship to peers within a team, function, age, seniority and
equivalent performance) or moreover increased responsibilities related or not to a promotion
and

gaps in relationship to indicative external market data

performance level, especially for employees with a remarkable or highly satisfactory
performance.

allocation between fixed and variable remuneration, in context of total remuneration of the
employee.

1 collective with respect to economic constraints, the capacity of the company to finance this measure
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