Dear Equity Compensation Professional,
The third annual GEO Awards gala celebration was held on Tuesday, 20 April 2004, in Montreal, Canada. Over 200 international
practitioners from twelve countries attended our annual awards
program and celebrated the success, accomplishments, and
achievements of nine leading companies. In addition, we honored
Professor Joseph Blasi for his life-long commitment to researching
and exploring the impact and effect of employee share ownership.
Our industry has faced numerous challenges in the past year and
while equity compensation continues to play an essential role in
most innovative global businesses, it is important to anticipate
what changes may come in the near future.It is clear that the use of
equity compensation will continue regardless of accounting, tax,
and legislative changes;yet the shape,form,and distribution of the
next generation of plans may very well change.We have all heard of
companies shifting from stock options to other forms of equity
compensation. Many companies are also considering reducing the
amount of equity awards, the number of eligible employees, or
even rebalancing cash and equity programs. The future will bring
an inventive mélange of equity compensation possibilities - performance share plans, premium priced stock grants, and restricted
share awards,to name a few.Whatever the ‘new’ form of equity will
be in your company, we believe it is the role and responsibility of
each of our members to thoroughly understand the impact and
effect of each new plan design strategy.
The ‘cost’ of employer sponsored share plans continues to be clarified by accounting boards and tax authorities around the world
yet, as an industry, we have done a relatively poor job of measuring
and communicating the benefits of our collective professional contribution to business performance. Interestingly, it was during our
profession’s development – most significantly defined during the
heady equity days of the mid- to late-1990s – that provided us lit-

tle time (or interest) to justify how employee share awards contributed to the profitability and performance of our clients/companies. During the equity boom of the 1990s, anything associated with shares was considered inherently ‘good.’
Five years later, the entire corporate environment has changed.
Following events completely unrelated to the equity compensation profession, we now work in an environment that is much
more conscious, critical, and requires justification for nearly every
corporate expenditure and transaction. Institutional investors,
tax, and legislative bodies have found their voice in the past few
years and have made great strides to ensure their opinion and
viewpoint is heard. The share profession as a whole, however, has
remained relatively quiet. It is, unfortunately, the rare occasion
when companies and advisors stand up and discuss the positive
corporate performance impact, employee retention/attraction
influence, or cash savings of share plans.
While our industry has been defined by the dizzying share price
heights of the 1990s, we need a renewed, proactive attitude
regarding employee share ownership to continue and define this
important benefit for companies and employees.We congratulate
and thank our award recipients for their innovation and willingness to provide an example for the rest of the industry. We hope
the lessons of these leading companies can spark the torch in your
company or clients to advocate and make considered justification
for the continued use of equity compensation – whatever form it
may take in the future.
We look forward to seeing you at next year’s awards in London as
we continue to explore the best of our industry.

Ryan Weeden

Carine Schneider

GEO EXECUTIVE DIRECTOR

GEO BOARD CHAIR

A Message from GEO

The GEO Awards have been
developed to acknowledge
outstanding achievements by
companies operating international employee stock plans. Our awards distinguish applicants based on their employment
size and on the type and category of plan they
are applying. The following are the 2004
GEO Award divisions and categories:
Company Divisions:
★ less than 10,000 employees
★ between 10,000 – 60,000 employees
★ over 60,000 employees
Categories:
★ Plan Communication
★ Use of Technology
★ Innovative and Creative Plan Design
★ Plan Effectiveness
The awards are only granted to companies
that submit applications to GEO for consideration. An international panel of three
impartial equity compensation professionals
were selected as GEO Award Judges and were
chosen on their demonstrated experience in
the equity compensation profession.The
judges review all submissions and meet for a
two-day assessment of the candidates. Candidates are evaluated solely on submitted
materials.
The GEO Awards recipients are not
announced until the GEO Awards gala dinner event.
Please visit www.geoawards.org for the latest
information about the GEO Awards
and application.

What Are

P C
LAN

OMMUNICATIONS

Communication is key to the successful operation of any employee
stock plan and operating plans internationally presents special geographic, linguistic, and cultural challenges. Judges look for the most
effective and appropriate communication methods and materials
used in a plan. In addition, judges consider a company’s size and the
number of employees to whom the company must communicate the
plan. For instance, awards were not based on the amount of money
spent on a communications program but based on the content, message delivered, coherency, and style.
The Judges determined the following criteria important in evaluating
these awards:
★ Technique/Means of communication
★ Clear and concise language
★ Single/Two-way communication
★ Localization and personalization
★ Consistency
★ Link of communication to corporate branding
★ Local intermediaries used to deliver message
Further considerations of the Judges in evaluating the quality of a
Communication submission were the use of humor, the demographics of the employee population (education, language skills, etc.), and
the type, level, and detail of information. A critical element of designing a winning Communication submission was having meetings to
evaluate local viewpoint, opinion, and consideration.
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The best designed and communicated global stock plans can be prohibitively expensive and time consuming if not properly managed and operated. The use of paper/print confirmation, enrollment, account management
forms, and communication materials inherently slow the implementation
and management of these plans. Corporate stock plan administration
departments have thus found websites, intranets, and other electronic tools
invaluable and cost effective in managing, communicating, and administering international equity compensation plans. The GEO Award for Best
Use of Technology is granted to companies that have developed innovative,
appropriate, and comprehensive technological solutions to share plan
administration, communication, and internal project management. Given
the multitude of technological alternatives, the 2004 Judges focused on the
following three, but equally important, areas of technological function:

the GEO Awards
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Share plans can be created to meet a multitude of corporate
objectives that must be balanced with the legal, regulatory, and
tax issues both in the headquarter country as well as in jurisdictions across the globe. An equally challenging obstacle is to create a single global plan that maintains the core corporate philosophy and addresses local cultural concerns. This category allows
applicants to demonstrate how inventive and creative they were
in working around potential stumbling blocks in developing and
implementing global share ownership plans. Measurements in
this category include how well the plan was creatively adapted to
local tax and regulatory laws, innovative ways to increase
employee participation and excitement, and how their plan differs from competitors or industry norms.

Share plans are key elements in helping a company achieve its corporate mission and goals. This award category is to highlight
companies that have spent time and energy developing an
employee equity compensation plan that works well toward those
various corporate objectives.

The Judges determined the following criteria important in evaluating these awards:
★ Global reach (must be a plan operated in
multiple countries)
★ Ground breaking solutions
★ Closely tailored to meet local needs whilst maintaining
all critical corporate objectives (weighing on the largest
employee base more substantially)
★ Promotes ownership behavior
★ Employee input to plan design
★ Multiple goals - multiple plans
★ Staged rollout

The Judges determined the following criteria important in
evaluating these awards:
★ Take-up rate
★ Voluntary plan
★ Employee turnover rate
★ Employee attraction rate
★ High employee stock
retention rate
★ Company performance issue
★ Achievement of
company goals
★ Clear statement of
plan objectives
★ Economic ‘effect’ on
employee finances
★ Support of the
corporate culture

★ Participant access – use and design for decentralized

employee groups to access share plan information, man
age their account, enroll in a plan, and exercise/sell
their shares.
★ Administration – internal stock plan management to
record and track transactions, create and analyze reports,
and provide real-time support to employees
★ External linkage – integration with third-party vendors,
access to communication materials for in-country project
managers, and linkage with government regulatory and
reporting agencies.

The criteria for this category are based on an assessment of
employee participation, significant "take-up" levels among
employees (taking into account the type of plan), and other ways
of involving employees in the operation of the company. An
essential component of assessing effectiveness is a clear statement of the goals of the plan in addition to a demonstrated measurement technique.

Fundamentally, a company needed
to operate a plan that was more
than a ‘paragraph in a brochure.’ An
effective share scheme sustainably
integrates and links plan communications, launch, plan design, and
plan revision on a regular basis.

2004
GEO Awards Judges
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David Tuch - UK
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Maoilíosa Ó Cúlacháin - IR
Maoilíosa Ó Cúlacháin has been the eircom ESOP Manager since 1998, when he led the establishment and implementation of the ESOP. As company secretary to the eircom ESOP Trustee,he advises and supports the trustee and
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Judges Commentary
This year’s judging was conducted in the wake of a prolonged and
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awards, continued employment retrenchment, and underwater
options. Given all these factors, we would first like to acknowledge,
congratulate, and thank all the companies submitting for GEO
Awards this year. We truly do not believe there are any ‘losers’ in the
list of companies submitting. In fact, we feel their willingness to
highlight their share plan details, in light of these challenges, shows
their commendable commitment to continue an important and vital
component of employee remuneration.

As we look forward to 2004, we encourage next year’s applicants to
highlight their executive and managerial share plan practices. We
simply have not had many companies willing to bring forth their
managerial share plans. We believe this might have something to do
with fear of public scrutiny of such plans – however, we are quite
sure that this fear is unwarranted and believe there are numerous
‘best practices’ in managerial share plan practice - we just need to
define it. We anticipate next year’s applicants will reflect the contin-
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mergers and acquisitions in the submitting companies, which typically provides an opportunity for companies to revisit their share
scheme strategies and streamline their operations. While a number
of applicants are being recognized for their 2002/2003 integration
of multiple plans from past M&A activity, it is all the more remark-

Again, we congratulate all our 2004 applicants. Although we can
not have winners in every category, each and every applicant should
be celebrated for their commitment to employee ownership and willingness to share their experience with the global equity compensation community.

able because none of these transactions occurred in the recent past.
We were pleased to see companies conducting internal examina-

Sincerely,
Andy Hodges, Maoilíosa Ó Cúlacháin, David Tuch

guages. In addition, Agilent worked with its advisors to develop
an online election website that was able to capture employee
enrollments, inform them of their economic risks, and answer
their questions. For certain countries where hard copies of documents were desirable from a legal perspective, employees
could still do everything on the web before then simply printing
off hardcopies of the relevant documents.

Agilent Technologies was spun off from Hewlett Packard in 1999
and although it is the ‘original HP,’ the company has faced a number of challenges since its independent flotation. With over
28,000 employees in 30 countries, Agilent employs a diverse
employee base and has had a significant workforce reduction coinciding with eight unprofitable quarters.The company has primarily delivered share plan benefits through a broad-based employee
stock option program. Due to its workforce reductions and share
price slide, employee morale has been low and commitment to its
share plans has been weak over the past couple of years.
To address the lack of employee commitment to its share plans,the
company undertook an option exchange program in mid-2003.
The program allowed eligible employees (excluding Section 16
officers/Senior Executives, retired employees, and non-employee
shareholders) to exchange existing options for a lesser amount at
a lower share price. The intention of the plan was to reinvigorate
employee interest in the share plans prior to an improvement in
the economy/employment market when Agilent was sure to be
back in its war for talent. Agilent recognized that if its primary
employee retention and attraction tool was not well received and
valued, it would potentially face a large employee migration from
the company when the general corporate environment improved.

Despite its roots as a technology company, Agilent recognized
the need for face-to-face meetings to provide an extra point of
contact and allow employees to ask questions as well as raise
awareness. Through management led ‘coffee talk’ meetings,
Agilent discussed key points of the option exchange program
proposal including benefits and risks of participation. All communication materials and discussions were impressively nontechnical. Examples were clear, concise, well-received, and
understood by technical and line-staff around the world. Over
three-quarters of employees participated in the option
exchange program, and Agilent was able to recapture a net 11
million shares (through a reduction in share grants at the lower
price – which approximately equals the average number of
shares granted during one year) and reduce option overhand
by 2%.
In its ongoing ‘war for talent,’ Agilent is a clear winner by
realigning employee interests through its extensive communication campaign on what could have been a negative corporate
action. The company has refocused employees on future share
price growth and erased negative employee sentiment on past
share plans. Agilent has demonstrated that even with ‘negative’
events such as option exchange programs, an opportunity is
provided to connect with employees on important
corporate activities.
COMPANY HIGHLIGHTS

★ Customers in 110 countries
★ Corporate HQ’s located at original HP R&D Facility
★ 1999 Spin-off generated US$2.1 billion
★ First major HP product – 1939 movie speakers

for Disney’s Fantasia
★ First listed on Fortune Magazine’s Top 500

Agilent recognized that designing and offering an option exchange
was not sufficient.To ensure employees were aware,informed,and
educated of plan provisions, the company undertook an extensive
employee education communication campaign. Through a
detailed and comprehensive employee website, the company provides global real-time access to plan details and provisions and incountry tax and legal information translated into thirteen local lan-

Companies: 1961, rank 460
★ 2003 rank on Fortune Magazine’s Top 500

Companies: 14
Agilent Technologies wishes to acknowledge the following company for their professional contribution to
our Award winning equity compensation plans:
Mellon Investor Services

As the 2003 Most Creative and Innovative Plan Design GEO
Award winner, HBOS’ use of share plans is well known. They offer
three separate share schemes to a broad-base of employees, including: a Sharesave plan, a Share Option plan, and an Annual Bonus
Plan – Sharekicker. Each of these plans have unique characteristics,
deliver distinct benefits,and are offered to nearly all HBOS employees in 27 corporate operations in over 2,400 work locations in
14 countries.
During the recent years,HBOS has faced a compounding challenge
of sustaining competitive and motivational share scheme practices
as their share price followed the overall equity market slide downward. To reenergize and ensure employees understood the HBOS
share plans,the company undertook a substantial Board sponsored
Share Plan Education Project in 2003.This project involved numerous steps and began with employee questionnaires following the
grant of the companies latest share plan. The results of this questionnaire demonstrated employees confusion over the various plan
provisions and benefits, as well as raised the question of the plans’
effectiveness in motivating and delivering value to employees.
In response to these findings, HBOS undertook an extensive communication and education campaign. Its intention was to raise
awareness of the HBOS share plans, educate employees of share
plan benefits and risks, and provide additional material to allow
employees to make informed decisions in participating in the companies’ programs.HBOS did not assume anything in its Share Plan
Education Project. Its employee communications started at the
beginning – with the fundamentals of shares, the risks of share
ownership, and implications of share price fluctuations. This presentation was followed up with how employees could enroll and participate in the various share schemes. An internal corporate television program was developed and shown during regularly scheduled
employee trainings,in addition to pamphlets,brochures,and a dedicated employee Intranet site for one-stop-shopping on share plan
information.The share plan team also developed news articles to be
included in the regularly delivered employee newsletter – HBOS
Today.In addition,personal presentations were made by local managers throughout the company on particular concerns and considerations in the Sharesave and Sharekicker programs.
What is perhaps most striking about the HBOS program is the level
of commitment to getting their communication ‘right.’ This was
not a program that was developed in a black box and cast upon
employees, instead the company took careful steps to ensure communication was a two-way process.Through various employee surveys (post-plan launch and post-share plan information presentation), HBOS was not only able to modify its next communication
offerings, but also monitor and measure employee knowledge.

HBOS received a 93% response rate that their communication
program increased employee knowledge of the various share plans
and nearly 80% of employees indicated they would consider participating in the future.
HBOS has shown a clear commitment to educate and inform its
employees on the benefits and risks of employee share plans.It has
done so by communicating clear, concise, and effective messages
through a variety of media. It has ensured its communication
direction was relevant through asking their employees what they
did and did not understand.By informing employees of share plan
benefits, HBOS has shown that individuals can ‘share in the success’ of the company at the best level for each of them.HBOS is all
the more commended for recognizing that it was insufficient to
design award winning share plans – communicating effectively is
what increases participation!

COMPANY HIGHLIGHTS

★ 22 million customers – a financial relationship

with 2 of every 5 UK households
★ FYE 2002 Profits – £3 billion
★ 2002 Financial Assets - £380 billion

HBOS wishes to acknowledge the following companies
for their professional contribution to our Award winning
equity compensation plans:
Computershare – Halifax Employees Share Services
Halifax Share Dealing Limited – KPMG – Linklaters

Axcan Pharma is a speciality pharmaceutical company
which develops, manufactures, and distributes gastrointestinal products. As a relatively small company operating
share plans in multiple countries (approximately 400
employees in Canada,United States,France,Germany,and
Argentina), Axcan faced a difficult challenge of providing
efficient, real-time, integrated share plan offerings to its
employees. Without the budgets, staff, and advisor
resources available to larger operations, Axcan worked
closely with its preferred provider to develop an innovative
solution to integrate multiple share plans in a cost effective
and efficient singular system.
While largely overlooked by the share plan industry, small
companies with multinational share plans face the same
legal, regulatory, tracking, and reporting requirements of
much larger operations – albeit at a reduced scale. Without
sufficient and cost-effective resources, tools, and techniques, small companies face a daunting task with issues
like global compliance,migration and integrating of historical data (often on different databases – if not just spreadsheets), customizing and delivering web/real-time account
information, and employee education and training. Axcan
successfully solved these and other problems by adopting
an available retail technology solution to provide a much
more efficient and effective share plan offering to employees that was otherwise unavailable.

In adopting new, centralized technology, Axcan maintained
its in-house administration functions at a reduced staff
commitment. By consolidating its three databases onto a
single platform, Axcan was able to later incorporate complete employee data, record and report on employee relocations, track current and historical local tax rates, and
improve employee communication through sourcing its
data to an out-of-office full time accessible server. Employees accessing the Axcan option website could view their
accounts in both Canadian and US dollars – which reflect
the majority of their employee home locations. Axcan was
also able to address its legal compliance and reporting
requirements by ensuring accurate and up-to-date information was available to optionees and related third parties
through the corporate option tracking solution. It has also
been able to ensure data integrity and security while
uniquely adopting technology often reserved for larger
company outsourcing solutions.
Unlike past GEO Award winners in the technology category, Axcan did not internally build its technology; but is
instead recognized for its foresight, innovativeness, and
leadership in adopting ‘big-company’ share plan technological solutions on a small scale.Axcan provides an unique
case study for other small companies operating share plans
globally to seek out big-company solutions to their HR and
remuneration needs.

COMPANY HIGHLIGHTS

★ 450 Employees worldwide
★ Began in 1982 – IPO 1995
★ Listed on Toronto and NASDAQ
★ Global Headquaters – Mont-Saint-Hilaire, Quebec.
★ Corporate Communications in French and English

Axcan wishes to acknowledge the following company
for their professional contribution to our Award winning
equity compensation plans:
Transcentive

AstraZeneca is a leading pharmaceutical company providing a
diverse range of gastrointestinal disease, asthma, hypertension,
migraine, schizophrenia drugs, and cancer treatments. Initially
founded through a 1999 merger of Astra AB (Sweden) and
Zeneca PLC (UK),the company has regularly adopted new technological solutions to harmonize employee cultural differences
and geographic distance throughout its operations in
100 countries.
As a knowledge-based company, employees are key to the continued operation of its business and AstraZeneca regularly provides programs to keep employees energized through performance management and effective benefits and compensation programs. Through its extension of the global stock option program to nearly 10,000 employees, AstraZeneca strives to provide those employee an opportunity to own company shares,
achieve long-term corporate strategic financial outcomes, and
align employees with shareholders.
In 2002, AstraZeneca determined its global option program
would only be successful at achieving its objectives if it was well
understood, easy to use, and cost-effective. Subsequently the
company undertook a review of its existing process and determined necessary improvements to its insufficient share plan
practice areas, including:
- Reduction of option exercise from weekly ‘manual’ processing to daily ‘real-time’ transactions
- Utilizing web based tools to deliver instant and consistent
communication materials
- Reduce time between exercise and receipt of share fund
transfer, and
- Provide consistent and corporate branded feedback
and support.
To achieve these objectives, AstraZeneca worked with a team of
advisors and service providers from eight cities in five countries
to develop an innovative cutting edge solution. By customizing
leading ‘off the peg’ technological tools, the company was able
to adopt cost-effective solutions thereby reducing implementation time, avoiding beta-testing, and developing a single technological solution for its entire global share plan offerings. The
company combined communication, enrollment, exercise, and
share account information through an integrated and linked
single website. Every attempt was made to include complete
share plan information, including multiple financial ‘what-if’

scenarios. The company, however, realized technology is
often not enough to engage and inform employees of important benefits and proceeded to develop a thorough and
staged communication campaign to inform employees of
these new changes. For example, faced with a diverse
employee population, the company determined that US
employees would be communicated in US English and the
rest of the world in UK English.
The company overwhelmingly met its objectives. Participant
feedback was remarkably positive, all employees can now
access their share plan information on-line, over 45% of
employees registered and accessed their information online, and nearly 40% of employees used the website to complete enrollment forms. AstraZeneca anticipates this number to increase in the coming years as employees become
familiar with accessing information electronically.
COMPANY HIGHLIGHTS

★ 58,000 employees in over 100 countries
★ 2003 annual sales US$18.8 billion

– profits US$4.1 billion
★ Daily expenditure on R&D – US$14 million

AstraZeneca wishes to acknowledge the following companies for their professional contribution to our Award
winning equity compensation plans:
Citigroup – Lloyds TSB Registrars – Towers Perrin

The results were significant:
- Operational systems were updated and integrated to a singular platform. Error rates were reduced as an effective link
between corporate HR and share option data was created.
- The communication timeline of new grants was reduced
from eight weeks to two weeks with the new system.
- Transfer of shares/proceeds upon exercise was reduced from
four weeks to three days (with electronic accounts) and
employees can now request receipt of funds in local currency or GBP.
- Local finance departments can access the Share Option web
site to modify and update local tax rate changes – reducing
errors, miscalculations, and employee inquiries.
- Real time online and call center help was implemented.
Within the first 8 months, over 46% of participants enrolled
through the Share Option website, grant effort was reduced
by 60%, and over 13,000 calls were made to the call centres.

Created from the merger of GlaxoWellcome and SmithKlineBeecham in 2000, GSK was born a company of two very
strong,long-standing operations.In joining the intellectual,technical,and manufacturing might of two large companies,GSK also
became the guardian of diverse and divergent share plans.With 11
legacy plans from the two original companies,GSK faced an enormous challenge in effectively and efficiently managing its share
plans. Not only were the plans offering different benefits, schedules, eligibility criteria, and ‘leaver’ policies, but each company
brought its own unique administration processes. As these two
companies joined, GSK was a company looking for a technological solution on a scale rarely seen.
Technology is best used when it is considered for not only what it
can do, but also what it should deliver. Prior to seeking a technological solution, the GSK team understood that its plans were
burdensome to operate,communicate,and difficult (if not impossible) to integrate on a single system. Instead of looking for a system that could individually operate each plan separately, GSK
sought a solution to integrate and merge the existing share plans
of its 27,000 participants.
GSK found a solution in a preferred provider that - with 24 staff
from both GSK and the provider firm - spent seven months integrating data onto a single operational platform. Over 1 million
data items were migrated, from four different HR databases, and
involving over 58,000 distinct option grants.

GSK has demonstrated how to maximize the value of technology
on a large global share plan.It developed and implemented a realtime share plan management tool that allowed employees from
around the world to view consistent communication information
that was easily customizable to their individual plan provisions.
The share plan management team was able to reduce tasks, time,
and effort through on-line reporting and grant allocations. All of
this was all the more impressive given the complexity and scope
of migrating and integrating data from such divergent data
sources. The GEO Award Judges felt this was not only an example of how best to use technology,but also an exceptional glimpse
at managing large projects through the use of new tools.
COMPANY HIGHLIGHTS

★ Every minute over 1000 drug prescriptions are

written for GSK products
★ GSK factories annually produce 600 millions tubes

of toothpaste, 9 billion TUMS tablets, and spends
approximately US$450,000/hour on R&D
★ 2002 Sales - £21.2 billion

2002 Profits - £6.5 billion
GSK wishes to acknowledge the following companies
for their professional contribution to our Award winning
equity compensation plans:
Abacus – Citigroup – Ernst & Young
Linklaters – Towers Perrin

UBS is a clear winner for developing and providing its employees
a complete on-line technological share plan solution – a task
made all the more difficult considering its employees’ financial
sophistication and familiarity with ‘best practice’ in financial
communication.The company had offered two primary employee
share programs – Equity Plus (share purchase) and Equity Ownership (share bonus deferral and options) – to a limited employee population until 2001. In early 2002, the company began a
staged expansion of its Equity Plus plan eligibility to nearly all its
employees (over 40 countries in 2003) and undertook a redesign
of its existing administration, operational, and communications
tools and functions. UBS’ Group Compensation and Benefits
(GCB) department coordinated efforts on this new approach and
used web, database, video, html, and email tools to streamline the
groups overall workload.
For its Equity Plus program, a comprehensive employee Intranet
website was developed that integrates enrollment and grant
reporting to a single platform. In addition to a wide array of print
and paper communication tools,UBS also informed employees of
its Equity Plus program through its corporate television station
(UBStv) and developed special videos of the CEO and the Vice
President of Human Resources discussing the programs highlights. This video is accessible by all employees through the corporate Intranet site. Employees are able to enroll for participation
through the GCB Intranet during the election window and UBS
representatives host eForums whereby employees may ask share
related questions.
Employees may access their personal e-statements to view historical participation levels and current holdings within each plan.
Employees may exercise and/or dispose of shares and modify
bonus/commission/or salary deductions through a state of the
art, real-time corporate website. This provides employees around
the world the most cost-effective and efficient solution to receive
proceeds from their share participation. Most of the material provided on the employee share plan website is translated into English, French, German, Spanish, and Italian.
The Equity Ownership Plan (EOP) is similarly supported technologically – extensive and comprehensive online communication materials,centralized Q&A information,and 24/5 call center
staffing. The EOP also supports a detailed calculator that allows
participants to model how the EOP will affect their ultimate
bonus. The calculator enables participants to select their business
group (as bonuses are determined by reference to business group
performance), the currency of their bonus, and amount of antici-

pated bonuses – therefore employees may view their business
group performance and how their EOP shares will be allocated
according to their performance.
UBS has demonstrated that by using an innovative suite of technology tools, corporations can effectively and efficiently create
awareness,understanding,and higher participation of their share
programs.In assessing an applicant that also provides third-party
share plan services, the GEO Award Judges asked is this company “just doing its job” or does it provide an exceptional, unusual,
or leading demonstration of solving problems. The clear answer
is the latter - UBS has shown the value, impact, and cost-savings
of integrating leading edge tools and technology to its own
employee share offerings.

COMPANY HIGHLIGHTS

★ Oldest corporate ‘Roots’ –

Bankverein, started 1856
★ Birth of modern day company – December 1997

with merger of Union Bank of Switzerland and
Swiss Bank Corporation.
★ Listed on SWX, NYSE, and Tokyo exchanges
★ American financial advisors manage assets of

US$420 billion

effectiveness of their existing share schemes and provide recommendations to improve these plans. The SSSB determined that
most of the previously granted share options were ‘underwater’ and
were delivering little of their original motivational and
retention objectives.

A second time GEO Award winner,Xansa is a company that is clearly committed to employee ownership. In fact, it is Xansa’s commitment to its various employee ownership plans - despite a declining
share price, management change, general shifts in investor attitudes,
and impending legislative, reporting, and regulatory changes - that
make the company so outstanding.
Xansa is an international business process and IT services company
that very much relies on its employees to deliver the latest innovative,
cutting-edge technological solutions to its clients. The company has
always recognized the importance of employees as a crucial component of the success of the company.From its initial share floatation in
1996, employees have owned at least 25% of the company’s shares
through various trust arrangements.
In 2003, following a steady decline in share price, the company convened a Share Schemes Steering Board (SSSB) to evaluate the

The company, acting on its SSSB recommendations, determined it
would offer an option exchange program to re-focus employees on
the future growth of the company. This decision was made in the
midst of a declining acceptance of such practices by institutional
investors.By only offering an option exchange program for options
granted under its all employee schemes,Xansa was remarkably successful in achieving investor buy-in to this controversial decision.
Additional activities that furthered support included; defining a
clear and simple calculation for the cancellation and re-grant,
embarking on an investor education and outreach campaign prior
to their AGM voting,and excluding key board of director members
from the repricing offer.Notably,the company undertook an extensive campaign to sensitize and communicate to key shareholders,
conduct face to face meetings with institutional investors, and consult with the ABI/NAPF to elicit support prior to the voting.
AGM voting on this initiative resulted in a 10 to 1 in favor of the
option exchange program. Employees overwhelmingly substituted
their higher priced options and the company was able to free up significant ‘head-room’ as employee were granted fewer replacement
options on exchange. The company shared the freed headroom
with employees by increasing the deduction on their UK Share Save
plan and maximum monthly savings limits.
While other companies have certainly either repriced share options
or carried out option exchange programs in the past (although this
has been relatively unusual in the UK as compared with the US), it
is Xansa’s thorough, careful consideration of this thorny issue that
impressed the GEO Award Judges. Share plans affect employees,
shareholders, and ultimately the growth of the company. Despite
the traditional conflict between these constituencies Xansa bridged
these divides in a highly successful solution for everyone involved.

COMPANY HIGHLIGHTS
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5,000 Employees Worldwide
# of UK share options outstanding – 23.9 million
Listed April 1996
Over 25% of Xansa capital is owned by employees or employee trusts

Xansa wishes to acknowledge the following companies for their professional contribution to our Award
winning equity compensation plans:
Ashurt Morris Crisp – Ernst &Young
Killik Employee Share Services – UBS

Special Commendation
The GEO Award judges commend and recognize the significant
efforts of Computacenter to extend share offerings in numerous, culturally diverse locations throughout Europe. Computacenter is a UK based technology company, with approximately
9,000 employees in the UK, France, Germany, and Austria. It
has faced an array of business and cultural challenges as it has
extended its Share Save scheme to its newly acquired and growing employee base throughout Europe. Despite facing unique
challenges in its German operations that were re-acquired after

Imperial Tobacco is a clear winner for overall plan effectiveness
for its commitment to expanding and maintaining its employee
ownership objectives despite a long list of challenges.It pursues a
rationale, reasoned, and balanced objective in serving up a suite a
of share plans among diverse corporate operations in over 37
countries. Imperial’s Sharesave, Centerary Share Matching, Share
Matching Bonus, and LTIP plans continue to succeed at providing a focal point for employees to connect with the company –
despite numerous acquisitions, employees of varying and diverse
educational levels, discretionary financial resources, and
cultural backgrounds.
The company’s Sharesave plans have provided the most ‘reach’
among employees and, because of the numerous legal requirements surrounding these plans, the most challenges as well.
Bucking an industry trend, Imperial expanded its Sharesave plan
to an additional 14 countries in 2003 and made a significant step
to provide a singular benefit to nearly all employees in the company. The company began expanding the number of countries
and employees covered under its share plans in 1996 and has
demonstrated great resolve to provide a consistent employee benefit – even in the face of substantial challenges. In fact, in certain
countries Imperial determined non-existent legislation surrounding Sharesave programs. Instead of simply not offering
shares to employees in those countries, they used knowledge of
other countries’ share scheme laws to help these governments
write their own, new legislation.
The company has not, however, pursued a share plan expansion
philosophy without reflecting on the ‘cost’ and impact of these
plans.In China,for instance,Imperial believes the liability to both
the company and its Chinese employees is sufficiently high to
warrant alternative remuneration strategies. Changes to the Belgium taxation treatment of Sharesave plans in 2000 made the
existing plan undesirable to employees, prompting the company
to develop an alternate Phantom Sharesave Plan. Despite persistent attempts to expand its share plans to one of its African country operations, the company ultimately determined that it was

unwise to pursue this strategy when their local attorneys wrote
that they were ‘too busy dodging bombs and bullets to provide
any advice’. In evaluating the impact of its 2003 roll-out, the
company now has plans to reduce its 10 GBP minimum Sharesave share purchase limit to increase participation. Because of the
addition of employees in low-cost, low-wage countries, Imperial
discovered this minimum purchase amount discriminated
against a significant proportion of employees based on the relative value of their total remuneration. In fact, it is the company’s
steps to evaluate the impact, operational/roll-out costs, and
employee opinions of its share plans that makes it commendable.
With overall Sharesave participation rates of 33%, the company
has achieved higher participation rates as employees become
more familiar with the concept of share ownership and increase
their financial literacy. By taking a committed paternalistic financial stewardship of employees, Imperial delivers on its core corporate value to ‘look after our people.’
COMPANY HIGHLIGHTS

COMPUTACENTER
a number of years, the company maintained its corporate philosophy to provide equal benefits to employees world wide. In addition, the company has undergone a significant review of its Share
Save plan in France and has adopted a new communication and
outreach campaign driven by local French advisors and employees.
In the face of daunting challenges, Computacenter is recognized
for great strides in improving and adopting its communications,
design, and general equity compensation approach across multiple countries.
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Products sold in over 130 countries
Over 50 languages are spoken within Imperial
World’s Fourth largest tobacco company
Annual cigarette sales – GBP 191 billion

Imperial Tobacco wishes to acknowledge the following
companies for their professional contribution to our
Award winning equity compensation plans:
Ashurst Morris Crisp – Lloyds TSB Registrars

- Roche employees are economically and educationally diverse –
therefore the company wanted an effective yet simple to understand program.
- The company wished to provide the ‘global glue’ while also deliv- ering value on the most tax-efficient, legally compliant, and/or
locally appropriate basis. To address this challenge, the company
modified its share program in 29 countries.
- The company uses non-voting equity securities for its primary,
non-familial/institutional investors corporate financing needs.
The ‘Genussscheine’ or RGS carry the same dividend and residual corporate value as voting (bearer) shares. Employees were
granted RGS as part of the Roche Connect program.
- Finally, the pharma industry outside of the US has traditionally
not used equity compensation programs with its employees.
Roche faced an uphill challenge in communicating the benefits
and merits of share ownership in addition to all the other challenges listed above.

If you could imagine the most daunting challenges in designing and
implementing a broad-based global share scheme, you would likely
capture just a few of the road-blocks Roche had to overcome in its
Roche Connect program.The commitment of the company to rolling
out its first global HR program is commendable alone; however, it is
the imaginative and creative use of equity that makes Roche a 2004
GEO Award winner.
Roche ultimately designed an international securities purchase program available in 39 countries and covering nearly 40,000 employees. Participants can invest 0.5 – 10% of their annual base salary,
whereby the company provides a 20% discount on share prices, and
the company pays for purchase and custody charges. Shares are
immediately vested, but a blocking period of three years (minimum)
is put on the shares. The GEO Award judges were impressed by how
appropriate this plan appeared to be for Roche.
The company had to balance a number of significant issues in
designing its Roche Connect program, including:
- Historical roots as a family-owned company. The majority of voting shares are still owned by descendents of the founders and as
such there was little tradition of securities ownership by employees. Delivering a global share plan was a significant and
major departure.
- The modern-day Roche is a company of acquisitions. In the last
decade alone, the company has made three major acquisitions
and dozens of smaller purchases. Prior to Roche Connect there
was no single corporat HR/remuneration program.

To achieve a successful plan, Roche balanced its current challenges
with a number of distinct advantages.First,the company was able to
create its share plan without consideration of legacy programs and
no prior employee perception on what to expect. Second, the company’s primary objective was to achieve commitment on employee’s
behalf, so passed over more complicated designs. Third, the use of
non-voting shares was both a challenge and benefit. Because RGS
categorically fall between a ‘true’ share and a phantom like equity
instrument, many global authorities did not know how to treat
them. Employees seemed comfortable accepting this equity instrument, however, the company had to undertake lengthy negotiations
with securities and tax authorities around the world on how to
appropriately treat their corporate structure.
Roche is recognized for designing an innovative plan that meets
their specific corporate objectives.It faced a mountain of hurdles and
obstacles while achieving outstanding success by focusing on its
core intention.While most traditional share plans would not have fit
their needs, Roche simply built what it needed and made great
strides to ‘connect’ its global workforce.
COMPANY HIGHLIGHTS
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Project development in under 18 months
Genussscheine (RGS) first issued in early 1920’s
Company founded 1896 in Basel, Switzerland
2002 Annual Sales – CHF 29.7 billion

Roche wishes to acknowledge the following companies
for their professional contribution to our Award winning
equity compensation plans:
Abacus – Citigroup – PricewaterhouseCoopers
Towers Perrin

The Judges' Award
The 2004 GEO Judges’ Award is granted to Professor Joseph R. Blasi
for his tireless devotion to the development and encouragement of
employee ownership plans. He has devoted his career to providing a
clearer, objective understanding of the practical impacts and effects of
employee stock ownership, broad-based stock options, management
stock ownership, employee involvement, and corporate governance. In
fact,Dr.Blasi worked as a legislative assistant in the US House of Representatives during the early formation of American employee ownership
law and policy. There are few individuals in the world who have worked
so long, been so effective, and devoted as much personal time and energy as Dr. Blasi. It is our honor to provide him this Award in recognition
for his service to the entire employee ownership community.
Dr. Blasi is currently Professor of Human Resource Management in the
School of Management and Labor Relations at Rutgers University in
New Brunswick, New Jersey, USA. He holds a doctorate from Harvard
University, has been a visiting fellow at Yale University, and is a recipient
of a Fulbright Fellowship and a Lady Davis Fellowship. He is the author
or co-author of dozens of publications, including:
- Taking Stock: Employee Ownership at Work (1986)
- Employee Ownership Through ESOPs (1987)
- Employee Ownership: Revolution or Ripoff? (1988)
- The New Owners: Employee Ownership in
Public Companies (1991)
- A Working Nation: Workers, Work, and Government in the
New Economy (2000)
- Stock Options, Corporate Performance and Organizational
Change (2000)
- In The Company of Owners: The Truth About Stock Options and
Why Every Employee Should Have Them (2003)
Dr. Blasi’s most recent publication – In the Company of Owners (cowritten with Douglas Kruse and Aaron Bernstein) – has been named as
one of the top ten best business books of 2003 by Business Week magazine. In addition to his books, he has published dozens of articles in
leading international academic journals and has had his work cited in all
major newspapers and magazines.Dr.Blasi’s work has been referenced as
the most detailed, comprehensive, and inclusive research ever conducted
on employee share plans.

Professor Joseph R. Blasi

Dr. Blasi has also been active in developing and influencing public policy surrounding employee ownership legislation.He has recently testified
before the US Congress on the merits and
benefits of employee ownership and is
currently part of a research team
focusing on ‘Shared Capitalism’ coordinated through the National
Bureau of Economic Research and
funded by the Russell Sage and
Rockefeller Foundations. The
Shared Capitalism study will select a
random sample of the U.S. population
to examine their views and opinions on
broad-based stock options, employee
ownership, and profit sharing.
It is our honor, as this year’s 2004 GEO
Award Judges, to present Dr. Blasi this
Award. He is a truly deserving recipient
and we thank him for his energetic, creative, and passionate commitment to
our profession.

Every year, the GEO staff and Board of Directors designates a series of awards that recognize and thank some of our volunteers
around the world. GEO has relied on the voluntary efforts of dozens of people since its creation. Without the insights, viewpoints,
energy, and time of these dedicated individuals, GEO would not have been created nor would the breadth of issues and dialogue have
been developed.
All of our volunteers deserve special recognition; however, the ‘GEO Star’ awards go to a few individuals who have been exceptional
and outstanding contributors to the organization in the past year. We specifically are recognizing the work of five individuals and one
chapter that have changed the way the organization manages its work.
Peter Howells and Nick McKenna - Creative Contribution "Glossary of Terms"
Peter and Nick were instrumental in the creation and development of the new GEO Glossary of Terms.By sharing their thoughts with
GEO staff and board members, this concept became a reality in part due to their hard work and direction. Other GEO members who
also contributed to the development of the Glossary include Jim Hauser of Brown Rudnick, John Bagdonas of Equiserve and KathyAnn Bryan of PricewaterhouseCoopers.

Lisa Murzic - San Diego Chapter Coordinator
Lisa receives distinction not only for attending all five of GEO's conferences - but also for her tireless work as the San Diego chapter
coordinator. The San Diego chapter continues to present several events each year - mainly due to Lisa's commitment. Lisa was also a
key member of the West Coast one day event team, hosting the event in San Diego.

Rik Stikkelbroeck – European Outreach and Development
Rik has volunteered untold hours in his long time support of GEO.He has been a great supporter of European events,including those
held in his home country of The Netherlands, attended and volunteered at the last 4 GEO conferences, and provided crucial feedback
and assistance on GEO research, chapter activities, and organizational development.

Fred Whittlesey - US West Coast One Day Coordinator
One of the cofounders of GEO five years ago, Fred worked tirelessly this year to plan and organize three one day events on the west
coast of the United States. These one day events provided hundreds of GEO members with a low cost but high quality opportunity
to discuss current issues and challenges facing global practitioners.

DACH Chapter ~ Deutchsland, Austria, and Switzerland
Our DACH Chapter is one of the strongest and most active chapters. Members attend frequent in-person meetings as well as video
and web conferences. The 2003 One Day event was an incredible success this year, with over 50 people attending from 4 countries.
Although the chapter has benefited greatly from the leadership of last year's GEO Star recipient Barbara Seta,we felt that we could not
single out any one individual and award the entire chapter a GEO Star. Members of note include Juergen Siebel of Siemens AG and
Hans Muench of SwissRe.
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Board of Directors

Advisory Council

Ed Burmeister
Baker & McKenzie - US

Karen Beyer
General Electric – US

Christian Celin
Société Générale - FRANCE

Kathryn Kindgren
Microsoft – US

Janet Cooper
Linklaters - UK

Philip Knight
Foster's Group – AUSTRALIA

Lindsey Doud
BP - UK

Richard Margrave
ProShare – UK

Stacey Gaine
Citigroup - US

Maoiliosa O'Cúlacháin
eircom – IRELAND

Judith Greaves
Pinsents - UK
Dominic Jones
Mourant - JERSEY

Paul Oyer
Stanford University – US
Juergen Siebel
Seimens – GERMANY

Nigel Mason
Lloyds TSB Registrars - UK

Dr. Erik Poutsma
University of Nijmegen
– NETHERLANDS

Hans Muench
Swiss Reinsurance Company
- SWITZERLAND

Allen Powley
GlaxoSmithKline – UK

Geoff Price
Computershare - AUSTRALIA
Carine M. Schneider
PricewaterhouseCoopers - US
Sean Trotman
Deloitte - US
Andy Turner
Abacus - JERSEY

Bijay Sahoo
Wipro – INDIA
Nigel Turner
BP – UK
Dominique Welcomme
Vivendi – FRANCE

Chapter Coordinators
NORTH AMERICA –
REGIONAL CHAPTER LEADER
Saundra Gibson
Merrill Lynch
EUROPEAN REGIONAL
CHAPTER LEADER
Barbara Seta
KPMG LLP
CHINA
Stephen Smith
Linklaters
IRELAND
Tony Kirwan
Global Reward Plan Group
DACH
Barbara Seta
KPMG LLP
INDIA
Harshu Ghate
ESOP Direct
ISRAEL
Simon Lavee
Lavee Law Firm
BENELUX
Marlies Vermeulen
Applied Materials Europe
FRANCE
Dominique Paris
Watson Wyatt Worldwide
AUSTRALIA
Jeff Lees
Dibbs Barker Gosling
UK AND CHANNEL ISLANDS
Nicholas Greenacre
McDermott, Will & Emery

NORTH AMERICA –
SOUTH EAST, ATLANTA
Stuart Forman
Stuart Forman,
Global HR Consulting
John Hammond
Transcentive
NORTH AMERICA – BOSTON
Tracy Robarge
Ernst & Young
NORTH AMERICA –
FLORIDA, CENTRAL
Kim Stowers
Citigroup
NORTH AMERICA –
FLORIDA, SOUTH
Mark Tanis
Watson Wyatt Worldwide
NORTH AMERICA –
NEW YORK AREA
Suzanne Mannion
Citigroup
NORTH AMERICA –
NORTHERN CALIFORNIA
Stacy Fox
Sun Microsystems
NORTH AMERICA PACIFIC NORTHWEST
Fred Whittlesey
Aon Consulting/Radford Surveys
NORTH AMERICA –
SAN DIEGO
Lisa Murzic
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nurture your assets and watch your company blossom.
When you grow strong
relationships with your
employees, your future
grows stronger. EquiServe®
has a broad range of Employee Plan Services, including
Employee Stock Purchase and
Stock Option Plans, to help
your associates establish deep
roots while helping your business thrive.
To learn more about the wide
array of services we offer call
us at (781) 575-2717, visit
us online at
www.equiserve.com, or stop
by and see us at booth #26.

www.equiserve.com

EquiServe is a registered trademark of EquiServe, Inc.,
a subsidiary of DST Systems, Inc.

