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Dear GEO Member and Guest,
The fourth annual GEO Awards celebration was held at the Victoria and Albert Museum
in London, England on 23 June 2005. Over 300 international practitioners and their guests
from over 15 countries attended our most impressive and elegant awards event to date. Awards
programs are designed to both educate and acknowledge excellence. During our evening event,
we celebrated the success of exceptional companies using global employee stock plans while
acknowledging the growing importance, acceptance, and development of our industry.
The GEO Awards were born from an old idea – we learn from those who have achieved excellence. Winners this year represent both large and small companies from various industries and
cultures. We have asked our independent panel of judges to look closely at the submissions
and determine those that deserve to receive the prestigious GEO Award. Previous winners are
examples of well run companies who have supported and provided well designed and well communicated stock plans. Each has a story to tell – all have lessons we can learn from. This booklet
provides a short synopsis of why each winner was selected.
The awards also give us an opportunity to stop and think about our work in the industry. It’s
easy to get lost in our daily tasks of remaining compliant, processing reports, communicating
with colleagues abroad, and managing our workload; forgetting the basic intent behind what
we do. Our work gives millions of employees around the world the opportunity to participate
in the successes and failures of the companies they work for. It provides a dream for employees
who previously saw only the owners and executives participate in the equity upside of their
companies. The debate on whether ownership is good or not will continue long after we are all
retired. For now, we work for companies that believe in what we all do. Winston Churchill said
it perfectly when he stated, “We make a living by what we get, we make a life by what we give.”

THE GLOBAL
EQUITY
ORGANIZATION
GRACIOUSLY
ACKNOWLEDGES
ABACUS GLOBAL
AS THE
EXCLUSIVE
2005 GEO
AWARDS DINNER
SPONSOR

Our profession allows us to give so much to so many – and for that, we can all celebrate.
We look forward to seeing you at next year’s event in New York City and celebrating with your
colleagues, peers, and new friends – we are all part of an exciting, dynamic industry that is
changing the world.

Maoiliosa O’Culachain

DIRECTOR OF DEVELOPMENT

Carine Schneider

CHAIR, BOARD OF DIRECTORS

WELCOME
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WhatAre t
he G
BEST PLAN COMMUNICATION

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 for which they are
applying.
The awards are only granted to companies that submit applications to GEO for
consideration. An international panel of
impartial equity compensation professionals are selected to judge the GEO
Awards and are chosen based on their

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 are not based on the amount of money spent on a
communications program but based on the content, message delivered,
coherency, and style.
The judges determine 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 are 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 is having meetings to evaluate local
viewpoint, opinion, and consideration.

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 announced at the Annual GEO Conference
during an elegant dinner event. We invite you to visit www.geoawards.org for
the latest information about the GEO
Awards and for an application.
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BEST USE OF TECHNOLOGY

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 develop innovative, appropriate, and comprehensive technological solutions to share plan administration, communication, and
internal project management.

EO

Awards

INNOVATIVE AND CREATIVE PLAN DESIGN

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 are 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.
The judges determine 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

Given the multitude of technological alternatives, the judges
focus on the following areas of technological function:
★ Participant access – use and design for decentralized
employee groups to access share plan information, manage
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.

BEST PLAN EFFECTIVENESS

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 criteria
for this category is based on the 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. Successful companies will
be judged on the following important criteria:
★ Take-up rate
★ Voluntary plan
★ Employee turnover rate
★ Employee attraction rate
★ Company performance issue
★ High employee stock retention rate
★ Achievement of company goals
★ Clear statement of plan objectives
★ Economic ‘eﬀect’ on employee ﬁnances
★ Support of the corporate culture
Fundamentally, a company needs 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.

BEST IN FINANCIAL EDUCATION

There is an increasing awareness among companies that their
responsibility to employees extends beyond the implementation of a share plan. The provision of adequate Financial
Education to employees is being seen as one of the key features of Global Stock & Share plans. The GEO Awards for
Best in Financial Education, are granted to companies who
have implemented a Financial Education program which
recognises the importance of the provision of independent
and objective advice to employees. The successful companies will be judged on the following criteria:
★ Communicating the risks and rewards of the share plan
in the overall context of ﬁnancial planning
★ Communicating clearly
★ Company endorsement of the responsibility to take
appropriate ﬁnancial advice
★ The innovative use of methods of communication to
ensure maximum take-up
★ Broad coverage of all aspects of Financial Education
★ Assisting employees in the awareness of diversifying risk
★ Providing employees access to independent and
accredited specialists
★ Innovative methods of communicating Financial Education to employee understanding i.e. video/web/CD
★ Ease of access to information post seminar - use of
intranet/call centres
★ Employee feedback and evaluation of results
3

T H E 2 0 0 5 G E O AWA R D J U D G E S

The 2005 GEO Awards Judges
The GEO Awards Judges are chosen on their demonstrated experience in the equity compensation profession and in consideration of their independence from possible award candidates. For obvious reasons we prefer our judges to be impartial and to have
minimal connection to any of the applicant companies. However, we realize that there are few, if any, individuals within the stock
plan community who do not have connections or personal relationships within or among the applicant companies. We try and
minimize these conflicts and where they do arise that judge is excused from the evaluation of that submission. Judges receive no
compensation for their time – only travel expenses are reimbursed.

JEFF D GRADY– US
Jeff is Director, Global Compensation of VNU, Inc. in New
York, a compensation executive with broad experience in all
areas of total compensation and with extensive experience in
base, incentive and international pay. Since joining VNU in
November of 2001, Jeff provides compensation expertise and
internal consultation to VNU business groups. Areas of recent
focus include implementation and outsourcing of global stock
options, review of executive compensation strategy, review of
expatriate policies and practices and international stock option
compliance. VNU is the world’s leading provider of media,
marketing and business information with 38,000 employees
operating in over 100 companies. Previously, he held managerial compensation positions with International Paper, Michigan
Consolidated Gas Company and has worked as a consultant for
the Waters Consulting Group in Dallas. Since January 2003,
he has served on the Board of Directors for WorldatWork,
was chair of the Group Partnership Network (GPN) Advisory
Board, and has been active as a member and regional vice president. He has spoken at numerous conferences including WorldatWork (2005), GEO (2004) and PwC International HR
(2004). Jeff has a Masters Degree in Management and Human
Relations and a Bachelors Degree in Business Administration
from Abilene Christian University. He has received both the
Certified Compensation Professional (CCP) and Global Remuneration Professional (GRP) designations from WorldatWork.

DIANE HAY – UK
Diane is a senior tax official with extensive knowledge of share
plans. In 2000, she led the Inland Revenue team that introduced both the Share Incentive Plan (SIP), the UK’s latest
all-employee plan, and the Enterprise Management Incentives,
an option plan aimed at smaller companies. She then went
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on secondment to become Chief Executive of ProShare, a notfor-profit organization that promotes wider share ownership
including share plans. During her time there, she led a highprofile campaign against the inclusion of all-employee plans
in the new International Accounting Standard (IFRS2). She
was presented with the Remy Schlumberger Award in 2003
and voted Personality of the Year by the readers of Employee
Benefits magazine in 2004. She has since returned to official
life and is responsible for international corporate tax and has
recently spent many hours addressing the problems of applying
transfer pricing rules to global share plans.

DEBI O’DONOVAN – UK
Debi O’Donovan is the editor of the UK-based Employee
Benefits magazine since March 2000. She also oversees the
conference programmes for events relating to the magazine such
as the Employee Benefits Exhibition & Conference and has
editorial responsibility for www.employeebenefits.co.uk. She
joined Centaur Communications as deputy editor of Employee
Benefits in September 1998. In 2004, she was launch editor
of Pay & Reward magazine, which concentrates on the cash
side of reward. Her specialist subjects include share schemes,
bonuses, pay and executive pay, although she also commissions
articles on all aspects of benefits and reward including pensions, healthcare, cars, flexible benefits, benefits communication and technology. Before moving to the UK in June 1998,
she worked for South Africa’s largest glossy women’s magazine.
Debi has a Bachelor of Library and Information Science from
the University of Cape Town. Before moving into journalism,
she worked as an academic librarian. Her interests include travel
and current events.

THE JUDGES

Judges Commentary
This year’s judging was conducted against a background of
profound change in the world of equity compensation; driven
by the changes in accounting treatment, the increased burden
of compliance with corporate governance regulations, changes
to US tax treatment of deferred income brought in by the
American Jobs Creation Act, and the continued migration of
business towards lower cost jurisdictions.
While equity markets have been improving over the past 18
months, the memory of a recent bear market with employment retrenchment and underwater options etc. was still recent
during 2004. This was reflected in the design of Award winning broad based plans, which sought to minimize the risk to
employees (see ABB and Vodafone).
The GEO Awards are proving to be an accurate barometer of
the equity compensation industry. Last year, the judges commented on a number of significant and notable changes to share
plan use. Many of these trends have continued.
First, there had been very few new share plans introduced in
2002 or 2003, but many new plans are now being introduced,
prompted by the changes mentioned above (see Roche).
Secondly, there had been a significant drop in mergers and
acquisitions, which provided an opportunity for companies to
revisit their stock plans and streamline operations. This continued to be the case.
Thirdly, companies were conducting internal examinations
to make their plans more efficient, cost effective and better
understood particularly through better use of technology (see
BP and Agilent).
Fourthly, the judges urged companies to bring forward executive
and managerial share plan practices. Someone must have been
listening, because this year, the judges noted that a number of
new plans being submitted for awards in 2005 were managerial
plans and considered that this was a sign of things to come.

The migration of business towards lower cost locations has
continued and, most notably, this year sees the first award given
to a company headquartered in China (see SMIC), interestingly
for its broad-based plans.
We anticipate next year’s applicants will reflect the continued
trend to adopt new plan strategies leading to an increase in
new plan designs submitted. As stated before, the judges see
this as a positive change and necessary for the share industry to
stay relevant and reflective of the new and developing business
‘reality.’
Once again, however, the judges would encourage companies
to monitor and measure the effectiveness of all plans including
these new plans. Just because they are new, doesn’t mean they
are worthwhile. Few companies do enough to gather meaningful feedback from participants on whether their plans are truly
effective. The judges would challenge companies to develop
metrices to measure plan effectiveness.
On a disappointing note, there were no nominations for an
award under the new category ‘Best in Financial Education’,
which may be an indication of the lack of initiatives generally
in this area.
The judges would like to acknowledge, congratulate, and thank
all the companies submitting for GEO Awards this year. Their
willingness to highlight their share plan details shows their
commendable commitment to continue an important and vital
component of employee remuneration.
Again, we congratulate all our 2005 applicants. Although we
cannot 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.
Sincerely,

The 2005 GEO Award Judges

COMMENTARY
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The 2005 GEO Star Awards
Special Recognition of Individuals and GEO Chapter(s)
for their work and contributions to GEO in 2005
Every year, the GEO Board of Directors and Staff recognize several individual volunteers or volunteer
groups to thank them for extraordinary contributions during the past year. GEO has relied on the voluntary efforts of dozens of people since its creation. Without the insights, viewpoints, energy, and time
of our dedicated volunteers, 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 during the past year. For
2005, we are specifically recognizing the work of the following individuals and GEO Chapter.

OUTSTANDING CHAPTER LEADER, UK, NICHOLAS GREENACRE
Nicholas Greenacre has been an active member of GEO since January 2002 and for the past three years,
has been strongly involved with the UK & Channel Islands Chapter. Nicholas is currently the Coordinator for the UK & Channel Islands Chapter and consistently organizes meetings several times each
year, often hosting and/or speaking at them. Nicholas participated in the committees that organized the
GEO London One Day Events in 2002 and 2003 and chaired the committee in 2004. He is also an
enthusiastic participant and regular speaker at GEO annual conferences. We are pleased to recognize
Nicholas as a true GEO Star.

OUTSTANDING CHAPTER LEADER, US, STACY FOX
Stacy Fox volunteered to take the leadership role for the Northern California (San Francisco Bay
Area) GEO Chapter in the beginning of 2004 and due to her efforts, the chapter hasn’t skipped a
beat - or an event. The N. California Chapter is by far the strongest and most active GEO Chapter
in the US. Stacy is credited for recruiting presenters, proposing timely topics, and promoting GEO
events to her colleagues in this region. Stacy also volunteered her time to assist with the coordination of the GEO N. California One Day Event. Stacy is a GEO Star for her tireless work as the
N. California Chapter leader.

OUTSTANDING NEW CHAPTER LEADER, MARY SAMSA
Mary is GEO's newest chapter leader, forming GEO’s Midwest Chapter in October of 2004. As Coordinator of the GEO Midwest Chapter, she carefully listened to what the corporate issuers of the chapter
were looking for from GEO and continues to deliver appropriate peer networking opportunities for our
corporate issuer members in that region. Mary worked closely with the founding steering committee to
successfully secure approximately 50 new corporate issuers as members in the Midwest. Additionally, she
and the chapter are taking the lead in developing a LTI survey requested by GEO members. Listening
to member’s professional needs and developing and executing a strategy to deliver those needs are what
make Mary a GEO Star.
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OUTSTANDING CHAPTER DEVELOPMENT, IRELAND, SIMON SLOAN
Simon has been a GEO member for less than a year, but he didn’t waste any time becoming actively
involved in the GEO Dublin Ireland Chapter as the chapter Co-coordinator. Not only does he
assist with the coordination of meeting logistics, he takes the extra effort to follow up with meeting
attendees to seek comments and suggestions, as well as ensures that dates of future chapter events
are planned for well in advance, on everyone’s calendar, and listed on the GEO website. Simon is a
GEO Star for volunteering to actively participate in the coordination of the Dublin Ireland Chapter
which has directly resulted in this chapter’s recent acceleration of activity.

EXCEPTIONAL MERIT FOR CHAPTER DEVELOPMENT, DACH CHAPTER
(DEUTCHSLAND, AUSTRIA, AND SWITZERLAND)
Our DACH Chapter continues to thrive as one of our strongest and most active chapters. Members attend frequent in-person meetings as well as video and conferences calls. The 2003 and 2004
DACH One Day Events were extremely successful, with attendance continuing to grow year from
year. This chapter has benefited greatly from the leadership of Barbara Seta, and we once again
would like to recognize Barbara and the entire chapter steering committee of Ulrike Hasbargen,
Hans Muench, Ulli Janssen, and Andreas Hoffmann. We are very grateful for the time you commit
to GEO and the DACH Chapter.

OUTSTANDING CONTRIBUTION ONE DAY EVENTS,
WARREN MILES & CHRIS GALWAY, AUSTRALIA
Warren and Chris were instrumental in the development and execution of the Sydney and Melbourne One Day Events that took place in February 2005. They worked closely as a team to assist
GEO in securing sponsors, inviting speakers, selecting venues, gathering meeting materials, and
executing two exceptional and informational events. Additionally, due to the outreach effort of
Warren and Chris, GEO experienced an increase in the number of delegates in both Sydney and
Melbourne. GEO hopes to have the pleasure of working with these gentlemen again as we continue
to expand GEO activities in Australia.

OUTSTANDING CONTRIBUTION GEO AWARDS EVENT, KATE BERRY
Kate’s significant contribution to the planning of the 2005 GEO Awards event could not go unrecognized by GEO Staff and the GEO Event Planning Committee. She spent countless hours to
assist with the logistics of this evening’s awards event and we are grateful to have had her imagination and resourcefulness at our disposal. Kate and the entire Abacus team are true GEO Stars for
their assistance and support in creating this unforgettable evening.

7

M O S T I N N O VAT I V E A N D C R E AT I V E D E S I G N

SMIC

Semiconductor Manufacturing International Corporation
MOST INNOVATIVE AND CREATIVE DESIGN
Companies with less than 30,000 employees
SMIC, based in Shanghai, is now one of the leading fabricating semiconductor foundries in the world. Founded in April
2000, within three years the company had developed the
capabilities to offer a wide range of leading edge integrated
wafer manufacturing services to its global customer base which
includes names such as Fujitsu, Infineon Technologies, Samsung Electronics, STMicroelectronics and Texas Instruments.
The company, which operates 8-inch wafer fabrication facilities (fabs) in Shanghai and in Tianjin, China, is currently
constructing 12-inch wafer fabrication facilities in Beijing,
the first such fabs in China. SMIC has received numerous
industry awards.

COMPANY HIGHLIGHTS

★

Established as a
Cayman Island
Company in 2000,
but headquartered in
Shanghai

★

Floated on Hong Kong
Exchange in 2001 and
ADRs listed on NYSE

★

7,640 employees
as of the end of
December 2004

★

Employees currently
resident in China, Hong
Kong, Japan, Italy,
Israel, United States

Shortly after the company was established, SMIC decided to introduce the
US-type model of granting broad-based
equity to its employees. As an organization headquartered in Shanghai with
a significant majority of its employees
located in China, the largest obstacle to
overcome was the unknown. No company based in China had ever attempted
to grant equity compensation to their
employees on such a large scale. It was
breaking new ground in addressing the
regulatory, compliance, technological
and communication issues involved in
granting options to the 7,000+ employees in 6 countries around the world.
In addition, they were in the midst
of floating the company on the Hong
Kong Stock Exchange, with ADRs on
the NYSE.

In 2001, SMIC adopted several stock
plans “to attract and retain the best available personnel for positions of substantial responsibility and
to provide additional incentives to employees, directors, and
consultants to promote the success of the company’s business.”
The over-arching principle was to create a US high-tech, Silicon Valley-like equity compensation culture, where employees
would share in the explosive growth potential of SMIC.
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“Being a shareholder and employee of SMIC is the best way to
capture the results of one’s contribution… With the financial
interest of the employees directly linked to the share price performance of SMIC, employees at all levels could enjoy all the
benefits from share price increment triggered by operational
enhancement, which is a result of their efforts.”
Among the challenges that SMIC, in conjunction with the
advisory team, had to overcome were:
• bridging the cultural divide and getting SMIC employees
comfortable with the concept and practice of receiving
stock options
• handling the taxation issues for onshore and offshore
employees
• addressing the compliance and regulatory issues in China
and the other jurisdictions
• enabling employees to exercise options on-line and supporting real time trades for SMIC equity, listed on the
Hong Kong SE and receiving electronic payments in the
currency of choice, regardless of where the employee was
resident
• supporting both a Chinese and English language transactional website
The judges were impressed that this company introduced and
successfully launched US-type stock plans in China, with 7,200
employees participating. The company developed a vision of
what it wanted to achieve, identified the obstacles, and implemented a clear plan of approach to overcome them. There was
an emphasis on the need to educate employees, employing a
‘train the trainer’ approach and creating materials in both Chinese and English. The company, in conjunction with its advisers, used technology as much as possible to maximize electronic
interfaces and straight through processing, while minimizing
people-dependent handoffs or decision-making points.
SMIC wishes to acknowledge the following for their contribution to its Award winning equity plans:
EquiServe
JP Morgan

INNOVATION

M O S T I N N O VAT I V E A N D C R E AT I V E D E S I G N

Roche

MOST INNOVATIVE AND CREATIVE DESIGN
Companies with more than 30,000 employees
Roche, a 2004 GEO Award winner for its broad-based ‘Roche
Connect’ program, is a winner in 2005 for its new executive
plan ‘Roche Long Term’.
Roche has a two-tier share structure comprising 160,000,000
voting shares (bearer shares) and 702,562,700 non-voting equity securities (Genussscheine or GS), both of which are listed on
the Swiss Stock Exchange. Investors in the US are able to buy
Roche ADRs on the over-the-counter market, which track the
GS on a 2:1 basis.
Bearer shares, GS and ADRs entitle the holder to dividends,
which have increased each year for the past 18 years. As of 22
March 2005, bearer shares represented 21% of the Group’s
equity and GS 79%. The founding families of Roche hold
50.01% of the bearer shares, Novartis owns 33%, and the balance are held by institutions. Relatively few of the bearer shares
are freely traded.
Previously, Roche operated two separate Long Term Incentive
(LTI) plans for senior managers and key contributors; a stock
option plan for participants outside of North America and a
Stock Appreciation Right (SAR) for those in North America.
A detailed review of the LTIs was conducted in 2004, which
identified significant differences in both plan structure and
operation.
The outcome of the review was to replace the two existing LTIs
with ‘Roche Long Term’ as a new global LTI for the following
reasons:
• Roche has been moving to operate in a less decentralized way,
with several major functions now operating global or virtual
teams. With these changes in the business, it did not make
sense to have so many differences in the LTI structures – a key
part of the remuneration – or the way awards were made
• to respond to the requirement under IFRS2 to expense LTIs
from 2005 onwards and improve control and predictability of
Roche’s LTI costs and to make managers take greater ownership for LTI costs so that they were managed like any other
element of remuneration

• to ensure that the design was competitive and appropriate in
a changing market as several of Roche’s competitors were also
reviewing their LTIs,
• to improve the alignment of the key
contributors’ awards with Roche’s
shareholder value creation goals
• to respond to the American Jobs CreCOMPANY HIGHLIGHTS
ation Act (2004), which increased the
★ Company founded 1896
taxation on future SAR awards and
in Basel, Switzerland
therefore, made the plan very unat★ 64,703 employees as
tractive in the US
of end of 2004
• to take advantage of opportunities to
★ For 2004, total sales
optimize the tax-effectiveness of the
were CHF31,23m
LTIs locally
The new LTI is based on stock-settled
Stock Appreciation Rights (S-SARs), with the gain between the
original strike price and the exercise price being delivered as a
‘gift’ of stock. Where it is more tax-efficient to offer options
or if there are legal issues in using S-SARs, then options are
granted in these countries.
The first awards were made in February 2005 and of the 59
countries covered, S-SARs were granted in 51 countries and
options awarded in the other 8 countries. In total, 2,100
employees have received awards.
The judges recognized the unique challenge that Roche has
using GSs for the stock plans and that the company identified
the challenges posed by the changing environment for stock
plans including expensing and the American Jobs Creation Act
and also the challenges posed by their competitors.
Roche wishes to acknowledge the following for their contribution
to its Award winning equity plans:
Deloitte – tax advisers
Hewitt Associates – consultants on design and
communications
McDermott Will & Emery – lawyers
UBS – administrators / brokers

INNOVATION
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Reuters

BEST PLAN EFFECTIVENESS
Companies with less than 30,000 employees
Reuters, a global information company, has a long tradition
of providing speedy, accurate, and unbiased information
stretching back to 1851, when Paul Julius Reuter opened an
office in the City of London. Today, it provides information
tailored for professionals in financial services, media, and
corporate markets. More than 90% of its business
comes from its financial services businesses.
COMPANY HIGHLIGHTS
★ Company founded 1851
in London

★ 14,000 employees
operating in 90 countries

★ Operating share plans
since 1982

★ In its 23rd year of
operation of its SAYE
scheme
★ 60% of its employees
worldwide participate in
its SAYE scheme

Reuters relies on talented people to gather and
collect information around the world and pass it
through the agency. It has to attract and retain high
quality employees and motivate them to achieve
superior performance. One of Reuter’s values is
that of ‘shared success’. Employee shareholders,
through their dedication and efforts, can all share
the fruits of that success.

The employee share programs form part of a total
remuneration policy to ensure that appropriate
reward mechanisms are in place, which are market
competitive, consistent with best practice, and
aligned with shareholders’ interests. Remuneration arrangements are designed to deliver superior rewards for commensurate performance with a significant proportion of pay
opportunity ‘at risk’ if target performance is not met.
Reuters’ employees range from leading journalists in places
like Iraq who put their lives at risk to technology specialists
who develop leading edge services to the financial services
community. The team in head office will support all to meet
deadlines on grant and on vesting, even taking instructions over the phone from the journalists in the ‘firing line’,
explaining their choices, and completing their applications
for them.
In 2005, Reuters operated 5 plans for maximum impact and
to meet different business needs. In total, 14,000 employees in 90 countries were eligible to participate in the Profit
Sharing Plan to acquire free shares. Reuters, which has been
operating plans since 1982, is in the 23rd year of operation of
the SAYE plan with a participation rate of 60%.
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Apart from the broad based plans outlined above, Reu
operates three plans targeted at different groups within
top management as follows:

The Long Term Incentive Plan (LTIP), operated since 19
is designed to encourage and reward long-term growth
shareholder value. Open to approximately 100 people,
intended to attract, retain, and reward executives most ab
influence corporate performance.

The Discretionary Share Option Plan (DSOP) was in
duced to reward employees who were recommended for
ticipation in recognition of their contribution to the Gro
Awards were granted annually to about 4,000 emplo
in approximately 60 countries either as share options o
appropriate, phantom options. Since 2004, the numbe
participants has been reduced and participation is now o
to executive directors and members of the GMC.

The Restricted Share Plan (RSP) was approved by shareh
ers in 2004 and it is intended that employees will partici
in this plan rather than the DSOP. Employees are norm
awarded a conditional award of restricted shares, with a v
ety of sub-plans to allow for local legislation.

In the judges’ opinion, Reuters ‘make their share plans w
for them’ through a combination of the old and the n
broad-based and risk free plans and discretionary plans
high performers and top management. The company
makes timely and appropriate changes where necessar
response to changes in the environment such as the Amer
Jobs Creation Act.

Reuters wishes to acknowledge the following for its contr
tion to its Award winning equity compensation plans:
Linklaters – lawyers
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ABB

BEST PLAN EFFECTIVENESS
Companies with more than 30,000 employees
ABB was formed in 1988 through a merger between Swedish
company Asea and Swiss company Brown, Baveri and Cie
and is now one of the world’s leading power and automation technologies companies, operating in approximately 100
countries. ABB began trading on the Swiss Stock Exchange in
1988 and on the NYSE in 2001.
At the end of 2000, ABB was close to bankruptcy and was
plunged into a restructuring of its business, which meant several divestments and redundancies. By 2004, the turnaround
was complete and ABB launched its second broad-based
Employee Share Acquisition Plan (ESAP).
The intention of ABB was to encourage the employees’ commitment towards its goals and to provide the chance to all its
employees to participate directly in the expected performance
of a stronger ABB.

holdipate
mally
vari-

Due to the difficult situation in the recent past, the ESAP had
to be designed in a way that minimised the risk for employees,
but was perceived as attractive by the employees given the high
volatility of the ABB share price. In addition, it had to be a
simple structure, easily understood, particularly as it was to be
rolled out to employees at all levels in the organisation.

work
new,
s for
also
ry in
rican

The project, which was one of the largest HR implementation
projects ever undertaken by ABB involving a business partner,
was successfully completed in approximately 8 months and
the service was launched in March 2005. It involved a team
of over 12 staff from Citigroup and Abacus and over 50 Local
Plan Administrators (LPAs) from ABB.

ribu-

The ESAP is targeted at all employees in ABB’s core businesses (Power and Automation Technologies Divisions) and
group functions. While participation may potentially cover
102,000 employees in over 100 countries, implementation
was rolled out in phases. The first phase in 2004 took in
56,000 eligible employees in 12 countries and achieved a
participation rate of 23%.

The ESAP is essentially a savings and share purchase plan
where employees enroll to save a sum of money regularly for
one year (the savings period) at the end of which they have the
choice to buy ABB shares at a price fixed at the beginning of
the savings period or to have their savings returned with interest. It is envisaged that the program will be repeated annually
or at other appropriate intervals.
ABB modified the plan where necessary, e.g. adopting an ADS-denominated plan for US employees and residents. While the main reason for this
was regulatory, ABB wanted also to
appeal to the cultural aspect of a US
dollar denominated plan aimed at what
is a sizeable US employee population.
Also, a local trust account was opened
in India due to the fact that INR cannot be held or transacted outside of
India. All other currencies are held in
Citibank, Jersey.

COMPANY HIGHLIGHTS
★ Company formed in

1988 out of a merger
between Asea (Swedish)
and Brown, Baveri and
Cie (Swiss)
★ Listed on Swiss Stock
Exchange since 1988
and NYSE since 2001
★ Operating in over 100
countries
★ 102,000 employees

Given that this was one of the first plans of its type at ABB,
the large target audience and difficult situation in which the
company was in over the last few years, management was
extremely encouraged by the participation in the Plan and has
already begun the next phase of the rollout.
ABB wishes to acknowledge the following for their contribution to its Award winning equity plans:
Abacus Corporate Service Ltd – trustee
Abacus / Citigroup – administrators
Citigroup – brokers
Ernst & Young – tax advisers
New Bridge Street Consultants – consultants

EFFECTIVENESS
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B E ST P LAN C O M M U N I CATI O N S

Vodafone

BEST PLAN COMMUNICATIONS
Companies with more than 30,000 employees
Vodafone Group plc is the world’s leading mobile telecommunications company with 60,213 employees worldwide. Formed
originally in 1984 as a subsidiary of Racal Electronics Plc, it
became an independent company in September 1991 in the
largest demerger in UK corporate history. The company was
listed on the London Stock Exchange and NYSE in 1991 and
now has a total market capitalization of approximately £93.7m
as of 12 November 2004.

★
★

★

★

COMPANY HIGHLIGHTS

Company founded
1984 as a subsidiary
of Racal Electronics
Demerged and listed as
independent company
on London and NY
Stock Exchanges in
1991
56,292 employees
operating in 26
countries across 5
continents
19.7 million shares
awarded in July 2004

In July 2004, Vodafone launched
'Allshares':
• To provide employees with an economic interest in Vodafone, without
requiring them to commit money
or bear any risk until the shares are
transferred
• To encourage 100% participation
– share purchase plans would typically
attract less than 50% participation
• To offer a plan that was not wholly
reliant on share price gains
• To offer a plan that was simple and
easy to communicate on a global basis

In July 2004, free shares were awarded
to 56,292 employees in 43 companies
across 5 continents. Each employee received 350 shares regardless of grade, salary, location, length of service, or working hours.
A total of 19.7 million shares were awarded in July 2004 valued
at £23.5 million, with costs borne by local operating companies.
The shares will be transferred to participants after two years provided they are still in employment with Vodafone.
In advance of the rollout, a number of communication principles were established to underpin the success of the launch
as follows:
• providing information on a consistent basis in a way that recognized cultural diversity through the use of images and text
all in local language
• ensuring all paper communication was printed using biodegradable ink on recycled paper
• Communication materials were to be developed in collaboration with local country teams with the following communication principles being agreed as fundamental

Message
Plan is all-inclusive

Plan is simple and easy
to understand

Plan is exciting and a
first for Vodafone

Communication brief
Branding of the plan – called
'Allshares' to emphasise that the
plan is all-inclusive and equitable
with everyone receiving the same
number of shares
• Simple methods to
communicate key features
• All materials to be translated
where appropriate
Images used were fresh,
exciting, and representative of
employee population

A three-strand approach to communication was adopted:
• Core communications materials were produced centrally and
designed to deliver the key messages of the plan on a globally
consistent basis
• Supplementary communications were developed to provide a
framework that could be adapted by local teams according to
local preference
• Companies were advised to utilize local communication
opportunities that were specific to their company to promote
the share plan
Local HR teams were fully briefed on the fundamentals of
Allshares and provided with an 'HR toolkit' in both paper and
CD ROM format containing full details of the plan, communication materials, and HR specific information.
The judges were impressed by the support from the senior
management, the 'HR toolkit' to support local HR teams,
12 different languages on the website, the clearly enunciated
communication principles, the ‘three-strand’ approach of core,
supplemental and local communications and, above all, the
enthusiasm and passion which comes across throughout the
materials.
Vodafone wishes to acknowledge the following for their contribution to its Award winning equity plans:
Linklaters – lawyers
Mourant – administrators
PricewaterhouseCoopers – tax / accountants

COMMUNICATIONS

B E ST U S E O F TEC H N O LO GY

Agilent Technologies
BEST USE OF TECHNOLOGY

Companies with less than 30,000 employees
Agilent Technologies, which was spun off from Hewlett
Packard in 1999 and was floated on the New York Stock
Exchange, is another 2004 winner to come through again in
2005. With over 28,300 employees in 30 countries, Agilent
provides global technology in communications, electronics,
and life sciences.
The objective of the Agilent Technologies stock option program is to encourage ownership in the company by key personnel whose long-term employment is considered essential
to the company’s continued progress and, thereby, encourage
recipients to act in the stockholders’ interests and share in the
company’s success. The annual program is the key retention
program for Agilent, in which managers can nominate highperforming critical employees for a stock option grant.
The stock program is operated in 30 countries, with 60% of
the company’s 28,300 employees eligible to participate. Of
that number, 26% (approximately 4,450) receive a grant during the annual stock option program.
The challenge faced by the global equity programs team was
to streamline the process by which managers recommend
eligible employees for an annual grant. The process is complicated by the fact that Agilent implemented a ‘zone’ guideline
approach in 2004 with the 30 countries divided into four
different zones. The guidelines vary by zone and job family
level within each zone.
The grant nomination process is done through a web-based
interface linked directly to the Agilent Technologies Stock
System. When a manager logs into their account, there is a
link to Stock Option Planning containing a calendar showing
when the window will be open to enter stock grant recommendations.

Managers submit recommendations to the next level manager
for review and an email notification is sent to the reviewing
manager to let them know that they have recommendations
to review. The reviewing manager can accept or reject recommendations on an individual basis and provide comments
back to the initiating manager. When the reviewing manager
has accepted a recommendation, the system automatically
sends the recommendation to the stock system for a further
review of the Group, Global Equity,
and finally the Compensation Committee/ Board of Directors level.
Once the grants have been
approved, an email notification
is sent to managers of employees
who receive a grant and provides
a link to go to the web-based tool
to print and distribute a personalized grant notification letter to each
employee. The employees formally
accept or decline the grant agreement through an on-line process,
which is also done through a webbased tool.

COMPANY HIGHLIGHTS

★
★
★
★
★

★

Corporate HQ is located
in Palo Alto, CA, US
Spun off from HP in 1999
Listed on NYSE
28,300 employees
in 30 countries
Provides global technology
in communications,
electronics, and
life sciences
Involved in global
technologies in
communications,
electronics, and life
sciences

The judges were impressed by this
tool for managers, which streamlines the nomination process. A
niche application, this is a fine example of a specific response
to a specific situation. The work was done inhouse and built
upon an existing HR platform (30 countries classed in 4
zones) with limited resources. The judges viewed this application as a trend setter and expect many more companies to
adopt similar tools.

A listing of the manager’s direct reports is displayed. When a
manager selects an employee, a data entry screen appears with
information that helps the manager determine the appropriate number of shares that should be recommended for the
employee. The recommended guideline is displayed based on
the job family level and country/zone in which the employee
is located and all is done systematically.

TECHNOLOGY
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B E ST U S E O F TEC H N O LO GY

BP, plc

BEST USE OF TECHNOLOGY
Companies with more than 30,000 employees
BP plc was formed in 1909, following the first commercial oil
discovery in the Middle East, and has grown from a local oil
company into a global energy group. The current organization was created out of a combination of British Petroleum,
Amoco, Burmah Castrol, and Veba with substantial assets
acquired from Mobil, BASF, and Vastar. This means that the
global workforce is made up of employees of several company
'heritages' working together for one new company.
Reflecting the creation of the new company, a new brand was
launched in 2000 with key brand values. BP supports these
values with operating principles which shape its relationships
with the environment, governments,
third parties, and employees.

COMPANY HIGHLIGHTS
★ Headquartered in the UK
★ Market value of $211
billion at end 2004

★ Turn over of $285 billion
at end 2004

One of the principles is “we will
encourage employees to become shareholders” which builds on BP’s support
for employee share ownership over
many years. Its share plans have played
an important part in the transformation of the company as BP reinvented
itself as a major global company with
employees all over the world.

BP operates 3 types of equity plans for
different types of people located in dif90 countries
ferent parts of the world, which posed
significant challenges:
• All-employee ShareMatchUK, ShareMatchUK (Overseas),
and ShareSaveUK plans for British staff, where the challenge
was to take advantage of new internet technology
• The global ShareMatch plan for employees in over 70
countries worldwide, where the challenges were to minimize
inaccurate and duplicate data and to streamline the time and
resources spent on share plan administration
• The global Share Option plan for 5,800 executives based in
60 countries where the challenges were to ensure provision of
accurate data and to meet the expectations of senior managers
around ease of access to information and exercise of options

★ 100,000 employees in
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By engaging its internal administrators and suppliers, the company developed a vision of how to transform the way it runs its
share plans. A key component was the use of technology, not
only in the solutions but in the way they rolled them out
The solutions were:
• For the UK plans, the solution was to build direct internet
access between the employee and Computershare
• For global ShareMatch, where employee data is distributed
around the world and only a proportion of participants
speak English and many do not have direct internet access,
the solution was to build direct internet access between
one internal company administrator per country and
Computershare systems
• For the global Share Option plans, where employee data is
distributed around the world and participants speak English
and have ready internet access, the solution was a combination of direct employee and direct country administrator
internet access
Employee websites are now available to UK and Share Option
plan members that provide a high level view of the participant’s
portfolio down to detailed information on individual grants,
awards, share purchases, and payments plus access to plan
documentation and real time transactions.
The judges considered this as a fine example of the application of technology allowing the company to focus on strategy.
The technology was streamlined, efficient, and enabled the
company to get on with operating the plans. The judges were
pleased to see the time and trouble taken to train the people
using the technology as too often technology is introduced
with inadequate regard to training requirements.
BP wishes to acknowledge the following for their contribution
to its Award winning equity compensation plans:
Computershare - administrators

TECHNOLOGY

T H E 2 0 0 5 J U D G E S ' AWA R D

Charlie McCreevy

THE EUROPEAN COMMISSIONER
for the Internal Market and Services

Charlie McCreevy has been European Commissioner for
Internal Markets and Services since November 2004 and
GEO is honored that he has come to the 2005 GEO Annual Conference as a Special Guest and Keynote Speaker.
Prior to becoming a Commissioner, Charlie was Minister
for Finance in Ireland from 1997 to 2004 during which
time he actively supported the development of employee
share plans in Ireland.
Early in his tenure, he attended the Irish ProShare Association (IPSA) Annual Conference and clearly stated that,
as Minister for Finance, he was prepared to support the
principle of tax relief for employee share plans provided
they were all employee plans and that participation was
based on similar terms (i.e. objective criteria used to decide
participation).
He was a member of the Cabinet which approved (and the
shareholder, on behalf of the State) and introduced broad
based employee share ownership plans (ESOPs) in a number
of State owned companies. These ESOPs paved the way for
transition in their ownership from the State to private sector
in the cases of eircom, ICC Bank, ACC Bank, TSB, and the
Irish National Petroleum Corporation. Other State-owned
companies, which agreed ESOPs were ESB and Aer Lingus
are still State owned. These ESOPs were notable as they
were actively sought and negotiated by the trade unions
representing the employees in these companies.

In 1999, he introduced legislation
to provide tax relief for approved
Save As You Earn (SAYE) schemes.
In 2001, he introduced further
legislation to give tax relief for
approved share option schemes,
partly in response to the pressure
from companies in the technology industry which were struggling
at that time to attract and retain
highly qualified staff.
Therefore, the 2005 Judges’
Award is awarded to Charlie
McCreevy in recognition
of his active support in the
development of a supportive
government and fiscal
environment for employee share
schemes including ESOPS, SAYE
Schemes, and Approved Share
Option Schemes. As such, he
joins past winners of the Judges’
Award: Professor Joseph Blasi
and Gordon Brown MP.

“Those of you who
know me will know
that I defend my
view vigorously.
This has given me
the reputation of
being stubborn.
When it comes to
matters of principle,
then I am persistent.
I have always
defended what I
believed to be in
the best interests of
those I am asked to
represent.”

As Minister for Finance, he introduced amendments on
an annual basis to the legislation providing for approved
employee share ownership trusts (ESOTs), which were a
crucial element of the ESOPs to improve their operational
efficacy.

JUDGES' AWARD
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Compensation and Performance
Management Inc.

Linklaters
Merrill Lynch

Charles Schwab

Mourant

Citigroup
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IRELAND

Nigel Mason
Lloyds TSB Registrars, UK
Hans Muench
Swiss Re,
SWITZERLAND

Gráinne O’Connell
Vodafone, UK
CHAIR: Advisory Council
Allen Powley
GlaxoSmithKline, UK
Geoﬀ Price
Computershare,

PricewaterhouseCoopers

E*TRADE Financial

BOARD CHAIR

Carine M. Schneider
Citigroup, US
John Bagdonas
EquiServe, US
June Anne Burke
Mercer, US
Ed Burmeister
Baker & McKenzie, US
CHAIR: Provider Council
Mary Carter
KPMG LLP, UK
Mark Clem
Charles Schwab, US
Janet Cooper
Linklaters, UK
Lindsey Doud
Abacus, UK
Judith Greaves
Pinsent Masons, UK
Dominic Jones
Independent, UK
Tony Kirwan
Global Reward Plan Ltd.,

Pinsent Masons
Prudential Securities

EquiServe

Transcentive

Global Reward Plan Group

UBS

Hewitt Bacon & Woodrow

Watson Wyatt Worldwide

PAST YEARS GEO AWARDS RECIPIENTS

2004
BEST PLAN COMMUNICATIONS

2003
BEST PLAN COMMUNICATIONS

2002
BEST PLAN COMMUNICATIONS

10,000 - 60,000 EMPLOYEES

LESS THAN 35,000 EMPLOYEES

LESS THAN 15,000 EMPLOYEES

35,000 – 75,000 EMPLOYEES

OVER 15,000 EMPLOYEES

OVER 75,000 EMPLOYEES

MOST INNOVATIVE & CREATIVE
PLAN DESIGN

Agilent
Technologies
OVER 60,000 EMPLOYEES

HBOS plc

MOST INNOVATIVE & CREATIVE
PLAN DESIGN

Xansa

Abbott
Laboratories
Michelin Group

OVER 60,000 EMPLOYEES

Roche

MOST INNOVATIVE & CREATIVE
PLAN DESIGN

BEST USE OF TECHNOLOGY

35,000 – 75,000 EMPLOYEES

LESS THAN 10,000 EMPLOYEES
(OPERATIONAL)

OVER 75,000 EMPLOYEES

Axcan Pharmacy
10,000 - 60,000 EMPLOYEES
(COMMUNICATION)

HBOS plc

Michelin Group
BEST USE OF TECHNOLOGY

AstraZeneca

LESS THAN 35,000 EMPLOYEES

OVER 60,000 EMPLOYEES
(ADMINISTRATION/OPERATIONAL)

35,000 – 75,000 EMPLOYEES

GlaxoSmithKline
OVER 60,000 EMPLOYEES
(COMMUNICATION)

Cisco Systems
Nokia

OVER 75,000 EMPLOYEES

UBS

International
Paper

BEST PLAN EFFECTIVENESS

BEST PLAN EFFECTIVENESS

UNDER 10,000 EMPLOYEES

OVER 75,000 EMPLOYEES

Xansa

AUSTRALIA

10,000 - 60,000 EMPLOYEES

Sean Trotman
Deloitte, US
Andy �������
Turner
Abacus,�����
JERSEY

THE JUDGES’ AWARD 2004
PROFESSOR
Joseph Blasi

Imperial Tobacco

PerkinElmer
BP

LESS THAN 15,000 EMPLOYEES

Swiss Re

OVER 15,000 EMPLOYEES (TIE)

BP
Pearson

BEST PLAN EFFECTIVENESS
OVER 15,000 EMPLOYEES

Cisco Systems
THE JUDGES’ AWARD 2002
UK FINANCE MINISTER
HOUSE OF COMMONS
Gordon Brown

Procter &
Gamble

Global Equity Organization Staff
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Pam Stetson, Chief Operating Oﬃcer
Maoiliosa O’Culachain, Development Director
Michele Holly, Director of Operations
David Schneider, Web Master
Will Clayton, Creative Director

1442 E. Lincoln Ave. #487, Orange, CA 92865 USA
www.globalequity.org • www.geoawards.org
TEL +1 949-292-4592 • FAX +1 253-423-8390
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