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PAY-FOR-
PERFORMANCE 
PHILOSOPHY 
 

 

 
The Sales Incentive Plan (hereafter referred as „the Incentive Plan‟) is 

designed to reward and motivate sales employees and sales managers 
of Building Efficiency, who have a prime responsibility for the sales 

activities within Europe & Africa, to achieve annual performance 

targets. 
 

Your eligibility to participate in the Incentive Plan reflects the impact 
that your performance can have on the success of Johnson Controls 

and the increased value to the shareholders of the company. In line 
with our business strategy and organizational set-up, the Incentive Plan 

aims to direct and focus your attention on the key parameters which 

determine our organizational success. 
 

The financial reward provided under the Incentive Plan is variable pay 
that supplements your annual base salary, and any other recurrent 

allowances and benefits, whether in cash or in kind. It is an important 

part of your total remuneration package in order to ensure a 
competitive level of income. Being variable, the Incentive Plan 

consequently offers the opportunity to earn a higher payout when 
performance targets are exceeded and a lower payout when 

performance targets would not be met. 
 

 

 
SCOPE 
 

 
These FY14 guidelines document and confirm the terms and conditions 

of the Sales Incentive Plan in more detail, including examples of the 
calculation methodology. 

 

This Incentive Plan is applicable in all entities of the Building 
Efficiency Europe & Africa organization, excluding GWS and subject 

to local works council approval in those countries where this would be a 
legal requirement. 

 

The Plan year coincides with the financial year operated at Johnson 
Controls, starting on the 1st of October 2013 and ending on the 

30th of September 2014. 
 

Are excluded from the scope of this Incentive Plan:  
- Any existing legacy schemes that may apply at country level 

based on a collective bargaining agreement or individual 

contract(s); 
- Any eligible employees who are subject to the terms & conditions 

of the Management Incentive Plan or the Annual Incentive 
Performance Plan (AIPP); 
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ELIGIBILITY & 
PARTICIPATION 

Eligibility for participation in the Incentive Plan is determined by your 

job responsibility level in line with set internal guidelines, and requires 
approval from the corporate and regional leadership.  
 

Eligible positions are: 

 Sales positions who are directly or indirectly responsible for 

the sale of Johnson Controls Projects, Products & Services and 
who have an individual sales target assigned to them. 

 Sales Managers leading a team of individual sales 

contributors or a mix of sales managers and individual sales 
contributors. 

 

Each year, participation to the Incentive Plan will be (re)confirmed 

during the annual communication process. Consequently, participation 

to the Incentive Plan in one year does not automatically guarantee 
participation in the next and/or subsequent year(s). 
 

You are only allowed to participate in one incentive plan per plan year. 

Exceptions are discouraged but may apply as part of historically 
approved contractual terms and/or the application of legal 

requirements. The Compensation & Benefits Department BE EMEA 

should be notified of any existing exceptions, legacy plans or legally 
mandated schemes. 
 

Employment condition: in order to receive a payment under the 

Incentive Plan, you need to be in service of Johnson Controls at the end 
of the plan year, i.e. on September 30th. 
 

BASIC 
CALCULATION 

The actual incentive payment calculation takes the following basic 
elements into account: 
 

 
 
 

Annual Base Salary 
 

Your annual base salary at the end of the Plan year, i.e. on 
September 30th, is the basis for the calculation. Any other recurrent 

allowances or one-time premiums, whether in cash or in kind, are 

specifically excluded from this calculation basis. 
 

Incentive Target 
percentage 

 

Incentive targets are expressed as a percentage of your annual 
base salary. The applicable Incentive target percentage is defined by 

your job responsibility in line with set internal guidelines, and will be 
(re)confirmed during the annual communication process. Any change to 

an incentive target percentage at individual employee level requires 

1+1+HR approval. 
 

Annual Base 
Salary 

Incentive Target  
Percentage 

Incentive Plan 
Payout % 

Incentive 
Amount 
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Incentive Plan Payout 
Percentage 

 

The actual Incentive Plan Payout Percentage is the sum of the 

achievements against the set performance targets, as described in 
further detail in the next sections. 

 
 

INCENTIVE PLAN 
PAYOUT 
CALCULATION 
 

Your Incentive Plan payout percentage will be determined by the 

achievements on a combination of different components or results 
streams, i.e. on the comparison between the actual results and the 

predefined targets. These components or result streams may be linked 
to the achievement of individual, team or organizational (branch, 

country, etc.) performance targets. 
 

The combination, weighting and applicable metrics of these 

components or result streams are defined per Region or per 
Country.  

 
For the specific details applying in your case, we refer to your country 

or regional addendum at the end of these guidelines and to your 

individual letter in the context of the annual communication process.  
 

 

Performance Targets 
 

 

Individual 

It is one of Johnson Controls‟ key sales incentive design principles to 
link incentive payouts to the achievement of a sales employee‟s own 

sales targets. 

 
Individual sales target objectives are established and formalized for the 

Plan year for each sales employee and approved by the 
Sales/Branch/Country Manager in accordance with the “Sales Target 

Objective Setting Guidelines”.  

 
Team 

Sales Team objectives (per sales manager) are defined by a 
combination of: 

 

 a cascading down of the FY Financial Plan; and 

 the sum of the individual sales targets within a team 
 

Sales Team targets need to be defined and approved by the Country 

Manager, Area General Manager or Regional Vice President.  
 

Organizational 
In line with our Europe & Africa organization and to reflect the strategic 

priorities or business requirements of your business region/country, 

please note that sales incentive payouts may also be linked to the 
performance at either a branch, country or region level 

 
In other words, sales incentive payouts are not only linked to the 

achievement of a sales employee‟s own sales targets. 
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Incentive Metrics 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
 
 

The FY14 Sales Incentive Plan design combines the achievement of the 

following financially driven results streams:  
 

 
 

 

 
 

 
 

 
 

 

 
 

 
 

 

 
In addition, the introduction of a “Third Component” in line with set 

sales strategy within a region is possible to drive the needed sales 
behaviour. 

 
The actual performance for the above metrics is measured against the 

FY14 individual or team sales & financial plan targets, as defined 

and recorded in SMIS or in the consolidated financial reporting system 
(plan in HFM). 

 
A contract or opportunity is considered “booked” for incentive purposes 

when: 

 a legally binding document is received from the customer (as 

per the C-BOS booking policy);  
 the contract is approved by the Branch or Country Manager / 

Area General Manager; and 

 uploaded into the operating system.  

Only individual opportunities and sales results that are forecasted and 
booked in SMIS will be eligible for sales incentive calculations and 

payouts unless an exception has been approved in advance by the 
Regional Vice President. 

 

The following definitions apply as per the applicable financial system: 
 

GMS 
Gross Margin Secured (GMS) is defined as the difference between the contract 
value of a secured opportunity (selling price) and the estimated cost to deliver 
the project (as reviewed and accepted by an appropriate member of the 
operations or management team), expressed as a monetary value and obtained 
out of SMIS.  
 

VS 
Volume Secured (VS) is defined as the contract value of a secured opportunity 
(selling price), expressed as a monetary value and obtained out of SMIS.  
 

GME 
Gross Margin Executed (GME) is defined as the difference between the contract 
value of a secured opportunity (selling price) and the total actual cost incurred 
on the whole project when finalized, expressed as a monetary value.  
FY13 GME plan and actual figures at branch level are defined per the Johnson 
Controls‟ HFM statements for the fiscal year.  

 

 Gross Margin Secured (GMS) at 
individual or team level; or 
Volume Secured (VS) at individual 
or team level 
 

 Gross Margin Executed (GME) at 
individual or team level; or 
Gross Margin Executed (GME) at 
Branch level 
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Payout Matrix 
 

 

 

 
 

 
 

 

 
 

 
 

 
 
 

 

 

 
 

 
 
 

 
 
 

 

SALES SPLIT 
 

 

 
 
 

 

 
 

 

BONUS ELIGIBLE 
SALES 
 

The incentive payout matrix applied for all financially driven results 

streams is the following:  
 

METRIC 

Actual result versus Plan target 

PAYOUT 

MULTIPLIER 

≥ 200% 300% 

170% 250% 

140% 200% 

130% 175% 

120% 150% 

110% 125% 

100% 100% 

95% 75% 

90% 50% 

80% 20% 

 

- For any actual results between the matrix intervals, please note 
that linear interpolation is used. 

- Minimum threshold: no incentive will be awarded for that 
particular result stream if the applicable metric is lower than the 

threshold, i.e. lower than 80% of the respective FY14 plan 

target 
- Maximum: sales incentive maximum payment is set at 300% for 

overachievement against quarterly/annual objectives as from 
200% 

 

When a sales team (one or more sales employees) books a project 

consisting of a single contract or a group of contracts, it is not the 

intention that all the sales employees involved in this project obtain a 
full credit for this sale. A sales credit should be agreed upon and 

assigned to each sales employee in line with the contribution made 
towards the sale. This credit split needs to done and approved by the 

responsible sales manager. It is clearly expected that sales teams will 

team up on opportunities in order to best serve our customers.  
 

 
Unless explicitly indicated in your particular country or regional 

addendum, please note that all sales, except Labour & Material  
(L&M), are considered for sales incentive purposes. 

 

No multipliers (e.g. multiple year PSA‟s) are taken into consideration, 
unless specifically indicated in your particular country or regional 

addendum. 
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PAYMENT 
MODALITIES 

 
 

Timing 
 
 

Currency 
 

 
 
 

 
 

Approvals 
 

 

All payments under the FY14 Incentive Plan are made with the payroll 

of the month following the plan year closure or December 2014, 
unless payment has historically been made in January of the next year 

for tax reasons.  
 

The month of payment cannot change from year to year without EHQ 

C&B approval. 
 

Incentive payments are made in local currency of country of 
employment, and subject to the locally applicable social security and 

income tax withholdings. 
 

Please consult EHQ C&B for incentive payouts in case of inter-country 

transfers between the end of the fiscal year and the actual incentive 
payout in December. 

 
The general approval principle for an incentive payment is 1+1+HR. 

Please refer to the Delegation-of-Authority guidelines for further 

clarification of the applicable levels. 
 

In case the incentive calculations are not centrally managed, please 
note that an overall payment sheet at country level must be submitted 

to the EHQ C&B department for final approval. It is the responsibility of 
country HR to ensure this takes place before any payments are 

communicated either verbally or in writing to the eligible employees. 

 
 

FINANCIAL 
ACCRUALS 
 

 

 
 

All financial liabilities related to payments under the Incentive Plan must 
be self-funded. Hence, there is a need for financial accruals in the 

financial plan at country level related to the respective plan year. 

 
Accruals are adjusted throughout the fiscal year according to guidelines 

issued by Finance. It is the responsibility of the country Finance leader 
to ensure accruals for incentive amounts, at any point in time, are 

accurately reflected in HFM. This is done in collaboration with Country 

HR. 
 

 

WHAT HAPPENS  
IN CASE ... 

 

 

... you have recently 
joined Johnson 

Controls?  
 

If you have joined Johnson Controls prior to or on October 1 of the 
plan year, you are eligible for the full year. 

 

If you have joined Johnson Controls in the course of the year, but 
before or on 1 July of the plan year, you are eligible to receive an 

incentive payment on a prorated basis (i.e. number of months of service 
divided by 12). Eligibility always starts on the 1st of the month. If you 

have joined in the course of a month, your incentive eligibility will start 

on the 1st of the month following your hiring date. 
 

If you have joined Johnson Controls in the course of the year, but 
after July 1 of the plan year, you are not eligible to participate in the 

current year‟s Incentive Plan. You may then become eligible to 

participate in the subsequent year‟s Incentive Plan. 
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... you are promoted or 
transferred in the 

course of the year?  
 

 
 

 
 

 

 
 

 
 

 

 
 

 
 

 
 

 

... you leave Johnson 
Controls in the course 

of the year? 
 

 
 

... you are no longer in 
service due to 

retirement, disability or 
death? 

 

 
 

 
 

... you are not in active 
service due to a leave 

of absence? 
 

If you are promoted or transferred from an eligible into a non-

eligible position: participation on a prorated basis based on the 
number of months in an eligible position. 

  
If you are promoted or transferred from a non-eligible position into 

an eligible position: participation on a prorated basis based on the 

number of months in an eligible position provided you started in the 
eligible position before or on the 1st of July of the plan year. 

 
If you are promoted or transferred between eligible positions but 

resulting in a change in applicable incentive target leverage % 
during the plan year (both decrease or increase) : 

o Promotion or transfer before or on the 1st of July of the plan 

year: prorated application of the incentive target leverage % for 
months served in each position.  

o Promotion or transfer after the 1st of July of the plan year: 
continued application of the incentive target leverage % related 

to the previous position. 

 
Any changes to the incentive target leverage % require 1+1+HR 

approval and must adhere to the applicable guidelines.  
 

Payment under the Incentive Plan is not granted in case of termination 
of employment before September 30th, irrespective of whether the 

termination is initiated by Johnson Controls or by yourself. Exception is 

made only for those cases in which the termination is due to retirement, 
disability or death.  
 

In case you retire, become disabled or die in the course of the plan 

year, the incentive payment will be made on a prorated basis related to 
the number of months performed in an eligible position. For any of 

these events in the course of the month, the following calculation rules 

apply: 
o Event occurs between the 1st and the 15th of the month: the 

entire month will be discounted for bonus calculation purposes. 
o Event occurs between the 15th and the end of the month: the 

full month will be added onto the bonus calculation. 
 

Unless for reasons of legal compliance, eligible employees on unpaid 

leave of absence (e.g. sabbatical, unpaid leave, etc.) will not be eligible 
to participate during this period, provided that the total unpaid absence 

is at least a full month. In other words, in most cases a prorated 
calculation will be made based on the number of months of active 

service during the plan year. 
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GOVERNANCE, 
APPROVAL & 
CONTACT 
 

 

The terms and conditions of the Incentive Plan are reviewed annually 

and approved by:  
o regional leadership (VP & MD, VP HR and VP Finance) 

o corporate leadership (Global BE) 
 

The Company reserves the right to review the terms & conditions of the 

Incentive Plan from time to time. Any awards or payouts under the 
Incentive Plan in one year do not constitute an acquired right for the 

next and/or subsequent year(s).  
 

Unless for reasons of legal compliance (law and/or collective labour 
agreements), there can be no exceptions to the terms and conditions 

of the approved Incentive Plan. Any such exceptions require approval 

prior to implementation from the abovementioned regional and 
corporate leadership. 

 
All results and calculations may be subject to audit. Adjustments will be 

made if results or calculations are inaccurate or in breach of Johnson 

Controls‟ accounting rules or definitions. 
 

Any other incentive payment or award, such as SPIFF, ad hoc 
rewards, lump sums, discretionary bonuses, etc. require approval prior 

to implementation from the corporate and regional leadership as 
described above. A formal business case (including presentation deck 

describing rationale, metrics, administration requirements, financial 

impact, etc.) needs to be submitted to EHQ C&B.  
 

In case of dispute, the English text of this document will prevail.  
 

 

 

REPORTING 
 

It is a corporate requirement to submit a “TOTAL Incentive 

Overview” of all incentive payments made at the end of the 
financial year to the Board of Directors of Johnson Controls.  

 

The annual „Total Incentive Overview‟ will be prepared by EHQ C&B in 
cooperation with country HR.  

 
If the above Johnson Controls incentive guidelines are not yet approved 

by works councils or employee representatives and/or if timing of local 
negotiations is different from the deadlines indicated in the document, it 

may be adapted as per country practice, but where possible this policy 

must be implemented in full. All exceptions must be reported to EHQ 
C&B in advance.  

 
 

 


