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Introduction
Asper Investment Management Limited (the “Firm” or
“Asper”) is a small and non-interconnected investment
firm (“SNI”) and is subject to both the MIFIDPRU and
the AIFM remuneration codes. In instances where the
requirements differ, the Firm is committed to
complying with the most stringent requirements..

This disclosure statement complies with the disclosure
requirements under section 8.6 of the MIFIDPRU
Remuneration Code. Asper’s remuneration practices
cover all aspects of remuneration within the scope of
the SYSC 19G MIFIDPRU Remuneration Code and the
SYSC 19B AIFM Remuneration Code that are
applicable to SNI firms and their staff.

The Firm is not a member of a UK Consolidation
Group. This disclosure is prepared annually and on an
individual basis. The Firm will consider making more
frequent public disclosures where particular
circumstances demand it (e.g., in the event of a major
change to the business model or where a merger has
taken place).

This disclosure statement covers Asper’s performance
period from 1 April 2025 to 31 March 2026.

Governance
The Asper Board of Directors (the “Board”) is
responsible for the Firm’s remuneration programme,
including the approach to remuneration and the
remuneration policy. As a SNI firm, Asper is not
required to establish a remuneration committee.

The Board performs an annual compensation review,
working with Asper’s risk management, finance,
compliance and human resource functions, to review
and approve salaries and to set the Firm’s bonus pool.

Asper reviews its remuneration policy annually and
engages Kroll, an independent regulation and
compliance advisory provider, to perform a periodic
independent third-party review.
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Sustainability Framework

Since inception, sustainability has been
embedded in Asper’s mission and values. It
shapes the way we build new platforms that
contribute to a more resilient, low-carbon
future. We have a comprehensive
Sustainability Framework, which clearly sets
out our sustainability strategy, policies and
objectives across three interconnected core
pillars. These long-term intentions serve as a
compass, guiding actions across the
business and enabling transparent,
meaningful progress tracking. The three
pillars are:

• Our Investments - We work closely with
fund investment platforms to embed
sustainable practices into the core of their
operations. This pillar ensures that our
portfolio delivers positive environmental
and social impact through active
ownership, performance monitoring, and
continuous improvement.

• Our Clients & Industry - We recognise that
collaboration accelerates change in the
industry. Through this pillar, we engage
with clients, partners, and associations to
shape the future of responsible finance.

• Our Firm - Our internal sustainability work
focuses on creating a responsible,
inclusive, and engaging work
environment. We believe that how we
operate internally matters. We strive to
lead by example in environmental
responsibility, employee wellbeing, and
governance practices.

Asper’s approach to remuneration is
embedded in our governance practices
which directly aligns to our commitment to
sustainability.



Approach to Remuneration
Asper’s remuneration approach is designed to
support individual and the Firm’s
performance, and to encourage the
sustainable long-term financial health of the
business. The Firm looks to promote sound
risk management through its remuneration
approach for the success and benefit of its
customers, counterparties and the wider
market.

The Firm’s remuneration approach is detailed
in Asper's Remuneration policy (the “policy” or
the “Remuneration policy”). Its key objectives
are as follows:

• To reward all employees fairly, regardless of
job function, race, religion, colour, national
origin, gender, sexual orientation, marital
status, pregnancy, disability or age and
prohibiting discrimination on the basis of
protected characteristics.

• To provide competitive remuneration
packages that attract, retain and motivate
staff in a highly competitive marketplace.

• To encourage high standards of personal
and professional conduct, support sound
risk management, discourage risk taking
that exceeds the level of tolerated risk of
the Firm and to align with the Firm’s
regulatory requirements.

• To align staff with the performance criteria
and risk profile of the Firm and the funds
that it manages, including sustainability
objectives.

The Board believes the Firm’s remuneration
structure is appropriate for the business and
the industry it operates in, and sufficiently
supports to delivering its long-term strategy.
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Remuneration Programme 
Components & 
Performance Criteria

Asper’s remuneration programme comprises
of both fixed and variable elements. Fixed
remuneration is determined by reference to
an employee’s professional experience, job
description, organisational responsibility,
and terms of employment. Fixed
remuneration components include a base
salary and other local employee benefits,
including pensions.

Individual variable compensation decisions
are determined based on performance of
the Firm and individuals. Firm level
performance includes, but is not limited to,
the collective performance of the Asper
team, sustainability considerations, the
Firm’s financial performance, and financial
performance of the Asper funds. Individual
performance includes performance criteria
related to an individual’s role, as well as risk
management, regulatory compliance and
business conduct, in line with the Firm's core
values.

Asper’s core values, which also define its
culture are:

• Legacy: responsibility
• Excellence: uncompromising quality
• Insight: acumen and discernment
• Grit: firmness of character
• Straightforward: unpretentious

The Firm’s core values are applied as points
of reference and units of measure in
evaluating all Firm relationships, including
employment relationships. The Firm does
not pre-determine the split between
performance elements. Weight, priority and
importance can change from year to year.

Variable remuneration can include an annual
discretionary bonus, participation in carried
interest schemes, co-investment
opportunities, employee referral bonuses and
other individual performance-based bonuses.

Opportunities to participate in carried interest
and co-investment schemes are key
components to aligning the risk appetite and
strategy of Asper employees with that of Asper
and the Asper funds. Both carried interest and
co-investments are typically deferred until the
end of a fund’s life cycle (between seven to ten
years), which encourages and reflects
sustained long-term performance.

Aligning remuneration with carried interest
and co-investment participation, incentivises
staff to focus on each fund achieving its
objectives, including sustainability objectives.
The long-term nature of the fund life cycle,
(typically between seven to ten years) acts as a
significant retention mechanism for the
benefit of the Firm and Asper’s fund investors.

Total Remuneration 
Awarded
Under MIFIDPRU 8.6.8R(2), the Firm must
disclose the total amount of cash and non-
cash remuneration awarded to all staff, split
into fixed and variable components.

For the period 1 April 2025 – 31 March 2026
total remuneration awarded by Asper was:
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Fixed Remuneration: £ 3.55m

Variable Remuneration: £ 1.56m

Total Remuneration: £ 5.12m



London Office
Asper Investment Management Limited
68 King William Street 
London, EC4N 7HR

Contact Us
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Humphrey Edginton
Head of Legal & Compliance
humphrey.edginton@asper-im.com


