
                                                       

 

 

 

 

 

OPEN LETTER TO LUIS MAROTO 

CEO OF AMADEUS 

Dear CEO, 

It is rare and quite unusual for Amadeus unions to write directly to the Company’s CEO. We feel compelled to do so in 

light of the difficulties we are encountering in the talks pertaining to the local application of the “new staff bonus 

scheme”, discussed at the European Work Council and approved by the Amadeus’s Executive Committee. 

In Nice, negotiations have indeed hit a roadblock. The Company’s most important site in terms of staff numbers is in 

no position to apply the agreement arrived at European level. This is due to the General Management’s unilateral and 

last-minute decision to introduce a new mandatory provision, never discussed at the European level and unacceptable 

for all the employee representatives. 

This provision aims at capping the employees’ share in the Amadeus s.a.s. company’s profits. The “profit sharing” (i.e. 

“participation”) is strictly a French scheme, whose application is mandatory by law in companies with 50 or more 

employees. It has nothing to do with the Amadeus IT Group’s results, nor with the related “new staff bonus scheme”. 

Profit sharing may be a French exception, but it is by no means an unfair advantage to the employees of Amadeus. 

Moreover, the Amadeus employees’ cost of labor in France, including profit sharing, is no higher than in other 

European countries. In some instances, it is even lower. 

France is also subject to other types of exceptions, such as the yearly payment of 20M€ Amadeus receives from the 

French government as a tax credit aimed at lowering the cost of labor. This is a much higher sum than the amount of 

the profit sharing paid out to the employees. 

Over the last few years, management has used tax optimization mechanisms which have resulted in a sizeable 

decrease in the employees’ profit sharing amounts. The management assured us at the time we would later make up 

for the sums we were thereby not receiving, when the accrued projects would be implemented in production. This 

was supposed to be essentially a mere shift in time. Today however, when time has come for progressive payment of 

these amounts that have been deferred for the last six years (which also means they are being negatively impacted by 

the relevant inflation over the same period), management wants to cap the amounts we are rightfully entitled to, 

namely our share in the Amadeus s.a.s. company’s profits. 

We already faced a similar situation in 2010, during the IPO. Management had wished to cap the employees’ NISS to 

55M€ (i.e. 8000€ per employee), while Top Management’s bonuses remained uncapped and reached a record-high of 

192M€, with the following breakdown: 10M€ for Mr. Tazon, 44M€ split among the 6 EXCOM members (i.e. 7M€  each) 

and 148M€ to the 350 directors (i.e. 400K€ per director). 

At the time, the European Work Council had requested that the CEO removes the 55M€ cap imposed upon the staff, 

which would have given the employees an access to a better share in the company’s success. The CEO refused, which 

triggered a massive response from the staff, with strikes and demonstrations gathering over 1,000 employees at the 

Sophia Antipolis site and in other places. 



For years, the representatives of the European Work Council have been asking for the employees to be associated to 

the extraordinary profits made by the Company, growing at double-digit rates, as a result of the employees’ 

commitment and hard work. At the end of 2014, in the initial talks pertaining to the Staff Company Bonus, we had 

suggested an evolution of the staff overall bonus to an 8% individual bonus and an 8% company bonus, with a view to 

align compensation with the scheme offered to Senior Management (notwithstanding other incentive schemes such 

as the Performance Plan). After lengthy negotiations, Top Management finally proposed a 5% individual bonus and a 

4% company bonus. The company bonus may vary between 0 and 8%, giving an overall bonus budget of 5% minimum 

and 13% maximum. In Nice however, management has been considering that this new bonus scheme is still too high 

for employees, despite the fact that the proposed mechanism would have allowed 30% savings in social security 

contributions. Management is therefore looking for ways to limit the global compensation of the employees, including 

through a mechanism which would cap the profit sharing. 

The unions find themselves in a paradoxical situation. On the one hand, management proposes a three-year 

agreement capping profit sharing to 10% - a cap which, according to management, will not be reached, although they 

also claim that they are unable to calculate precisely the amount of the profit sharing for the coming years. General 

Management thereby wants to introduce terms and conditions which, according to them, would have no impact within 

the timeframe covered by this agreement.  

On the other hand, management foresees a raise in profit sharing, reaching 9% as early as 2017. And in three years, 

the conditions for a fair negotiation will not be met anymore, leaving only two choices: 

− Either forgo the bonus agreement to avoid capping the profit sharing, and thereby lose the 4% company 

bonus. The staff bonus would therefore go down to 5% ; or 

− Maintain the bonus agreement in place and cap the profit sharing, which will most likely stand above the 10% 

limit that management wants to enforce, thereby leading to a decrease in the company bonus, or its 

disappearance altogether. 

This situation is not acceptable. It is not in line with the spirit of the European agreement. It challenges the level of 

trust in the discussions and of the commitments made at every level, from local to European. It blatantly tramples the 

daily commitment shown by these women and these men whose dedication to the company cannot be questioned.  

Since the IPO of Amadeus, every member of the staff in Nice lives under heavy budget constraints. And with the 

number one priority you have set on cost reduction for 2016, even more dedication, flexibility and adaptation efforts 

are now expected from the staff within a somewhat bumpy context : arrival of the agility tribes in R&D, impact of the 

external acquisitions such as Navitaire on the strategy, the portfolio and the organization, end in a few months of TPF 

decommissioning, abandonment of AeTM or RMS for Hotel, reorganization still expected in Distribution, and 

relocation in Airline IT that is deeply affecting the daily lives and jobs of many Amadeus employees with a major impact 

on the balance with their private life. 

We ask you to ensure that the commitments granted at European level be respected, and to waive the capping of the 

profit sharing. This will enable the negotiations to resume in a constructive manner and to develop a plan which would 

fairly benefit the employees. 

Hoping you will demonstrate your commitment to the employees of Amadeus in the same way the employees show 

their dedication to their company. 

Yours faithfully, 

          CGT         CFE-CGC         CFDT       CFTC 

Stéphane Jouteux  Brigitte Bourla             Rosine Gomez           Frank Turosz 

 

Christophe Dauvillaire                   Gilbert Dose 

 

Sabine Dauplay                      Gladys Cau 


