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In  l ine wi th  Ar t ic le  25 of  the Regulat ion on Contro l led Remunerat ion as issued by the 

Dutch Centra l  Bank,  remunerat ion in format ion regard ing employees whose profess ional  

act iv i t ies  have a mater ia l  impact  on NIBC’s  r isk  prof i le ,  otherwise ind icated as “ Ident i f ied 

Staf f ” ,  is  shown here.   

 

As of  1  January 2011,  the NIBC group Ident i f ied Staf f  for  2011 is  composed of  41  

persons,  inc lud ing the Managing Board.  Each of  these persons has been in formed in  

wr i t ing about  the i r  s tatus.  Informat ion on the i r  remunerat ion as d isc losed here re la tes to 

the f inanc ia l  year  2010,  i .e.  encompass ing the per iod 1 January 2010 unt i l  31 December 

2010.   

 

P lease note that  the remunerat ion in format ion that  was d isc losed ear l ier  in  the 2010 

Annual  Repor t ,  is  incorporated in  the in format ion prov ided be low where appropr ia te .  For  

the sake of  completeness we a lso re fer  to the 2010 Annual  Repor t .  

 

Remuneration and Nomination Committee 

Members 

Mr.  J .H.M.  L indenbergh (Chai rman unt i l  17 May 2010)  

Mr .  D.R.  Morgan (as o f  23 August  2010 as fu l l  member  and Chai rman f rom 18 May 2010 

unt i l  March 9 2011)  

Mr .  N.W. Hoek 

Mrs.  S.A.  Rocker  

Mr .  W.M.  Van den Goorbergh 

Mr.  A.H.A.  Veenhof  (Chai rman as of  9 March 2011)  
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Meetings 

The Remunerat ion and Nominat ing Commi t tee met  four  t imes in  2010.   

 

Responsibil i t ies 

The Remunerat ion and Nominat ing Commit tee ( ‘RNC’ )  adv ises the Superv isory Board on 

the remunerat ion of  the members of  the Superv isory Board,  the Managing Board and 

cer ta in  other  sen ior  managers,  prov ides the Superv isory Board wi th  proposals  for  

appointments  and reappointments  to  the Superv isory Board,  i ts  commit tees and the 

Managing Board,  eva luates the per formance of  the other  Superv isory Board commit tees,  

and assesses the per formance of  the members of  the Managing Board and the 

Superv isory Board.  In  addi t ion,  i t  moni tors  the NIBC remunerat ion po l icy appl icab le  to  a l l  

s taf f ,  which  enta i ls  d iscuss ing the to ta l  ava i lab le  pool  for  var iab le compensat ion and 

def in ing the co l lec t ive and ind iv idual  per formance targets  that  form the bas is  for  the 

var iab le  compensat ion of  ind iv idual  members of  the Managing Board.  In  2010,  the RNC 

d iscussed the 2010 remunerat ion po l icy for  the Managing Board,  the Superv isory Board 

and other  s ta f f ,  ind iv idual  compensat ion ar rangements  for  the members of  the Managing 

Board,  the overa l l  ava i lab le  funding for  var iab le  compensat ion ar rangements,  and the  

per formance of  the Managing Board.  Input  thereto  was prov ided by the Human Resource 

Funct ion and independent  adv ice was sought  f rom Towers Perr in (now:  Towers Watson) .  

 

In  2010,  the RNC focused pr imar i ly  on the implementat ion of  NIBC’s  remunerat ion po l icy  

wh ich was agreed at  the end of  2009 fo l lowing extens ive d iscuss ions.  The new pol icy  

resu l ted in  a  s ign i f icant ly more moderate and susta inable approach to  compensat ion.  

 

Total compensation funding 

Each year ,  based on a proposal  made by the Managing Board,  the Superv isory  Board 

dec ides,  in  i ts  d iscret ion,  on the tota l  amount  o f  money ava i lab le  for  to ta l  compensat ion,  

the amount  o f  var iable  compensat ion and the spec i f ic  forms in  which var iab le  

compensat ion may be awarded.  The 2010 compensat ion ra t io  ( tota l  compensat ion costs  

as percent  o f  operat ing income) is  29%. 

 

Remuneration Policy 

Towards the end of  2010,  the Superv isory Board rev iewed i ts  remunerat ion po l ic ies  and 

pract ices,  both for  the Managing Board,  the Superv isory Board and other  s taf f  and agreed 

a new remunerat ion po l icy for  2011 and beyond,  tak ing in to  account  re levant  regula t ions,  

most  notab ly  ( i )  the Dutch Corporate Governance Code of  10 December  2008,  ( i i )  the  

Dutch Banking Code of  9  September  2009 and ( i i i )  Guide l ines on Remunerat ion Pol ic ies 

and Pract ices of  the Commit tee of  European Banking Superv isors  (CEBS) of  10 December  

2010 ( i i i )  the DNB Pr inc ip les for  Contro l led Remunerat ion Pol ic ies Wft  2011 of  16 

December  2010.  

 

 

 



   
 

2010  Remunera t ion  Iden t i f i ed  S ta f f  3  28  December  2011  

 

 

The Rules of  the 2008 Credi t  Guarantee Scheme of  the State o f  the Nether lands were 

a lso fu l ly taken in to  cons iderat ion.  A lso,  re levant  remunerat ion dec is ions were taken 

cons is tent  wi th  the new remunerat ion po l icy and the improved governance.  

 

Where appl icab le ,  a  d is t inc t ion between the Managing Board and other  Ident i f ied Staf f  wi l l  

be made in  each sect ion be low;  in  such cases the informat ion regard ing the Managing 

Board wi l l  be descr ibed f i rs t .  

 

Amendments to the Remuneration Policy 

At the end of  2010,  new compensat ion regula t ions were publ ished as par t  o f  the new 

European Capi ta l  Requi rements  Di rect ive  (CRD I I I ) .  These led to  the Commit tee of  

European Banking Superv isors  (CEBS )  publ ish ing extens ive new guide l ines on 

remunerat ion po l ic ies and pract ices on 10 December .  Th is  publ icat ion was qu ick ly  

fo l lowed by the Dutch Centra l  Bank  (DNB )  publ ish ing i ts  Regulat ion on Contro l led 

Remunerat ion Pol ic ies (Beslu i t  en Regel ing Beheerst  Belon ingsbele id  Wft  2011 )  on 16 

December  2010.  Both sets  of  gu idel ines,  rep laced ear l ier  vers ions,  have come in to  e f fect  

as o f  1 January 2011 and need to  be v iewed in  tandem.  

 

Corresponding ly,  the RNC d id  recommend to  the Superv isory Board that  the new ru les  

wi th  regard to  the prescr ibed pay mix ,  de fer ra l ,  vest ing and re tent ion per iods are 

in t roduced for  Ident i f ied Staf f  ( inc lud ing the Managing Board) ,  wi th  e f fect  f rom 1 January 

2011.These new ru les requi re  banks to  pay the i r  Ident i f ied Staf f  a  min imum of  50% of  

the i r  var iab le  compensat ion in  equi ty or  equi ty- l inked inst ruments  and the remain ing 50% 

(or  less)  in  cash.  Another  requi rement  for  banks is  that  40 -  60% of  var iab le  compensat ion 

is  defer red,  equal ly across the equi ty and cash component ,  wi th  60% apply ing to  those 

that  have the h ighest  impact  on the r isk  prof i le ,  and the responsib i l i t ies  and tasks 

per formed,  and depending on the amount  of  the i r  var iab le remunerat ion.  A lso,  a  min imum 

defer ra l  per iod of  between 3 -  5 years is  requi red.  

 

However ,  in  l ight  of  the fact  that  our  medium term bus iness p lans and p lanning cyc le  span 

a per iod of  three years ,  wi th  corresponding three-year  goa ls  be ing used as per formance 

condi t ions for  the long- term incent ive p lan  (LTI )  (as has been the case for  the 2009 and 

2010 LTI) ,  the RNC recommended to  the Superv isory Board that  the three-year  defer ra l  

per iod for  the LTI  remains in  p lace as i t  is  sub ject  to  c l i f f  vest ing.  Consequent ly,  the 

defer ra l  per iod for  the defer red cash component  a lso remains three years ,  however ,  wi th  

pro- rated vest ing.  F inal ly,  a  min imum retent ion per iod,  which can be no shor ter  than the 

vest ing per iod,  needs to  be appl ied.  Th is  co inc ides wi th  the requi rement  that  was  a l ready 

incorporated in  our  prev ious remunerat ion po l icy (s temming f rom the Dutch Bank ing Code)  

that  equi ty ins t ruments  must  be he ld  for  f ive years  as measured f rom the date o f  grant .  

 

The new regulat ions int roduce the concept  o f  an equi ty or  equi ty- l inked payout ,  which  

immediate ly  vests  but  is  sub ject  to re tent ion ru les.  In  order  to  a l low for  th is ,  the RNC 

recommended to  the Superv isory Board to  in t roduce a new component  to  the pay mix  for  
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Ident i f ied Staf f  in  the form of  Phantom Share Uni ts  (PSUs ) .  These PSUs have s imi lar  

character is t ics  as the Condi t iona l  Rest r ic ted Deposi tary  Receip ts  (CRDRs )  used for  the 

de l ivery o f  the LTI  such as e l ig ib i l i ty  for  d iv idend and a va lue which is  t ied to  var iat ions in  

the net  asset  va lue of  NIBC.  In addi t ion to these character is t ics ,  the PSU a l lows the 

ho lder  thereof  to  conver t  the PSU to  cash immediate ly upon vest ing or  fo l lowing the end 

of  the re tent ion per iod and,  thus ,  obta in  l iqu id i ty pr ior  to  a  formal  l iqu id i ty  event  tak ing 

p lace.  Th is  seems a log ica l  a l ternat ive g iven that  th is  e lement  o f  the pay mix  is ,  

essent ia l ly ,  par t  of  the cash por t ion.  These PSUs can be used to de l iver  both vested 

equi ty as wel l  as  unvested equi ty.  In  case of  PSUs being used to  de l iver  unvested equi ty,  

these wi l l  be subject  to the same three-year  defer ra l  per iod wi th  pro- ra ted vest ing and a 

f ive-year  re tent ion per iod for  Ident i f ied Staf f .  

 

The Superv isory Board adopted these proposals  made by the RNC and inser ted these as 

amendments to  the remunerat ion po l icy.  

 

Remuneration principles 

The remunerat ion po l icy  ident i f ies  the key pr inc ip les that  underp in  the remunerat ion 

pract ices apply ing to  a l l  NIBC employees,  inc lud ing Ident i f ied Staf f .  These key pr inc ip les 

have not  changed and requi re  that  remunerat ion is :  

 

1 .  A l igned wi th  bus iness s t rategy and r isk  appet i te ;  

2 .  Appropr iate ly ba lanced between shor t  term and long term;  

3 .  D i f ferent ia ted and d iscret ionary;  

4 .  Externa l ly compet i t ive and interna l ly fa i r ;  and 

5.  Managed in  an integrated to ta l  compensat ion way.  

 

The po l icy fur ther  a ims to ach ieve a l ignment  between the Managing Board,  on the one 

hand,  and senior  management  and other  s ta f f  on the other  hand.  

 

Peer group composition 

The peer  group for  the Managing Board cons is ts  o f  a l l  AEX and AMX (Euronext )  l is ted 

companies.  This  peer  group can eas i ly be susta ined over  a  longer  per iod of  t ime and is  

re levant  both in  terms of  the re la t ive s ize and complex i ty  o f  NIBC’s  bus iness and the 

markets  f rom which NIBC at t rac ts  or  to which i t  s tands to  lose execut ive and other  ta lent .  

More impor tant ly,  the composi t ion of  th is  peer  group is  ob ject ive and to ta l ly ou ts ide o f  

NIBC’s  cont ro l .  For  other  Ident i f ied Staf f ,  the peer  group used for  compensat ion 

benchmark ing purposes cons is ts  main ly o f  other  f inanc ia l  ins t i tu t ions.  

 

Market positioning 

Through the cyc le ,  to ta l  compensat ion for  the Chai rman and the members of  the Managing 

Board is  targeted just  be low the median of  the i r  peers in  the aforement ioned peer  group,  

based on benchmark data prov ided by externa l  independent  compensat ion consul tants .  

Th is  is  in l ine wi th  the requi rements of  the Dutch Banking Code.  
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Pay Mix 

The consequence of  the amendments made to  the remunerat ion po l icy is  that  var iab le  

compensat ion wi l l  be de l ivered in  four  or  maybe even f ive d i f ferent  components ,  some of  

wh ich have been newly developed:  

 

( i )  Cash;  

( i i )  Defer red Cash;  

( i i i )  Phantom Share Uni ts  (PSUs) ;  

( iv )  Rest r ic ted Phantom Share Uni ts  (RPSUs) ,  and  

(v)  Condi t iona l  Rest r ic ted Deposi tary  Rece ipts  (CRDRs)  ( for  the purpose of  the 

LTI) .  

 

P lease see be low for  a fur ther  descr ip t ion of  each component .  

Ident i f ied Staf f  other  than the Managing Board and se lected senior  managers and wi th  an 

actua l  var iab le  compensat ion of  more than EURO 40,000,  but  less than EURO 100,000 

are e l ig ib le  for  cash,  defer red cash,  and RPSUs.  Ident i f ied Staf f  o ther  than the Managing 

Board and se lected senior  managers and wi th  an actua l  var iab le  compensat ion of  more 

than EURO 100,000,  are e l ig ib le  for  cash,  defer red cash,  PSUs and RPSUs.   

Selected senior  managers wi th  an actua l  var iab le  compensat ion of  more that  EURO 

40,000 but  less than EURO 100,000,  are e l ig ib le  for  cash,  defer red cash,  and CRDRs.  

Managing Board members and se lected senior  managers wi th  an actua l  var iab le  

compensat ion of  more than EURO 100,000,  are e l ig ib le  for  cash,  defer red cash,  PSUs and 

CRDRs.   

 

 

Variable compensation 

Al l  employees are e l ig ib le  to  rece ive shor t  term (STI)  incent ive compensat ion,  but  whether  

or  not  they actua l ly  receive i t  is  whol ly  d iscret ionary and depends on the overa l l  

per formance of  the bank and the i r  respect ive bus iness un i t  as  wel l  as  on the i r  own 

personal  per formance.  Each employee wi l l  have a pre-agreed set  o f  f inanc ia l  and non-

f inanc ia l  per formance targets .  The per formance assessment  takes in to  account  the 

rea l isat ion of  pre-agreed targets  as wel l  as  the way the employee has behaved accord ing 

to  the NIBC 7,  the Bus iness Pr inc ip les o f  NIBC.  

 

The 100% cap in t roduced by the Dutch Bank ing Code for  the Chai rman and members of  

the Managing Board wi l l  serve as a gu ide l ine for  o ther  employees too,  a l though a l imi ted 

number  o f  except ions can be made annual ly,  sub ject  to  spec i f ic  pr ior  approva l  by the RNC 

and the Superv isory Board (2010:  no except ions;  2009:  10 except ions) .  STI  compensat ion  

wi l l  be a combinat ion of  cash and equi ty,  both vested and unvested.  The Managing Board  

shal l  determine the prec ise sp l i t  between cash and equi ty or  equi ty- l inked components ,  

the propor t ion of  unvested defer red compensat ion and the form in  which th is  is  d is t r ibuted 

(e .g.  defer red cash or  unvested equi ty) ,  whether  a  threshold appl ies  for  the defer red 

component  and,  i f  so,  how h igh that  threshold is .  
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In  addi t ion to  STI  compensat ion and subject  to  Managing Board d iscret ion,  sen ior  

management  may qual i fy  for  long term (LTI )  incent ive compensat ion in  the same way and 

subject  to  the same cr i ter ia  and per formance condi t ions as those that  apply  to  the  

Managing Board.  

 

Cash Bonus 

The cash bonus par t  of  the STI  vests  immediate ly upon grant  and is  subsequent ly pa id  out  

wi thout  a  need for  fur ther  defer ra l  or  retent ion.  

 

Deferred Cash Bonus 

The defer red cash bonus par t  of  the STI  is  sub ject  to  three-year  pro- ra ted vest ing and is  

e l ig ib le  for  in terest  equal  to the one-year  NIBC Di rect  deposi t  rate ,  payable af ter  vest ing.  

 

Phantom Share Units and Restricted Phantom Share Units 

In  2010,  a  new equi ty- l inked reward ins t rument  was in t roduced as par t  o f  the Shor t -Term 

Incent ive (STI)  p lan for  the Statu tory Board members and se lected senior  management .  

The shor t - term compensat ion in  share re la ted awards cons is ts  o f  Phantom Share Uni ts  

(PSUs)  and/or  Rest r ic ted Phantom Share Uni ts  (RPSUs) .  RPSU awards are subject  to  a 

three-year  pro- rated vest ing.  A l l  PSUs,  whether  vested or  rest r ic ted are subject  to a  f ive-

year  re tent ion per iod as measured f rom the date o f  grant .  The (R)PSU has s imi lar  

character is t ics  as the CRDR used for  the LTI ,  such as el ig ib i l i ty  for  d iv idend (payable  

a f ter  vest ing on ly)  and a va lue wh ich is  t ied to  var ia t ions in  the net  asset  va lue of  NIBC 

Hold ing.  Th is  shor t - term compensat ion can be conver ted in to  cash immediate ly  a f ter  the  

re tent ion per iod and is  therefore recognised as cash-set t led.  

 

Condit ional Restricted Depositary Receipts  

Execut ive compensat ion needs to  cons is t  o f  larger  defer ra ls  and more long- term 

components  these days.  Therefore,  wi th  e f fec t  f rom 2009,  a new LTI  was in t roduced.  This  

LT I  a ims to  s t imulate  long- term th ink ing and behaviour  and rewards Ident i f ied Staf f  for  

ach iev ing bank-wide long- term per formance condi t ions.  I ts  main a im is  to  prov ide an 

incent ive to Ident i f ied Staf f  to  achieve a ba lanced mix  o f  pre-agreed long- term f inanc ia l  

(average three-year  Return on Equi ty)  and non- f inanc ia l  (average three-year  employee 

engagement)  per formance condi t ions.  The LTI  is  condi t ional  and subject  to  three-year  c l i f f  

vest ing,  condi t iona l  upon the ach ievement  of  the per formance condi t ions and is  therefore 

de l ivered in  the form of  CRDRs.  I t  is  a lso subject  to  an addi t iona l  lock-up or  re tent ion 

per iod of  two years fo l lowing vest ing 

 

On every vest ing date,  the appl icab le  t ranche of  CRDRs conver ts  automat ica l ly in to  

CCDRs i f  the vest ing condi t ions are met .  

 

 

Carried interest 

Addi t iona l ly ,  wi th  respect  to  some key investment  profess ionals  wi th in  Merchant  Banking,  

separate per formance-re la ted reward ar rangements  ( ‘car r ied in terest ’ )  are agreed upon.  
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These reward ar rangements  are par t ly re la ted to  the employment  o f  the investment  

profess ionals  and par t ly  re la ted to  the i r  own investments  in  the spec i f ic  funds.  A l l  re la ted 

expenses are recognised under  personnel  expenses in  the income statement .  The actua l  

payment  o f  car r ied in terest ,  i f  any,  to  the investment  profess ionals  is  sub ject  to  spec i f ic  

condi t ions.  

 

Identified Staff Remuneration 

 

Base salaries 

Base sa lar ies  for  the Chai rman and the members of  the Managing Board remained 

unchanged in  2010 at  EUR 700,000 and EUR 400,000 gross per  annum respect ive ly.  

 

Base sa lar ies  for  the Chai rman and most  of  the other  members of  the Managing Board 

were determined at  the beginn ing of  2007 and have not  changed s ince.  In  l ight  o f  market  

developments  wi th in  the chosen peer  group s ince 2007,  the RNC recommended to  the 

Superv isory Board to  increase the base sa lary  for  the Chai rman to  EUR 750,000 and for  

the members of  the Managing Board to  EUR 450,000 as of  1  March 2011,  which  

recommendat ion was adopted by the Superv isory Board.  

 

Base sa lar ies  for  other  Ident i f ied Staf f  are determined by tak ing in to  account  median 

market  developments  as wel l  as  in terna l  a l ignment .  They do not  exceed the base sa lary 

leve ls  of  the ind iv idual  Managing Board member  they (u l t imate ly)  repor t  to.  

 

 

Short-term incentive compensation 

Shor t - term incent ive compensat ion is  de l ivered in  the form of  cash,  defer red cash,  PSUs 

and RPSUs.  

 

A maximum of  75% ( for  CEO and members of  the Managing Board responsib le  for  

commerc ia l  d iv is ions)  and 55% ( for  CRO and CFO) is  ava i lab le  for  the annual  shor t - term 

incent ive  (STI ) .  For  on- target  per formance the percentages are 50% and 35% 

respect ive ly .  Per formance is  measured by look ing at  the ach ievement  against  shor t - term 

(annual )  per formance targets .  These targets  conta in  an appropr ia te  and balanced mix  of  

f inanc ia l  and non- f inanc ia l  targets  for  the Chai rman and the members of  the Managing 

Board respons ib le  for  the commerc ia l  d iv is ions such as ( i )  net  prof i t  to shareholders ,  ( i i )  

cost  to  income rat io,  ( i i i )  revenue growth,  and ( iv )  personal  development .  However ,  the 

targets  for  the CRO and the CFO are so le ly non- f inanc ia l ,  such as ( i )  ra t ing,  ( i i )  fund ing 

and ( i i i )  personal  development .  

 

A l l  per formance targets  are a l igned wi th  the approved long- term st ra tegy and budget  o f  

the bank and any payout  is  whol ly d iscret ionary .  

 

Maximum STI  leve ls  for  o ther  Ident i f ied Staf f  are not  set ,  a l though the maximum leve ls  for  

the Managing Board is  appl ied as a gu ide l ine.   
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Targets  for  Ident i f ied Staf f  are  der ived f rom the i r  respect ive (S)BU st ra tegy and annual  

bus iness p lans.  As of  1  January 2011,  these targets  are a lso r isk-ad justed.  STI  

remunerat ion of  s taf f  in  Contro l  Funct ions (Risk,  Compl iance,  Audi t  as wel l  as  Ident i f ied 

Staf f  in  Human Resources and F inance)  does not  depend on the f inanc ia l  per formance of  

the Bank but ,  rather ,  on the i r  funct iona l  per formance.  

 

Based on an ob ject ive assessment  o f  the Managing Board ’s  per formance,  the RNC 

bel ieved that  shor t - term var iab le  compensat ion for  the per formance year  2010 wou ld have 

been warranted.  However ,  in  l ight  o f  the developments in  soc ie ty  about  execut ive 

remunerat ion in  f inanc ia l  serv ices f i rms,  the RNC recommended to  the Superv isory  Board 

that  no shor t - term var iab le  compensat ion be awarded for  the per formance year  2010 for  

any of  the Managing Board members,  for  the th i rd  year  running.  The Superv isory  Board  

accepted the recommendat ions made by the RNC and dec ided accord ing ly.  

 

 

Long-term incentive compensation 

Long- term incent ive compensat ion is  de l ivered in  the form of  CRDRs.  

 

For  the Managing Board,  the LTI  wi l l  have a va lue equal  to 25% of  the i r  respect ive base 

sa lary a t  grant .  

 

LT I  grant  leve ls  for  o ther  Ident i f ied Staf f ,  i .e .  se lected senior  managers on ly,  may vary,   

 

Pension 

In  l ine wi th  a l l  o ther  employees,  Ident i f ied Staf f  are members of  the NIBC pens ion p lan 

(vers ion 2007)  cons is t ing of  ( i )  a  def ined benef i t  pens ion ar rangement  up to  a  

pens ionable sa lary o f  EUR 58,075 ( for  2010 and 2011)  wh ich is  annual ly ad justed for  

genera l  wage increases in  l ine wi th  the Col lec t ive Labour  Agreement  for  Banks in  the 

Nether lands,  p lus ( i i )  an addi t iona l  cont r ibut ion under  a  def ined cont r ibut ion ar rangement  

up to a  maximum pens ionable sa lary  equal  to  the i r  respect ive base sa lar ies .  

 

The pens ionable age for  Ident i f ied Staf f  is  65 at  present .  There are no cont ractua l  ear ly  

re t i rement  prov is ions.  A s tandard f la t - rate  cont r ibut ion equal  to  17.1% ( f rom 2009)  o f  

pens ionable sa lary for  each member  is  pa id  by NIBC in to  the pens ion fund.  Ident i f ied 

Staf f  are  requi red to  make a personal  cont r ibut ion of  3.3% for  2010 (3 .1% for  2011)  o f  

the i r  pens ionable sa lary  towards thei r  pens ion.  

 

Cer ta in  t rans i t ion measures apply  to  Ident i f ied Staf f  who were  members o f  the NIBC 

pension p lan pr ior  to  1 January 2007.  

 

Other key benefits 

Ident i f ied Staf f  are ent i t led to  a  company ( lease)  car  up to  a  cer ta in  l imi t  or ,  i f  they 

choose,  the equiva lent  va lue of  the ( lease)  car  l imi t  as  a  cash a l lowance.  The Chai rman 
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o f  the Managing Board is  ent i t led to the use of  a  permanent  chauf feur  f rom the chauf feurs  

pool ,  whi le  the other  members of  the Managing Board are ent i t led to  the use of  a 

chauf feur  f rom the pool  for  bus iness purposes on ly,  un less spec i f ica l ly  o therwise  agreed 

by the Superv isory Board.  In  l ine wi th  o ther  employees,  Ident i f ied Staf f  are  ent i t led to  a  

cont r ibut ion towards the i r  medica l  insurance,  d isab i l i ty  insurance,  acc ident  insurance and 

permanent  t rave l  insurance,  a  month ly expense a l lowance net  o f  tax ,  and a subs idy on 

mor tgage interest  pa id.  On a maximum mortgage equal  to  four  t imes the i r  base sa lary 

and,  f ina l ly,  up to  30 hol iday days per  year .  

 

Special situations 

Only in  except ional  cases wi l l  the Managing Board of fer  s ign-on or  guaranteed min imum 

bonuses to new employees and re tent ion bonuses to ex is t ing employees.  In  the  

unforeseen c i rcumstance that  these amount  to  more than 100% of  the base sa lary  o f  the 

ind iv idual  employee concerned,  pr ior  approval  wi l l  be obta ined f rom the RNC and 

Superv isory Board.   

 

Any severance payment  made in  the case of  terminat ion of  employment  by NIBC wi thout  

cause,  is  sub ject  to  the new bus iness cour t  formula (kantonrechter formule)  and,  in  the 

case of  reorganisat ion,  the bank ’s  Soc ia l  Protocol .   

 

Spec ia l  compensat ion p lans for  spec i f ic  groups of  employees such as carr ied in terest  

ar rangements are subject  to  pr ior  approval  by the Managing Board,  which wi l l  annual l y  

in form the RNC and Superv isory Board about  these ar rangements.  

 

Remuneration governance 

In  l ine wi th  the var ious recommendat ions and gu ide l ines issued by regulators ,  the 

governance surrounding the annual  remunerat ion process has been s t rengthened and key 

ro les have been agreed for  the Human Resource,  Risk  Management ,  Compl iance,  Audi t  

and F inance funct ions.  Th is  process was formal ised at  the end of  2010 by estab l ish ing a  

Remunerat ion Governance Work Group consis t ing of  representat ives of  the funct ions 

ment ioned.  At  least  once a year ,  the Chai rman of  the RPC wi l l  a t tend the meet ing of  the 

RNC where  remunerat ion dec is ions as ment ioned above are prepared so as to  assess 

whether  or  not  the suggested compensat ion has led to  or  resu l ts  f rom unnecessary r isk-

tak ing.  The Superv isory  Board has d iscussed employees wi th  the h ighest  proposed 

var iab le  compensat ion for  2010 as wel l  as  any proposal  to  award var iab le  compensat ion 

in  excess of  100%, i f  any.  Scenar io  analyses have been conducted to  assess the poss ib le 

outcomes of  the var iab le  remunerat ion components  on an ind iv idual  and co l lec t ive bas is .  

 

Any vested amounts  of  STI ,  LTI  or  one-of f  var iab le  remunerat ion are subject  to  c law back  

by the Superv isory Board in  the event  they have been based on inaccurate f inanc ia l  or  

o ther  data,  f raud or  when the employee in  quest ion is  d ismissed ‘ for  cause’ .  Moreover ,  in  

except ional  c i rcumstances,  the Superv isory Board has the d iscret ion to  ad just  any or  a l l  

var iab le  remunerat ion i f ,  in  i ts  op in ion,  th is  remunerat ion would have unfa i r  or  un in tended 
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e f fects .  In  assess ing per formance against  pre-agreed per formance cr i ter ia,  f inanc ia l  

per formance shal l  be ad justed to a l low for  est imated r isks and capi ta l  costs .  

 

In  addi t ion to  c law backs and as a resu l t  of  the new DNB/CEBS Guide l ines,  the concept  of  

malus is  in t roduced in  the remunerat ion po l icy.  Th is  is  an ar rangement  that  permits  NIBC 

to  prevent  vest ing of  a l l  or  par t  o f  the amount  o f  defer red compensat ion in  re la t ion to  r isk 

outcomes of  per formance.  Malus is  a  form of  ex-post  r isk  ad justment ,  one of  the key 

requi rements ,  in  addi t ion to ex-ante r isk  ad justments ,  under  the new guide l ines.  

In  case of  vo luntary res ignat ion,  any unvested amounts  of  compensat ion wi l l  be for fe i ted.



  

Aggregate Quantitative information on remuneration, broken down by business unit 

Total  Compensation Total Variable Compensation (Instruments) Total Variable Compensation (look through)

Number of 
Identified 
Staff

Annual 
salary 
2010

Total 
variable 
2010

Total 
compensati
on 2010

Cash 
Bonus

Deferred 
cash 
bonus PSUs RPSUs CRDRs

Cash 
based 1) Equity 2) Vested 3)

Unvested 
4)

Specialised Finance 14 2.102.000 1.383.000 3.485.000 618.800 260.600 243.000 68.600 192.000 879.400 503.600 861.800 521.200
Merchant Banking 12 2.348.178 1.323.505 3.671.683 474.552 259.701 329.552 28.775 230.926 734.253 589.253 804.103 519.402
Corporate Center 12 3.540.000 1.190.000 4.730.000 314.000 105.500 90.000 7.500 673.000 419.500 770.500 404.000 786.000
Risk Management 3 500.000 420.000 920.000 126.000 84.000 126.000 0 84.000 210.000 210.000 252.000 168.000

41 8.490.178 4.316.505 12.806.683 1.533.352 709.801 788.552 104.875 1.179.926 2.243.153 2.073.353 2.321.903 1.994.602

1) Cash based instruments: Cash Bonus and Deferred cash bonus 
2) Equity based: PSUs, RPSUs, CRDRs 
3) Vested: Cash Bonus, PSUs
4) Unvested: Deferred cash, RPSUs, CRDRs

Aggregate Quantitative information on remuneration, broken down by category of Identified Staff

Total  Compensation Total Variable Compensation (Instruments) Total Variable Compensation (look through)

Number of 
Identified 
Staff

Annual 
salary 
2010

Total 
variable 
2010

Total 
compensati
on 2010

Cash 
Bonus

Deferred 
cash 
bonus PSUs RPSUs CRDRs

Cash 
based 1) Equity 2) Vested 3)

Unvested 
4)

Exceutive Board 5 2.300.000 575.000 2.875.000 0 0 0 0 575.000 0 575.000 0 575.000
Sr Management 22 4.124.915 2.459.630 6.584.545 968.389 480.926 529.389 20.000 460.926 1.449.315 1.010.315 1.497.778 961.852
Controlfunction 7 1.155.000 815.000 1.970.000 296.000 151.500 216.000 7.500 144.000 447.500 367.500 512.000 303.000
Other Risktakers 7 910.263 466.875 1.377.138 268.963 77.375 43.163 77.375 0 346.338 120.538 312.125 154.750

41 8.490.178 4.316.505 12.806.683 1.533.352 709.801 788.552 104.875 1.179.926 2.243.153 2.073.353 2.321.903 1.994.602

1) Cash based instruments: Cash Bonus and Deferred cash bonus 
2) Equity based: PSUs, RPSUs, CRDRs 
3) Vested: Cash Bonus, PSUs
4) Unvested: Deferred cash, RPSUs, CRDRs  
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