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Vision on remuneration 

Statement of Intent 

Rabobank Group shall implement a meticulous, restrained and sustainable remuneration policy 

that supports Rabobank’s strategy, risk appetite, cooperative objectives and core values. The 

remuneration policy places the utmost importance on customer interests and accounts for the 

long-term interests of the bank, the international context of the markets in which Rabobank Group 

operates and the socially accepted practices and the legislation in this area.

Cooperative organisation and approach

The Rabobank Group Vision on remuneration applies across the entire Rabobank Group, i.e. 

Rabobank Nederland and its member banks within the Netherlands, Rabobank International, 

affiliates and businesses within the Netherlands and abroad. Its aim is to bring together the various 

remuneration approaches of the different entities of the Group under a single Vision, to ensure that 

the strategy, risk appetite, core values and shared objectives of our cooperative organisation are 

applied consistently and serve as a foundation for compensation practice throughout the Group. 

The Vision on remuneration forms the foundation for the Group Remuneration Policy GRP). The 

GRP contains the minimum requirements which must be met in relation to a risk-mitigating 

remuneration policy under the current legislation.

The member banks in the Netherlands and their clients form the core of the cooperative 

organisation that is Rabobank Group. Clients can become members of their local Rabobank. 

The local Rabobanks are members of and shareholders in Rabobank Nederland. Through 

representation in the Central Delegates Assembly members exert influence on the remuneration 

policy of Rabobank Nederland.
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About the Rabobank 

Objectives
We, the staff and management of the Rabobank Group, have as both point of departure and 

primary goals the best interest of our customers. We aim to add value by:

- providing those financial services considered best and most appropriate by our customers;

- ensuring continuity in the services, provided with a view to the long-term interests of the client; 

- commitment to our clients and their concerns and issues so that we can contribute to achieving 

their ambitions.

Mission
The Rabobank Group’s mission is to serve the economic interests of our members and 

customers. The manner in which we seek to fulfil this mission is encapsulated in four core values: 

respect, integrity, professionalism and sustainability. These values essentially form the 

preconditions for our actions. The core values are included in the Code of Conduct that is 

endorsed by all employees. 

Core values
RESPECT The Rabobank Group works in concert on the basis of respect, appreciation 

and commitment.

INTEGRITY The Rabobank Group believes that all its activities must be carried out with 

honesty, sincerity, care and reliability.

PROFESSIONALISM The Rabobank Group provides its customers with high-quality expertise 

and facilities. It is committed to maintaining high quality – whenever 

 possible anticipating the future needs of customers – and providing its 

services in an efficient manner.

SUSTAINABILITY The Rabobank Group is committed to contributing to the sustainable 

 development of society in an economic, social and ecological sense. It 

 fulfils this commitment through bodies such as the Rabobank 

 Foundation. It is a fund of the entire Rabobank Group that assists 

 underprivileged groups in the Netherlands and abroad with the goal of 

 giving them the prospect of an independent existence. Rabo 

 Development has been established with the aim of supporting the 

 development of partner banks in emerging countries by providing human 

and financial resources.

1



5

Our renumeration policy 

Policy Statement
These four principles are core to our remuneration policy:

1. The policy is to promote fairness and consistency in our approach to remuneration with 

 balanced proportions in pay across the different echelons. This may be achieved through an 

 effective job evaluation programme, sizing and evaluating the contribution of jobs and/or 

 individuals who are part of the group.

2. Performance management: the remuneration policy should support the business strategy 

and reflect the performance, while promoting the long-term interests of Rabobank Group as 

a whole. A combination of KPIs (the ‘what’) and competencies and other behavioural factors 

(the ‘how’) should determine remuneration levels for the individual, thus ensuring a clear link 

between performance and remuneration as well as an optimum balance between financial and 

non-financial performance targets.

3. External benchmarking should aim at paying no more than the median level within the 

 relevant market for established businesses and jobs, based on total reward. Rabobank is sailing 

its own –relatively moderate- course when it comes to defining pay levels. Nevertheless, 

 Rabobank must be able to attract, retain, and motivate the right people with the right 

 capabilities at the right time. The specific remuneration strategy of a group entity can give 

 further shape to this.

4. Focus on Total Reward: remuneration is not just made up of fixed and, if applicable, variable 

pay, but also of the pension scheme and other allowances, which could represent a 

 considerable value. They must, therefore, be considered when determining the value of total 

reward. Within the Rabobank, the basic principle is that the variable pay, if applicable, makes up 

a relatively small proportion of the total reward.

In addition, we will observe the following guidelines:

Risk alignment

Our remuneration policy must contribute to management and employees making the right 

considerations in terms of risks. The variable pay, if applicable, of employees who can have a 

material impact on the risk profile is subject to a deferral policy. This also applies to employees who 

do not belong to this category but who receive variable pay which is higher than a predetermined 

amount. Such deferrals are of a sufficiently long-term nature (e.g. at least 3 years) and the variable 

pay is subject to possible forfeiture and/or clawback should the Executive Board decide so based 

on rules and legislation.
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Remuneration practice

Although there will always be differences in the absolute compensation levels depending on 

business and location (in line with local labour market conditions), the Group follows one policy for 

the decisions on remuneration, irrespective of business, product or location. The basic principles 

and guidelines from the Vision on remuneration have been specified more clearly in the Group 

Remuneration Policy (GRP). The GRP applies to the entire Rabobank Group. The remuneration 

policies of member banks, group entities and subsidiaries, including variable remuneration 

programs and remuneration practices, are in accordance with the GRP.

Guaranteed bonuses and severance pay

Within the scope of risk management and to ensure that the principle of ‘rewarding good 

performance and not failure’ is observed, it is not permitted to award guaranteed variable pay to 

employees. Only when recruiting new employees is it permitted to award a welcome package, and 

then only for the first year of employment. This package is intended to compensate for the loss of 

(deferred) variable pay from the employee’s previous employer and is subject to the full cycle of 

risk alignment. Severance pay may never include reward for failure and/or misconduct and must 

always reflect the employee’s past performance. 

Senior Management (EK) and Identified Staff

The GRP, including the policy for senior management, or EK, and the employees who can have a 

significant influence on the risk profile, IS, is proposed centrally and in consultation with the 

business by Human Resources Rabobank (HRR). Next, the policy is adopted by the Executive Board, 

subject to approval of the supervisory board. The supervisory board is responsible for the 

implementation and evaluation of the remuneration policy for the Executive Board and it 

supervises the implementation of the GRP.

Top-salaried employees

The Rabobank Nederland supervisory board annually reviews the compensation packages of the 

top-salaried employees within the Rabobank Group. This includes both fixed and, if applicable, 

variable pay. 
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Remuneration governance 

The basic principles and guidelines from the Remuneration Policy have been specified more clearly 

in the Group Remuneration Policy (GRP). The GRP applies to the entire Rabobank Group. The 

remuneration policies of member banks, group entities and subsidiaries, including variable 

remuneration programs and remuneration practices, are in accordance with the GRP. The 

Rabobank Nederland supervisory board oversees the execution of the remuneration policy in 

accordance with the Vision on remuneration and the GRP. The Rabobank Nederland Executive 

Board manages implementation of the remuneration policy.

The monitoring functions actively participate in the design, continuous supervision and 

assessment of the GRP in support of the Executive Board and the RN supervisory board (including 

the remuneration committee). In order to perform these tasks, the monitoring functions meet at 

least four times a year in the Monitoring Committee RG, under the leadership of Human Resources 

Rabobank (HRR). The RG Monitoring Committee RG consists of representatives from HRR, 

Supervision Directorate (DT), Control Rabobank Group (CRG) and Group Risk Management (GRM). 

Legal and Financial Affairs (JFZ) is consulted as an expert in legal matters. 

The Audit function (ARG) is not part of the Monitoring Committee RG, but periodically performs 

an independent audit into the design, implementation and consequences of the GRP across all 

Rabobank Group entities. 

It is essential that the supervisory boards of each Rabobank Group entity ensure that their 

specific remuneration policies for board members and further staff of the business are fully aligned 

with the Dutch ‘Code Banken’ and the requirements of De Nederlandse Bank (DNB) and the Dutch 

regulator (AFM) as well as with the terms of the Vision on remuneration and the GRP. Wherever 

domestic legislation and regulators take a more stringent approach than the requirements 

specified, the supervisory board of the relevant individual businesses shall ensure compliance 

with such requirements as well.

Within an entity of the Group, the Human Resources function develops, in cooperation with the 

Control, Risk Management and Compliance functions, the remuneration policy, commissioned by 

Management. These functions monitor the implementation of the remuneration policy, in 

compliance with this Vision on remuneration and the GRP and relevant laws and regulations. 

The monitoring functions of Rabobank Nederland shall maintain functional lines with the relevant 

functions within the member banks, Rabobank International, affiliates and businesses within the 

Netherlands and abroad. 
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In the event of a material difference between the GRP and the local legislation or local market 

forces and customs, deviations from the GRP may be permitted at a group entity or a subsidiary 

after a proposal requesting that permission has been placed before the Executive Board for 

approval and, after its decision, has been placed before the RN supervisory board for approval. In 

such cases, the proposal will separately explain the way in which an acceptable level of risk 

management will be guaranteed. This guarantees that exceptions have been sufficiently 

risk-mitigated, do not violate the basic principles contained in the Vision on remuneration and 

the GRP, and do not act in conflict with legislation.

Executive Board

Rabobank Nederland 

2014


