Name of authorized insurer(s):____________________________

QUESTIONNAIRE ON REMUNERATION POLICIES AND PRACTICES
	Name of authorized insurer(s) :
	


	Date of submission :
	


Any enquiries on this questionnaire may be made to the following person:

Name:


_________________________________
Department:

_________________________________
Title:


_________________________________
Contact number:
_________________________________
Email:


_________________________________
Notes for completing the questionnaire:

1. Except for insurers that have ceased accepting new businesses, all authorized insurers in Hong Kong are required to submit the completed questionnaire.

2. For those insurers which belong to the same group and adopt the same remuneration policy and practices, they are allowed to submit one single reply consolidating their information.  In this case, names of the insurers covered in the questionnaire should be clearly stated.
3. For insurers that are incorporated outside Hong Kong, the questionnaire should refer to the remuneration policies and practices applicable to the management and employees engaged in the Hong Kong operation.
4. If your response to any questions in the questionnaire is “yes”, you should also provide additional information as appropriate.  If the response is “no” or “not applicable”, please provide explanation as appropriate.  If figures or percentages are required in a particular question, you may provide a range of the figures or percentages.
5. Please provide a copy of your remuneration policies, if available, for our record purpose.

Y = Yes
N = No 
N/A = Not Applicable
	Questions
	please tick as appropriate
	Remarks: Explanation and Supplementary Information

	
	Y
	N
	N/A 
	

	
	Governance of the remuneration system

	1. 
	Has your Company established and maintained a remuneration policy in writing? 
	
	
	
	

	2. 
	a.
If yes, is the policy approved by the Board? 
	
	
	
	

	3. 
	b.
If your Company belongs to a group, has your remuneration policy adopted the policy of the group?  If yes, please advise the name of the group.
	
	
	
	

	4. 
	Has your Company established a Remuneration Committee (“RC”)?  If yes, please supply a copy of its terms of reference.  If no, please explain why.
	
	
	
	

	5. 
	Following Question 2, if an RC is in place, what is its composition?  Please specify the name, position and whether he/she is an independent non-executive director (“INED”) for each of the member of the RC. 
	
	
	
	(please choose)
( Own RC

( Head office / group RC
Name

Position

INED

Yes / No

Yes / No

Yes / No

Yes / No



	6. 
	Does your Board oversee the operation of the remuneration system?  If no, please specify who is responsible for the control of the remuneration system in the Remarks column.
	
	
	
	

	7. 
	What measures are in place to ensure that the remuneration policy is in line with the risk appetite
 and the long term interest of your Company as well as the interests of policyholders? Please describe.
	
	
	
	

	
	Structure of the Remuneration policy

	8. 
	Has your Company identified Key Persons in Control Functions
  whose actions may have a material impact on the risk exposure of your Company?  If yes, what criteria
 are used to identify these persons?
	
	
	
	

	9. 
	Does the remuneration policy cover the following personnel?
	
	
	
	

	10. 
	a.
Board members, including INEDs?
	
	
	
	

	11. 
	b.
Senior management 
	
	
	
	

	12. 
	c.
Key Persons in Control Functions 
	
	
	
	

	13. 
	a.
Does your remuneration policy provide different performance indicator as benchmark of remuneration for Key Persons in Control Functions such that their remuneration is not directly linked or correlated to the performance of the business areas they oversee (e.g. the investment return should not be the sole performance indicator for the remuneration of the investment manager)?
	
	
	
	

	14. 
	b.
If your answer to (a) above is no, what controls are in place to avoid conflict of interest for staff involved in control functions?  Please specify in the Remarks column.
	
	
	
	

	15. 
	Have you made use of variable remuneration
 in the past three years?  

If yes, what is the percentage of variable remuneration vis-a-vis the total remuneration? Please specify the range of %, if different %(s) are applied, and limit (if any).
	
	
	
	% or range of %
limit
Board member, including INEDs

Senior management
Key Persons in Control Functions



	16. 
	Apart from cash, have you made use of other forms such as shares and share options as variable remuneration in the past three years?
	
	
	
	

	17. 
	a.
If yes, what is the composition of various elements (cash, share-based, debt-based, and others) in the variable remuneration?  (Please also specify % of composition for each type of personnel.)
	
	
	
	Cash (%)

Share-based (%)

Debt-based (%)

Others (%)

Overall

Board member

Senior management

Key Persons in Control Functions


	18. 
	b.
If yes, are the following measures in place to align the remuneration policy with the Company’s long-term interest/ objectives?

(i)
Vesting period
?  If yes, please provide the information below.  Where the policy differs for different types of personnel, please also provide details of the policy for each type.
	
	
	
	

	19. 
	(
Vesting conditions
	
	
	
	

	20. 
	(
Proportion of variable remuneration subject to vesting 
	
	
	
	

	21. 
	(
Length of vesting period
	
	
	
	

	22. 
	(
Rating of vesting (i.e. vesting percentage after first, second, third year and so on)
	
	
	
	First year (%):

Second year (%):

Third year (%):

	23. 
	(ii)
Retention period for non-cash based remuneration e.g. shares?  If yes, please provide the information below.  If the policy differs for different types of personnel, please also provide details of the policy for each type.
	
	
	
	

	24. 
	(
Proportion of variable remuneration for retention
	
	
	
	

	25. 
	(
Length of retention period during or after end of employment
	
	
	
	During employment: no. of years

After end of employment: no. of years

	26. 
	(iii)
Any other measures (please provide details)?
	
	
	
	

	27. 
	Criteria for performance measurement pre-determined in the remuneration policy?  
Also, what are the criteria as mentioned in (a), (b) and (c) below? 
	
	
	
	

	28. 
	a.
Any financial factors?  If yes, please provide the information below.
	
	
	
	

	29. 
	(
Types of financial indicator (e.g. growth in business turnover, underwriting margin, return on equity, etc)
	
	
	
	

	30. 
	(
Basis (e.g. overall for group or company or individual business unit)
	
	
	
	

	31. 
	(
Number of years of financial factors used (e.g. average growth in business turnover over the immediate past 3 years)
	
	
	
	

	32. 
	b.
Any non-financial factors? 
	
	
	
	

	33. 
	(
Types of non-financial indicator (e.g. achievement of objectives, balanced scorecard, compliance, etc)  
	
	
	
	

	34. 
	(
Basis (e.g. overall for group or company or individual business unit)
	
	
	
	

	35. 
	(
Number of years of non-financial factors used
	
	
	
	

	36. 
	c.
Ex ante risk-taking adjustment
? 
	
	
	
	

	37. 
	(
Types of risk factor
	
	
	
	

	38. 
	(
Basis (e.g. overall for group or company or individual business unit)
	
	
	
	

	39. 
	(
Number of years of risk factors used
	
	
	
	

	40. 
	d.
How to link the pre-determined criteria in (a) to (c) for the calculation of remuneration payable to different types of personnel including Board members, senior management and Key Persons in Control Functions?
	
	
	
	

	41. 
	Is there any malus / clawback
 (i.e. reduce or reclaim) arrangement for the variable remuneration e.g. bonus payment?  If yes, please provide details.
	
	
	
	

	42. 
	a. What are the triggers for such adjustment (e.g. types of financial factors, managerial obligations, personal conduct, etc)?  
	
	
	
	

	43. 
	a. Further to (a) above, whether the triggers are based on personal, business unit, or firm level?
	
	
	
	

	44. 
	a. Whether malus / clawback arrangement is applicable to the whole or part of the variable remuneration?  
	
	
	
	

	45. 
	a. Further to (c) above, what factors are considered in determining the portion of variable remuneration being affected by the arrangement?
	
	
	
	

	46. 
	a. Whether malus / clawback clauses are different for different types of employees?  
	
	
	
	

	47. 
	a. Whether these clauses are included in employment contracts or other written agreements?
	
	
	
	

	48. 
	a. How far back does malus / clawback arrangement go (i.e. the look-back period of application of these clauses)?
	
	
	
	____ years

	49. 
	a. Is malus / clawback arrangement triggered automatically?  If not, who has the discretion over the adjustment (e.g. the Board, Remuneration Committee, etc)?  Please specify and describe.
	
	
	
	

	
	b. Please provide a sample of malus / clawback clauses.
	
	
	
	

	50. I
	Is there any guarantee payment of bonus in respect of the variable remuneration? 
	
	
	
	

	51. I
	Is there any policy on discretionary payouts on termination of employment?  If yes, please provide details of such policy including conditions for such payment, approval procedures and limits set on such payment etc.
	
	
	
	

	
	Monitoring

	52. I
	Is your remuneration policy and its implementation regularly and independently monitored and reviewed? If yes, please provide the information below.
	
	
	
	

	
	a.
Is your Board or RC responsible for the monitoring and review?  Please specify the responsible party.
	
	
	
	

	
	b.
Frequency of such reviews?
	
	
	
	

	
	c.
When was the last review?  Please also provide the review result in brief in the Remarks column.
	
	
	
	Last review date:

Review Result:

	53. I
	Were there any material changes in the remuneration structure of your Company in 2013 in terms of the following factors ((a) to (f)) when compared to 2012?  
If yes, please specify the reasons for the changes in the Remarks column (1. change in financial (i.e. profitability, solvency) performances; 2. change in key personnel (i.e. Board members, senior management, Key Persons in Control Functions, etc); 3. Market trends; or 4. others (please specify)). 
	
	
	
	

	
	(( indicates increase; ( indicates decrease; - indicates no change)
	(
	(
	-
	

	
	a.
% of variable remuneration? 
	
	
	
	

	
	b.
% of variable remuneration that is deferred?
	
	
	
	

	
	c.
Length of deferrals?
	
	
	
	

	
	d.
Rate of vesting? 
	
	
	
	

	
	e.
% of variable remuneration in equity (shares)? 
	
	
	
	

	
	f. % of variable remuneration subject to malus/clawback?
	
	
	
	

	
	Disclosure

	54. 
	Are your remuneration policy and performance criteria for variable remuneration properly documented? 
	
	
	
	

	55. 
	a.
Are they available to all relevant staff?  If yes, to what extent (e.g. full or summary of the policy) and in what way?
	
	
	
	

	56. 
	b.
Are they available to the public?  If yes, to what extent and in what way (e.g. in the Company’s website)?
	
	
	
	








� In the Financial Stability Board’s Principles for An Effective Risk Appetite Framework, risk appetite means the aggregate level and types of risk a financial institution is willing to assume within its risk capacity to achieve its strategic objectives and business plan.  


� Key Persons in Control Functions refers to individuals who are involved in the assumption or control of material functions of a company.  Examples of Control Functions include risk management, actuarial, compliance and internal audit.


� The criteria to identify Key Persons in Control Functions can be qualitative or quantitative.  Examples of qualitative criteria include the position, authority, roles or responsibility of the persons.   Examples of quantitative criteria include risk limits assigned to the persons.


�  Variable remuneration refers to remuneration that is contingent on performance or results.  


�  The time period required for an employee to be vested, before he/she is entitled to the accrued benefits e.g. share-based remuneration.


� Ex ante risk-taking adjustment can be quantitative or qualitative.  Examples for quantitative adjustment include cost of capital required for the risks or liquidity risk assumed in the course of business.  Examples for qualitative adjustment include internal control scorecards and compliance. 


� Maluses and clawbacks are methods for adjusting the performance-based remuneration.  Malus refers to adjustments that are made to remuneration awards made, but not yet vested.  These include reduction, cancellation, forfeitures, etc.  Clawback refers to adjustments that are made to remuneration awards that have already vested.  These include reimbursement, repayment, etc.  
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