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REMUNERATION REPORT  -  2021 - NN Investment Partners B.V. (Management 
Company)  

Introduction 

This remuneration report of NN Investment Partners B.V. (NN IP) focuses on staff who perform activities 
for the Management Company NN IP and/or the relevant investment funds. The report is divided into 
the following subsections: 

I. Remuneration in general;
II. Remuneration governance;
III. Remuneration of Identified Staff; and
IV. Quantitative information.

I. Remuneration in general

NN IP is part of NN Group and it has an overall remuneration policy applicable to all staff working in all 
countries and business units, the NN Group Remuneration Framework, which ensures including the 
implementation of relevant remuneration and performance management legislation and regulations 
throughout the organisation. NN Group aims to apply a clear and transparent remuneration policy that 
is adequate to attract and retain expert leaders, senior staff and other highly qualified employees. The 
remuneration policy is also designed to support NN’s employees to act with integrity and to carefully 
balance the interests of our stakeholders, including the future of our customers and of our company.  

Remuneration may consist of both fixed and variable remuneration. Most employees who qualify for 
variable remuneration, will be eligible for variable remuneration by achieving a number of qualitative 
and quantitative objectives. These objectives are set at the beginning of the performance year. The 
qualitative objectives may include objectives related to environment, society, governance and 
personnel. For certain employees, the quantitative objectives include achieving the investment 
objectives of the funds of NN IP. In addition, a comparison is made with the return achieved versus 
comparable funds of competitors, the so-called “peer ranking”. For other employees who qualify for 
variable remuneration, there is no direct dependency on the returns achieved by the fund. In that case 
an assessment is made of the result of a representative portfolio of the shares of NN IP funds, bonds and 
multi-asset funds. 

NN Group’s remuneration policy for executives and senior staff is based on a total compensation 
approach and is benchmarked on a regular basis with relevant national and international peers, both 
within the financial sector and outside the financial sector. Clear financial and non-financial 
performance objectives are set which are aligned with the overall strategy of the company, both on the 
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short term and the long term, to ensure that remuneration is properly linked to individual, team and 
company performance. Specifically for portfolio managers for NN IP the performance is directly linked to 
the 1-, 3- and 5- year relative performance of the funds managed which creates alignment with our 
clients’ interests. Furthermore, the remuneration policy supports a focus on the company’s long term 
interests and the interests of its customers and various stakeholders by ensuring that there is careful 
management of risk  and that staff are not encouraged, via remuneration, to take excessive risk. In 
addition, the remuneration policy ensures that NN Group complies with all the relevant (inter)national 
regulations on remuneration, such as the Act on the Remuneration Policies of Financial Undertakings 
(Wet beloningsbeleid financiële ondernemingen), as relevant to our business. 

In addition to variable remuneration payable in cash, the NN Group operates an Aligned Remuneration 
Plan (ARP) which allows NN IP to award deferred compensation in the form of Funds managed by NN 
Investment Partners to create further alignment of the employees interests with those of our clients. 
The ARP also allows NN Group shares to be awarded under a deferral policy which is in place for all staff. 
The general practice for staff employed by NN IP exceeding the deferral thresholds as set out in the 
policy, not being Identified Staff, is to deliver 50% of the deferred variable remuneration in Funds 
managed by NN IP, and the remaining 50% of the deferred variable remuneration in NN Group shares.  

The deferral scheme parameters are set by the NN Group Executive Board and approved by the NN 
Group Supervisory Board, taking into account external market practice. These parameters include: (a) 
the proportion of the Variable Remuneration that is deferred (the proportion ensures that a significant 
part of the Variable Remuneration of High Earners is deferred); (b) the time horizon of the deferral 
(vesting schedule) and (c) the deferral instruments that are used (e.g. equity-linked instruments that 
align the value of the deferral with the performance of NN Group or products of NN Group). 

The Remuneration Framework as well as the ARP includes both holdback and claw back clauses which 
can be invoked in the event that performance, risk, compliance or other issues are discovered after 
awards have been made. 

In addition to NN Group’s general remuneration principles for all staff as described in the above, the 
following three principles apply to remuneration of control function staff (i.e. those in Risk, Compliance, 
Legal, Finance, HR and Audit) in particular: 

• the level of fixed remuneration is sufficiently high to ensure qualified and experienced staff can
be employed;

• the ratio of fixed remuneration to variable remuneration is weighted in favor of fixed
remuneration; and

• the variable remuneration is predominantly based on function-specific objectives that include
qualitative criteria which are not determined by the financial performance of the business unit
directly monitored by the control functions.

European and national legal requirements among others, including the Dutch Wet beloningsbeleid 
financiële instellingen (Wbfo), AIFMD and UCITS have been applied when drafting the remuneration 
policy for staff who perform activities for the funds as regulated by the Alternative Investment Funds 
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Management Directive (AIFMD) and/or the Undertakings for Collective Investments in Transferable 
Securities Directive (UCITS) and/or NN Investment Partners B.V. (the Management Company). 

II. Remuneration governance

The Remuneration Governance of NN IP is embedded in the NN Group Governance Framework which 
requires certain remuneration proposals to be approved at NN Group level. This includes requirements 
for approvals by (i) the NN Group Compensation Committee in which the relevant control functions 
(Finance, Risk, HR, Legal and Compliance) and the NN Group Management Board Members are 
represented and (ii) the NN Group Supervisory Board to ensure an objective and independent view.  
Examples of events at NN IP that require approval at NN Group level include: 

• the Identified Staff (i.e. those staff with a material impact on the risk profile of NN Group and
staff with material impact on the AIF’s, UCITS’s and/or the management company NN IP)
selection methodology, criteria and the annual selection of Identified Staff roles, and
remuneration proposals;

• remuneration decisions for NN IP Compensation Committee members.
• the annual compensation review for selected Identified Staff members, senior management

and high earners, including the potential cases for holdback of deferred compensation by way
of malus and or holdback;

• the total variable remuneration spent for any performance year;
• job offers for joiners and proposals for leavers exceeding certain thresholds; and
• any deviation from the minimum standards as set in the NN Group Remuneration Framework.

Additionally, NN IP operates a Compensation Committee responsible for (among others) setting, 
monitoring and reviewing the remuneration policies, plans and overall remuneration spend globally for 
NN IP. The NN IP Compensation Committee comprises the CEO NN IP, the Head of Human Resources NN 
IP, the Chief Finance & Risk Officer NN IP, the Head of Compliance NN IP and the Head of Reward NN IP. 
In addition, the NN Group Head of Reward has a standing invitation to attend all meetings. 

The Compensation Committees and NN Group Supervisory Board are authorized to engage external 
remuneration advisors. In 2021 they made use of the services of Willis Towers Watson, and additionally 
NN IP made use of the services of McLagan and PwC with regards to remuneration related policies and 
practices (including benchmarking). 

Further information regarding NN Group Remuneration Governance, including the roles and 
responsibilities of relevant committees can be found in the NN Group 2021 Annual Report 
(https://www.nn-group.com – Investors – Financial reports - 2021 Annual report). 

III. Remuneration of Identified Staff
Introduction 

NN IP selected Identified Staff (staff whose professional activities have material impact on the risk 
profile of NN Group) on the basis of the Dutch Regeling Beheerst Beloningsbeleid Wft 2017 (Rbb), and 

https://www.nn-group.com/
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Identified Staff on the basis of both AIFMD and UCITS (being staff whose professional activities have a 
material impact on the Dutch licensed AIF(s), and/or the UCITS  and/or NN IP based in The Hague). All 
NN IP Identified Staff selected on the basis of Rbb 2017, also qualify as AIFMD and UCITS Identified Staff.  

AIFMD and UCITS Identified Staff are selected in accordance with ESMA guidelines 2013/232 and 
2016/575 and a selection methodology and selection criteria that were approved by both the NN IP and 
the NN Group Compensation Committee.  

More specifically, the assessment for material influence was done on the following basis: 

• examining the potential impact on the financial, operational and reputational risks of the
organisational units in scope in a way that exceeds the companies risk appetite, and/or the
Performance of the AIF and/or UCITS;

• by means of the formal organisational position, including applicable governance, role and
responsibilities either alone or in committees, organisational unit or as part of a department;

• in combination with the factual situation (testing actual versus theoretical), where the actual
situation has been considered leading;

• taking into account controls in place, and focusing on the residual level of influence one can
have, taken normal functioning of the controls into account; and

• back testing with past incidents and outcome from monitoring (ISAE3402, financial reporting
risk) to establish if the controls have been working effectively or if any material influence could
be exercised outside of the existing controls.

The following six groups of Identified Staff have been assessed: 

(i) executive and non-executive members of the governing body of the AIFM and UCITS;
(ii) senior management;
(iii) staff in control functions;
(iv) staff responsible for heading the portfolio management, administration, marketing and

human resources;
(v) other risk takers; and
(vi) staff whose remuneration in the previous year is as high as or higher than senior

management and other risk takers.

Performance management for Identified Staff 

The performance management process for Identified Staff selected on the basis of Rbb 2017 is centrally 
designed and coordinated by NN Group Human Resources, and resulting rules and requirements are 
also to be applied to AIFMD and UCITS selected Identified Staff.  

The performance management principles applied to Identified Staff ensure that there is focus on 
financial and non-financial performance and on leadership behavior. In addition, the company’s strategy 
(both long and short term objectives), client interests, as well as the companies values (Care, Clear and 
Commit) are reinforced. The principles also create alignment with the AIF and UCITS risk profile. In 
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addition to general performance management principles that apply to all NN Group staff, the following 
performance management principles apply specifically to Identified Staff in 2021: 

(i) the performance objectives include both financial and non-financial performance objectives
according to the following balance: (a) for non-control functions Identified Staff a maximum of
50% financial and a minimum of 50% non-financial performance objectives and (b) for control
functions: a maximum of 15% financial (e.g. departmental budget responsibility) and a minimum
of 85% non-financial performance objectives linked to their control function specific role;

(ii) control functions will only have financial performance objectives that are not linked to the
performance of the business unit they control; and

(iii) all performance objectives are reviewed by the Risk and Compliance functions.

For each Identified Staff member a set of objectives is defined, including details on what the individual is 
expected to contribute to the company’s business success and how this contribution is to be achieved. 
The individual performance objectives must meet certain minimum standards such as to promote an 
open culture, clear and focused objectives and customer suitability. The individual performance 
objectives score is used as one of several factors that determine individual variable remuneration. The 
final amount of variable remuneration is also dependent on other factors such as: the overall financial 
affordability, the assessment of undesired risk-taking, as well as non-compliant behavior, and the 
outcome of an assessment of leadership behavior which may cause adjustments of the level of variable 
remuneration. The hierarchal manager is expected to consider risk and compliance events into the level 
of variable remuneration. The NN IP CompCo verifies the application of this consideration from the 
hierarchal manager. Risk and compliance breaches could for example entail operational incidents risks, 
employee conduct risk, market abuse risks, customer suitability risks, etc. 

NN IP promotes robust and effective risk management. This includes risk management of sustainability 
risks (such as environment, society, governance and personnel related matters). It supports balanced 
risk-taking and long-term value creation. This will be supported, among others, by the processes related 
to determining performance targets that can be linked to variable remuneration. It differs per 
department and position which performance targets have been or can be agreed. There are no specific 
criteria related to sustainability objectives that are applicable to the entire NN IP population, on the 
basis of which (variable) remuneration is paid. However, during the performance objectives setting 
process, guidelines are provided with examples of different qualitative objectives related to 
sustainability that can be used. Specific objectives apply for investment professionals, aimed at 
responsible investing. The performance objectives are subject to minimum standards formulated within 
the company, such as limitations on financial targets. 

The performance assessment of Identified Staff and the consequent awarding of variable remuneration 
is effected as part of a multiple-year framework. As deferral periods apply to variable remuneration of 
Identified Staff, it is ensured that variable remuneration is “at risk” during the entire deferral period. 
Variable remuneration is linked to risk and non-financial performance and takes into account the 
company performance at group level, business line performance and individual performance. Any 
undesired risk taking or breaches of compliance that were not apparent at the time the variable 
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remuneration was awarded, will be taken into account at every (deferred) vesting of variable 
remuneration. 

Remuneration principles and policy for Identified Staff 

Variable remuneration for Identified Staff is performance-based and risk-adjusted and is partly paid 
upfront and partly deferred. Deferred variable remuneration is subject to the assessment of undesired 
risk-taking, as well as non-compliant behavior in view of past performance. If deemed necessary by the 
Supervisory Board, (deferred) compensation is adjusted downwards via hold back or claw back.  

Different elements of remuneration for Identified Staff 

The remuneration of Identified Staff has been structured in accordance with the applicable laws and 
regulations. The total reward of Identified Staff consists of the following elements: 

• fixed remuneration;
• variable remuneration; and
• general employee benefits, such as employer pension contributions, employee discounts on

financial services, disability insurance coverage (applicable to all NN IP staff).

Variable Remuneration awarded to Identified Staff 

At least 40% of the variable remuneration as awarded to Identified Staff is deferred, and for control 
function Identified Staff a stricter regime applies as a minimum of 50% is deferred. 

For all selected Identified Staff members, the variable remuneration comprises the following 
components: 

• upfront cash;
• upfront Investment Entitlements, managed by NN IP (an additional retention of at least one

year applies after vesting);
• upfront NN Group shares (for CEO NN IP and Member of the Management Board NN Group

(until 19 August 2021), and an additional retention of at least five year applies after award);
• deferred Investment Entitlements managed by NN IP (the minimum deferral period is three

years, applying a tiered vesting schedule. Deferred variable remuneration vests annually in
equal tranches. The first deferred portion of the variable remuneration vests in one year
after the date of grant. Any vested portion of the deferred Funds is subject to an additional
retention period of at least one year); and

• deferred NN Group shares (the minimum deferral period is three years, applying a tiered
vesting schedule. Deferred variable remuneration vests annually in equal tranches. The first
deferred portion of the variable remuneration vests in one year after the date of grant).

For all selected Identified Staff, ex-post performance assessment is carried out. The performance 
assessment extends beyond the date of the award of variable remuneration and continues as part of a 
multi-year framework of at least three to five years.  



7 

NN Group has the right to apply a hold back from any (ex-)employee, i.e., not to pay variable 
remuneration, in the following circumstances:  

• the variable remuneration does not reconcile with the financial situation of NN Group or is
not justified on the basis of the performance of the relevant business unit or the relevant
employee; or

• NN Group does not comply with the relevant capital requirements applicable from time to
time, which includes a significant deterioration in the financial performance of the
AIF/UCITS Management Company and/or AIF’s/UCITS’s funds or a significant downturn in
the AIF/UCITS Management Company overall financial situation; or

• NN Group’s capital adequacy is insufficient as determined via the capital test; or
• the relevant staff member participated in or was responsible for conduct which resulted in

significant losses to NN Group or any of its subsidiaries or affiliates; or
• the relevant staff member failed to meet the appropriate standards of fitness and propriety

(bekwaamheid en correctheid), such as an oath for the financial sector, a code of conduct or
other internal rules and regulations that are applicable to NN Group; or

• NN Group or the business unit in which the relevant employee works suffers a significant
failure of risk management; or

• if this is required or reasonable taking into account the outcome of the reassessment
procedures set out in the NN Group Remuneration Framework; or

• in the event of significant negative changes in the economic and regulatory capital base; or
• in the event of specific conduct which has led to the material re-statement of NN Group's

annual accounts and/or significant (reputational) harm to NN Group or any of its subsidiaries
or affiliates; or

• if any other material new information arises that would have changed the original
determination of the award of variable remuneration to that individual if it were known at
the time of the award; such reassessment is also based on the criteria for the original award.

A claw back of paid/vested variable remuneration from any (ex-)employee can be applied in the 
following circumstances: 

• this is required or reasonable taking into account the outcome of the (reassessment)
procedures; or

• in the event of engagement in conduct or performance of acts which are considered
malfeasance or fraud; or

• in the event of specific conduct which has led to the material re-statement of NN Group’s
annual accounts and/or significant (reputational) harm to NN Group or any of its
subsidiaries or affiliates; or

• in case the relevant staff member participated in or was responsible for conduct which
resulted in significant losses to NN Group or any of its subsidiaries or affiliates; or

• in case the participant failed to meet appropriate standards of fitness and propriety, such as
an oath for the financial sector, a code of conduct or other internal rules and regulations
that are applicable to the NN Group; or
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• a significant deterioration in the financial performance of the AIF/UCITS Management
Company and/or AIF’s/UCITS’s funds or a significant downturn in the AIF/UCITS
Management Company overall financial situation; or

• in the event of significant negative changes in the economic and regulatory capital base; or
• if any other material new information arises that would have changed the original

determination of the award of variable remuneration to that individual if it were known at
the time of the award; such reassessment is also based on the criteria for the original award.

Remuneration over 2021 
Over 2021, NN IP has awarded a total amount of € 101,79  mln. to all employees. This amount consists of 
fixed remuneration of € 76,41 mln. and variable remuneration of € 25,38 mln. Per 31st  of December 
2021 NN IP had 707 employees, of which 6 board members. The majority of employees spend their time 
on activities that are directly or indirectly related to the management of the funds.  There is no 
remuneration in the form of carried interest. 

From the above mentioned amounts, total remuneration for the board members is €  4,62 mln., of 
which fixed remuneration is € 2,87 mln. and variable remuneration is € 1,75 mln.  

The below table presents a summary of the remuneration awarded to NN IP employees.  

Over 2021, the Management Company awarded remuneration above € 1 mln to 3 employees. 

Quantitative information      

The table below provides aggregated information on the remuneration of all active staff members 
employed on 31 December 2021 and performing activities for NN IP International Holdings B.V. in The 
Netherlands during the year 2021, and includes all Identified Staff selected on the basis of AIFMD and/or 
UCITS.  

A significant proportion of the amounts listed below can be attributed to NN Investment Partners B.V. 
(Management Company), as NN Investment Partners B.V. is the main operating entity held by NN 
Investment Partners International Holdings B.V.  

With regard to the management of the funds, a management fee is charged if applicable and in line with 
the prospectus. It is converted to a percentage on a daily basis (for Dutch Residential Mortgage funds 
this takes place on a monthly basis), which is calculated on the total equity of the share or participation 
class at the end of each day. In addition, operating costs are charged to the AIFs/UCITS, in line with the 
prospectus. These costs are not directly attributable and are charged to the share or participation class 
by means of an allocation key.  
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The costs regarding share classes or participation classes with an all-in fee or Fixed Miscellaneous Fee 
(the so-called “Vaste Overige Kostenvergoeding” or “VOK”) are included in the all-in fee or VOK. More 
information on whether an all-in fee or VOK applies per share class or participation class can be found in 
the 'Structure' paragraph in the management report of the annual report. 

Information of fixed remuneration and variable remuneration is not administered on fund level, 
resulting in the costs in below table to be disclosed on aggregated total management company level.  

Aggregated fixed remuneration and variable remuneration for the performance year 2021 

Fixed and variable remuneration awarded in 
relation to the performance year 2021 

Amounts in EUR 1.000 
and gross 

Identified Staff qualified as 
Executives 

Other Identified Staff 
(including Senior 

Management) 

All staff – excluding 
Identified Staff  

Number of employees (#) 6 27 674 

Fixed remuneration (1) 2.865 6.416 67.123 

Variable remuneration (2) 1.750 4.334 19.298 

Aggregate of fixed and 
variable remuneration  4.615 10.750 86.421 

Note 1) Fixed remuneration per ultimo 2021 for contractual working hours. The Fixed remuneration includes collective fixed 
allowances, which includes elements such as holiday pay, and pension allowance and excludes benefits. 

Note 2) Variable remuneration includes all conditional and unconditional awards in relation to the performance year 2021 as 
approved by the relevant committees and authorized per 18 February 2022. This includes all payments to be processed through 
payroll per March/April 2022, upfront NN Group shares and NN IP Investment Entitlements (Fund-of-Fund with a one year 
holding period) as awarded to Identified Staff as well as all conditional deferred NN Group shares and NN IP Investment 
Entitlements. A reference to the allocated Funds is not available. 
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Aggregated fixed remuneration and variable remuneration for the performance year 2020 

Fixed and variable remuneration awarded in 
relation to the performance year 2020 

Amounts in EUR 1.000 
and gross 

Identified Staff qualified as 
Executives 

Other Identified Staff 
(including Senior 

Management) 

All staff – excluding 
Identified Staff  

Number of employees (#) 6 29 678 

Fixed remuneration (1) 2.769 6.810 67.017 

Variable remuneration (2) 1.454 3.650 15.983 

Aggregate of fixed and 
variable remuneration  4.223 10.460 83.000 

Note 1) Fixed remuneration per ultimo 2020 for contractual working hours. The Fixed remuneration includes collective fixed 
allowances, which includes elements such as holiday pay, and pension allowance and excludes benefits. 

Note 2) Variable remuneration includes all conditional and unconditional awards in relation to the performance year 2020 as 
approved by the relevant committees and authorized per 15 February 2021. This includes all payments to be processed through 
payroll per March/April 2021, upfront NN Group shares and NN IP Investment Entitlements (Fund-of-Fund with a one year 
holding period) as awarded to Identified Staff as well as all conditional deferred NN Group shares and NN IP Investment 
Entitlements. A reference to the allocated Funds is not available. 

Remuneration information third parties 

NN Investment Partners B.V. (NN IP) has (partly) outsourced its portfolio management activities to third 
parties. For each of these parties a Portfolio Management Agreement (PMA) has been arranged. The 
PMA guarantees efficient and effective services in accordance with the set agreements with these third 
parties. The services offered by these third parties based on the PMA are evaluated annually by NN IP.  

The transparency that NN IP maintains with regard to the applied remuneration policy also includes 
transparency regarding the remuneration policy of third parties who carry out portfolio management 
activities for NN IP. By doing this NN IP is aligned with the guidance from the European regulator 
(ESMA).  

NN IP annually requests information from third parties in order to be able to evaluate the services and 
information about the applied remuneration policy by the third party is included in this request. For 
more information about the remuneration policies of these third parties, please refer to: 
https://nnip.com – About – Policies and governance – Remuneration policy - Remuneration information 
delegates. 


