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Sustainability and Compensation 

The Company has set an ”Executive Remuneration Policy” and ”Guidelines on Executive 
Performance Evaluations and Payment of Remuneration” that promote the Company’s 
sustainable management and development and more closely link senior management 
incentives and bonuses with company performance and shareholder interests. Performance 
bonuses are based on the Company’s “Guidelines on Executive Performance Evaluations and 
Payment of Remuneration” and determined by each individual’s performance and the 
Company’s net income over the previous three years and other operating results. These norms 
stipulate that in addition to weighing an executive’s personal experience, job responsibilities, 
individual performance, and contribution to their company’s overall performance, executive 
remuneration should also factor the salary’s market competitiveness and the company’s stable 
long-term development and risk tolerance. An executive’s overall pay consists of fixed 
compensation (salary, allowances) and variable compensation (i.e. performance bonuses, 
employee distributions based on operating performance), and a long-term deferred bonus 
mechanism has been put in place. 

To forge a mechanism consistent with the Fubon Financial Holdings’ “Performance Evaluation 
Policy” that better links compensation and ESG performance indicators, annual performance 
goals set for CEOs and top executives must include indicators such as “corporate operations 
and financial results” and “ESG promotion and implementation,” depending on their 
responsibilities. The “ESG promotion and implementation” category should include non-
financial indicators related to corporate governance such as “compliance/risk controls and 
internal audits” and the sum of these indicators should count for no less than 15% of the total 
score. Annual performance bonuses are paid based on the company’s overall profitability and 
employee attainment of their individual goals. 

The Company has also set up a ”Remuneration and Nomination Committee” to ensure that 
Fubon’s performance evaluations and compensation structure for CEOs and top executives 
remain effective. The committee regularly reviews performance evaluation and remuneration 
policies and systems, payment standards, salary structures, and individual compensation for 
CEOs and top executives. Recommendations made by the committee are then submitted to 
the board of directors for discussion to complete the remuneration assessment process for 
top executives. Meanwhile, the distribution of employee compensation and director 
remuneration is reported at the annual shareholders meeting. 
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To strengthen corporate governance and risk management, the Company has established 
a ”Deferred Bonus Policy” that stipulates guidelines for deferred bonuses, such as whom they 
apply to, the proportion of the bonus to be deferred, time limits of the deferral, deferral 
methods, and a bonus recovery mechanism. According to the policy, 30% of the annual 
variable bonuses for CEO and senior managers are deferred for up to a maximum of three 
years, with the bonus amount linked to the company’s stock price. The three-year deferral 
period helps more closely link the remuneration of CEOs and top executives to the Company’s 
long-term operating performance. Meanwhile, a recovery mechanism has also been put in 
place. In the event of expected or incurred losses caused by operational misconduct leading 
to undue risk, the Company can recover all or a portion of the deferred bonus based on risk 
reports issued by its risk management department. 

Studies have found that the value of the stocks held by top executives and a company’s 
operating profit are positively correlated. At present, the value of the stocks held by the 
financial holding company’s CEO is 33.42 times his base salary, and the value of shares held by 
executives at the vice president level or above (excluding the CEO) averages 251.91 times their 
base salary. 


