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Foreword
Dear Supervisory Board Member,

With 2021 already being two months underway, there is much to look forward to,  but yet many challenges 
ahead.  One thing is certain: If COVID has accelerated underlying industry trends, there is no return to 
before. But before I go further, let’s introduce myself shortly and elaborate on our Supervisory Board 
Program.

I started working at Deloitte in 1996 as a Tax Lawyer, where I did projects with clients in both the Private and 
Public Sector Industry. My Deloitte journey has brought me along lots of interesting market and leadership 
roles. From 2015, I became a member of the Executive Committee. And before being appointed as Chief 
Quality Officer last year, I was Risk & Reputation Leader. I’m also a member of our North South Europe 
Board. 

In my role as Chief Quality Officer and member of the Executive Board of Deloitte The Netherlands, I am 
in close contact with our supervisory board. An important and valued relationship. Being a non-executive 
director and/or supervisory board member is a special role with specific challenges. You are a supervisor, 
an advisor, as well as an employer. How do you combine these roles, and guide your organization in the best 
way possible?

Our Supervisory Board Program is a platform that provides you with knowledge, inspiration and networking 
possibilities. With relevant insights on current developments, executive interviews with peers, and 
educational networking events, we will keep you informed to meet today’s demands and move ahead 
through challenging times.  

The goal of the Supervisory Board Program is to support (supervisory) board committee members in their 
capacity to act on relevant topics and themes, by arming them with the right questions and supporting them 
with the ‘responsible business’ message.

The Board Agenda 2021 for our Supervisory Board Program is a full agenda, reflecting current trends.  
Important topics as resilience, agility, purpose and ESG metrics make this agenda divers and relevant. 

For now, we look forward to welcoming you and your colleagues to the Deloitte Supervisory Board  (digital) 
events in 2021.

Let’s connect to impact.

Kind regards,

Liesbeth Mol 
Member of the Executive Board 
Leader of the Supervisory Board Programmes 
February 2021
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Deloitte opinion pieces
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Becoming a more resilient organisation
The more resilient organisation adopts a mind-set of ‘What if? 
What next?’ - not just a mind-set for the next risk, but a mind-set 
also for the next opportunity. Resilience of an organisation is the 
ability to thrive during and after adversity.

The resilient organisation specifically addresses the three 
pillars of resilience – finance, operations and reputation – and, 
by doing so, is better placed to deal with future uncertainties. 
Furthermore, by instituting and monitoring resilience indicators, 
the resilient organisation is able both to measure and drive 
resilience for the long-term, improving transparency and 
governance over those factors that keep it so.

The more resilient organisation has a broad view of resilience: 
It has an embedded understanding of what it means for the 
organisation; what it means for customers, suppliers, employees 
and wider society. It finds the right balance between the 
‘defensive posture’, stopping bad things from happening, and 
being ‘progressive’, making good things happen. 

Thriving before, during and after adversity
To thrive during adversity requires an organisation to have 
“resilience by design”. This is more than having tried and tested 
plans in place. It requires diversity, and enough redundancy 
and resourcefulness not just designed-in, but built-in. These are 
fundamental principles for resilience. 

The more resilient organisation uses these principles to create 
options, and to make the right strategic choices when responding 
and adapting. These organisations have both the mind-set and 
the capabilities, to identify and navigate the next obstacle, and to 
mobilise fast and seize the next opportunity.

Thriving before and after adversity requires the organisation 
to adapt rapidly to changing markets, new threats and 
disruptive competition, and to learn lessons. The more resilient 
organisation does not just respond positively to change – it seeks 
to be part of it, influence it; and has the confidence to take risks 
and learn from experience. It ensures resilience through change.

Resilience Reimagined 
High impact events and economic shocks will continue to happen. To survive and thrive tomorrow, directors need to re-examine, 
and re-imagine, what ‘being resilient’ truly means.

1; now is the time to capture, and consider further, the changes necessary to enhance the resilience of your organisation and its 
new ways of operating. You may feel comforted that your organisation has demonstrated that it can move rapidly to find new 
ways of doing things, build new networks and keep services going - but relying on ‘we’ll find a way through’ is not enough for 
boards of directors, the stewards of long term value creation and reputation.

In this article we describe what being resilient means, and we highlight areas to examine on the path to stronger resilience for the 
benefit of all.  We touch on the three pillars of financial, operational and reputational resilience.
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The three pillars of resilience
Resilience must achieve practical outcomes, reflecting the 
following three core pillars of resilience: 

01. Financial resilience - the ability of an organisation to withstand 
events that impact its liquidity, income or assets. These events 
may include routine or severe but plausible shocks and stresses.

02. Operational resilience - the way an organisation uses its non-
financial resources to withstand and absorb the impacts caused 
by shocks and stresses affecting its demand or supply, its people, 
technology or facilities.

03. Reputational resilience - the organisation being responsive 
to external perceptions; scrutinising self-limiting behaviours, 
building brand capital and reserves, and maintaining a 
foundation of trust and dependability.

When a shock or disruption happens, it will typically affect one of these 
pillars first, but it is the combined strength of all that will ultimately help 
the organisation thrive. 

To achieve resilience for the long term, and to create value from it, 
the more resilient organisation constantly monitors its resilience, 
and applies stress tests using reasonable worse case scenarios. Since 
the global financial crisis, organisations have used financial resilience 
indicators, combined with stress testing, to help measure and achieve 
greater financial resilience. Resilience indicators provide the necessary 
transparency to win the confidence of regulators and investors seeking 
enhanced resilience in their portfolio; they help Boards make informed 
decisions and effective communications.

Similar practical indicators can be designed for operational resilience 
and reputational resilience; for example, we must have at least 25-days 
buffer stock, 15% spare operating capacity, AA grade independent ESG 
rating and 75% employee satisfaction.

The resilience dividend
The quest for efficiency has arguably pushed organisations too 
far.  Resilience does cost, but as we have sadly witnessed, a lack of 
resilience costs a lot more. The costs are borne not just by investors, 
but by the organisation’s eco-system of customers, suppliers and 
ultimately by people, families, society and government. The challenge 

for organisations is knowing how much to invest, and where; how do you 
balance ‘just-in-time’ efficiency with ‘just-in-case’ redundancy to create 
‘just enough’ resilience?

There will be vulnerabilities, trade-offs and priorities to consider. 
Absolute resilience is not achievable. But there is a ‘double dividend’ 
from investments in resilience. The first is the more obvious avoidance 
of tangible and intangible damage during adversity. The second benefit 
arises before and after adversity, and includes greater service reliability, 
higher levels of financial stability, enhanced ability to make investments 
and take risks, and better connectedness with and reputation amongst 
all stakeholders.

Building stronger resilience
Resilience must be achieved by design; it is safeguarded through 
challenge and change, but is demonstrated in adversity. By specifically 
addressing the three pillars of resilience – finance, operations and 
reputation - you will make your organisation more resilient to future 
uncertainties and shocks. 

Establishing resilience indicators will enable you to measure, drive and 
maintain resilience for the long-term, improving transparency, and 
governance, over what keeps you resilient.  One thing is certain, another 
shock is never far away. How will you be placed?

Contacts for Resilience Reimagined

Frederique Demenint
+31 882887874
fdemenint@deloitte.nl

Harvey Christophers
+31 882887569
hchristophers@deloitte.nl
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Workforce strategies, ethics and the 
Future of Work 

Human capital is fundamental to creating value, and an effective workforce strategy is therefore a critical enabler for an effective 
business strategy. This is not just about attracting and retaining the right people; workforce strategy makes sure that people are 
able to carry out their work as effectively as possible. 

The people imperative is at the top of the board agenda, and the employment structure in the Netherlands is likely to change 
with the expected rise in unemployment due to the crisis. However, the labour market is not just vocal, it is strong in terms of 
what it wants from employers. The workforce of today has a real sense of purpose, and this means people will be looking for 
organisations to deliver in multiple dimensions.

Despite this recognition that the workforce needs to be a real priority, our 2020 Human Capital Trends report found that only just 
over half of companies said that they have made moderate or significant progress in the last ten years.  While it is a big priority, 
there is still quite a way to go. 

In this article we discuss workforce strategies which boards could review within their own organisations, from real-time data and 
productivity, to ethical decision making and the contingent workforce.

Real-time data
The ability to track a person’s attributes such as location, health 
or tiredness in real-time is now significant, compelling even; this 
has enabled organisations to improve the health, safety and 
wellbeing of their workforce. However, real-time data analysis 
is currently only deployed for some specific use cases, and HR 
functions within organisations as a whole are being held back by 
their understanding of what real-time data can really inform. 

We now see examples of smart buildings that can inform 
bespoke or personalised styles for employees, right down to 
being able to set the room temperature in meeting rooms based 
on preferences. And, in the same vein, wearables can produce 
really helpful data too, but from a data protection perspective, 

careful examination is required to be able to unleash greater 
value here, for organisations and individuals alike.

Productivity metrics
During the COVID-19 pandemic, where significant proportions of 
the Netherland’s workforce are working from home, employers’ 
thoughts naturally orient towards not only wellbeing, but 
productivity, and how productivity can be measured effectively. 
At the moment, data sources available for productivity are 
generally softer sources around employee experience i.e. 
sentiment data to understand experiences, feelings coupled with 
environment data covering where your workforce is positioned, 
and what they are doing.

07

On the board agenda 2021 — The Netherlands  

https://www2.deloitte.com/us/en/insights/focus/human-capital-trends.html


To create a productivity index, or to be able to create a maturity 
index, organisations should start by thinking – where do we 
want insight, and what is it that we are trying to change in our 
environment? Building a framework, and getting a sense of how 
to answer these questions, and thinking about which types of 
data to use all informs the right starting point.

Balancing the contingent workforce with ethical challenges
The rise of the gig economy workforce model was driven out of 
the need for flexibility. From the perspective of a labour market 
demanding flexibility in jobs, organisations needing perhaps 
peak demand skills, or flexibility in skills access - such as project 
management or creative design – and employees being able to 
move from one job to another with those skills. The contingent 
workforce has some very strong and attractive benefits for both 
employees and employers. However, good practice in managing 
and deploying a contingent workforce falls within the ambit of 
an organisation’s ethical values posture and risk appetite, as 
this is an area where legislation needs to catch up and where 
governance is not standardised across organisations.

Even at a nuts and bolts level, organisations need to determine 
the job title of a contingent worker, and this should be properly 
tracked in HR systems. The system should be capable of 
tracking the work that the contingent worker is doing, together 
with the compensation and benefits that that worker will get. 
The contingent worker is often underserved when it comes to 
having the same policies, processes and mechanisms to track 
and support career development that exist for the traditional 
permanent/semi-permanent workforce.  And don’t forget the 
recent changes in tax legislation regarding the self-employed.

The shifting workforce and ethics within organisations
As the future of work rapidly evolves, and organisations are 
integrating people, technology, alternative workforces with 
new ways of working, leaders are wrestling with an increasing 
range of resulting ethical challenges. These challenges are 
especially pronounced at the intersection between humans and 

technology, where new questions have risen to the top of the 
ethics agenda about the impact of emerging technologies on 
workers and society. 

How organisations combine people and machines, govern new 
human-machine work combinations, and operationalise the 
working relationship between humans, teams, and machines 
will be at the centre of how ethical concerns can be managed for 
the broadest range of benefits. Organisations that tackle these 
issues head-on—changing their perspective to consider not only 
“could we” but also “how should we”—will be well positioned 
to make the bold choices that help to build trust among all 
stakeholders.

The future of work in light of COVID-19
As we think about the future of work, organisations need to 
become sophisticated in developing their understanding of 
exactly what the job roles are going to be in the future, and how 
they might be changing now. Workforce planning methods can 
be used to analyse the data that tells us what the demand is for 
certain job roles, and the people involved in those job roles. This 
informs how the design of work that will be performed in the 
future will change; and then using this data, organisations begin 
to understand what this means for the size and the structure of 
the workforce. Organisations can fast-track some of this insight 
by using existing technologies and processes to get real visibility 
of how work has changed already.

Contact for workforce strategies

Egon Hoppe
088 2883647
ehoppe@deloitte.nl
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2021 Changing consumer expectations and trends

Customers have made it clear they have high expectations for brands. These include solutions they can trust, a brand purpose 
that aligns to their values, and experiences that enable them to act as co-creators rather than recipients of someone else’s vision. 
In the current environment, those expectations have been heightened. Companies that succeed, particularly when confronted 
with global disruption of business, work modes, and service delivery, act with intention and clarity in fundamental ways.

Unprecedented change has shifted seven distinct global marketing trends for 2021: Purpose, Agility, Human Experience, Trust, 
Participation, Fusion, and Talent. The Deloitte report ‘2021 Global Marketing Trends’ shares clarifying insights and real-world 
examples to help global brands to navigate these trends and to thrive. In this article we summarise the key observations from this 
report which can help your organisation to navigate the path forward. 

For the ‘2021 Global Marketing Trends’ report, Deloitte 
surveyed 2,447 global consumers and 405 executives from 
global companies to understand how each is navigating current 
conditions. Even during this time of unprecedented technological 
innovation - there is one constant: the human. Our report 
suggests that by putting the human at the forefront of your 

digital and physical environments, brands can successfully 
navigate the increasingly digitised business, economic and social 
environment to make an impact. This is reflected in the following 
seven trends which board members could consider in relation to 
their company’s brand to inform the way you interact with your 
current, and prospective, customers and consumers:

Purpose
Demystifying purpose. Customers know what their values are, but do you? As customers align with businesses that 
share their values, companies that act with purpose are better positioned for success; they are able to respond 
more quickly in times of uncertainty; they can turn tough decisions into simpler choices - because they know how 
to invest, how to engage their employees and how to meet the needs of their stakeholders.

Agility
Changing the playbook. The current environment has tested business models in unprecedented ways, and 
demonstrated that agility is a crucial cultural mind-set for organisations. Agility has digital technologies at its core, 
as digital technologies empower organisations to respond nimbly when rapid changes in customer expectations 
and market necessity collide. It is now more important than ever to accelerate investment - not ease off on - in 
empowering digital technologies.
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Participation
A two-way street. Customers are interacting with brands more than ever before, from providing a simple product 
review to collaborating and co-creating content. With engagement now a two-way street, companies are thinking 
about customers strategically in their engagement strategies – customers are brand ambassadors, influencers, 
collaborators, and innovators. Companies are tapping into this passion to broaden their focus for more 
collaborative engagement with customers.

Human experience
Know thyself. As our world becomes more enabled by technology, people are too easily reduced to an email 
address, a social media interaction, even just an order shipped in a box. By deepening their understanding of their 
customers, their employees and their other stakeholders, companies can create tools, solutions and devices to 
“make people’s lives better”, not just “always on”.  

Fusion
The new ecosystem. Organisations can better help the people they serve by creating innovative experiences through 
cross-industry partnerships. Fusion represents the art of bringing together new business partnerships, customer 
insights, and digital platforms to create ecosystems that more holistically address human customer needs.

Trust
The promises we keep—or don’t. Trust takes years to build, yet only seconds to destroy. Trust is built on a brand’s 
promise, and on the delivery of its product or service. Even in the most turbulent of times – or perhaps especially 
so - when delivery meets expectations, brands build trust. When the gap between messaging and delivery widens, 
trust breaks down and reputation suffers.

Talent
Marketers disrupted. As the pandemic shifted ways of working and impacted budgets and even headcount, 
marketing organisations have focused on ways to make their most valuable asset, their talent, a strategic force. 
Technologies like AI liberate marketers from mundane, tactical execution, freeing them to innovate and generate 
the big, creative ideas.

2021 Global Marketing Trends is thought provoking - revealing the importance of embedding purpose and values, of combining digital 
technologies with agility and trust, with broader alliances, and with creativity, to design meaningful customer experiences and loyalties.

Contact for Marketing Trends 
Stephen Ward 
+31612580118 
stephenward@deloitte.nl
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Year-end reporting update 
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The current ESG reporting landscape

Should you embrace the Integrated Reporting on 
non-financial matters more this year?

There is ever increasing focus on company reporting in relation to stakeholders and other ESG matters. The reporting landscape 
is fragmented, frustrating investors and companies alike, but companies also often fail to integrate disclosures into core business 
reporting. 

In the first part of this article we examine the current ESG reporting landscape, and we provide some tips for boards to consider 
when reviewing annual reports over the coming months. 

We then consider the way in which ESG reporting could develop going forward. The EU Non-Financial Reporting Directive gives 
already a disclosure obligation to listed companies and after the update directive will also include mandatory assurance on ESG 
performance, expected effective in 2022. The Directive is likely to include obligation climate impact reporting in line with TCFD. We 
are also seeing significant effort from key players, including the IFRS Foundation, GRI and WEF, towards a set of global standards 
for ESG reporting.  

Reporting coherently across all different areas of growing disclosure 
requirements is a challenge for many companies. As board members, 
when you are reviewing draft disclosures this reporting season, we 
recommend that you consider the following:

• Does the description of the business model make clear what are 
the key resources and relationships driving value creation for the 
business?

• Are the disclosures telling a consistent story across the different 
elements of reporting (including those outside the annual report)? 
For example, is the description of engagement with employees 
inconsistent with that in the corporate governance statement on 
workforce engagement mechanisms? And is the description of 
engagement with suppliers in the annual report consistent with the 
company’s statutory payment performance reporting?

• How does the range of ESG metrics being used compare to those 
recommended in the WEF’s report ‘Towards common metrics and 
consistent reporting of sustainable value creation’ (see this article 
for further detail)? 

• Are the metrics being used and reported focusing on the key 
resources and relationships, and how those are being managed? 
For example, where a company is saying that employees are 
their greatest asset, are there metrics to support the company’s 
performance in managing this important asset?

The future direction for ESG reporting
In addition to the already complex reporting landscape outlined 
above, there are further developments in the pipeline:

Reporting on the impacts of climate change
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A significant step change for ESG reporting will be the 
implementation of reporting against the Taskforce for 
Climate-related Financial Disclosures’ framework for 
reporting for all commercial premium listed companies. 

Towards global standards for sustainability reporting
In the past few months, we have seen growing momentum 
towards the development of a global framework for 
sustainability reporting. The WEF’s International Business 
Council came first with a set of common metrics developed in 
conjunction with the Big Four .

A further significant step forward took place when the five 
leading international sustainability standard setters and 
frameworks (CDP, the Climate Disclosure Standards Board, 
the Global Reporting Initiative, the International Integrated 
Reporting Council and the Sustainability Accounting 
Standards Board) issued a joint statement setting out a 
vision, and intent to work together, towards a comprehensive 
corporate reporting system. In addition, the IFRS Foundation 
is consulting on the role it can play in the development of 
global standards for sustainability reporting.

Telling the Real Corporate Story
ESG Reporting at the Heart of Transparency
The impact of sustainability topics on financial stress and 
viability are climbing the ladder to become more topical in board 
discussions than nuances around historical financial numbers. 
Combined with increasing pressure from funders, investors 
and society at large for transparency on ESG performance 
and a growing demand for comparability and reliability of 
ESG information on the impact organizations have on their 
environment as well as how they are being impacted, makes this 
point of view very relevant.

Read the full report here.

Contact for annual reporting 
Bert Albers
+31 (0)88 288 1104
balbers@deloitte.nl
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Responsible business
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Climate change 
Investors, regulators, government and consumers are increasingly focused on the health of our planet. Some business leaders 
are also amongst the leading advocates for change. Despite the disruption arising from COVID-19, it is climate change and the 
destruction of biodiversity in the natural world that are the defining themes of our time. Hopes are pinned on a post pandemic 
“green recovery” and the potential impact of the EU Green Deal - as the economy re-opens, governments, businesses and 
individuals make different, greener choices. In this article we focus on governance and reporting, rather than the detailed 
operation of a company’s decarbonisation plan. We discuss practical steps boards can take to become climate competent for 
evaluating their own opportunity for a “green recovery”, including targets under the UN’s Goal 13 on climate action. Finally, we 
touch upon current disclosures by companies and areas for improvement.

Setting up for success
Management and Supervisory Boards understand their business 
strategy, their stakeholders and the competition they face in the 
market. Climate change is likely to affect all of these over the next 
10-20 years, making certain assets and types of business too 
expensive or risky to pursue, affecting the choices and priorities 
of stakeholders and the nature of the competition.

Those companies that prepare for transition to a lower carbon 
economy are likely to be those that succeed over the next few 
decades. There is already a proliferation of successful ESG funds 
that choose not to invest in certain market participants. 

Get informed Join the dots Be authentic
Big change needs to happen in the next 
decade; too few businesses currently 
understand the speed or scale of the 
change required.

Organisations that are getting ahead on 
climate risk and strategy have a named 
individual who is accountable for driving 
change across the organisation.

Investors and regulators are calling for 
informative and fulsome disclosure. For 
many companies the required climate risk  
management and disclosure will involve 
both a mindset change and the need to 
generate new and reliable data. In some 
cases this will be challenging to produce 
and may need to be managed over the 
course of a year or more. The most critical 
element is that the information is reliable 
and appropriately describes the position 
of the company.

We have identified three key areas where the board can evaluate its position now and act to make change.
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Get informed Join the dots Be authentic
Make sure your board is “climate 
competent”. This means being able to 
access the expertise you need, when you 
need it, to input to board discussions 
about strategy, business change, risk and 
controls. 

Ask questions: how often is climate 
on the agenda? Should it be discussed 
more regularly? Are targets for executive 
management driving the behaviours that 
the board wants to see?

While this person can be in the Finance, 
Risk, Operations or Sustainability function, 
they’ll need to lead and co-ordinate 
activity and action from all functions 
– working together to understand 
and respond to climate risks and 
opportunities.

Planning for clear goals that describe what 
new information you’ll need to produce 
and when, will help your business to keep 
its focus.

All board members should seek to upskill 
in the area of climate. A good first step 
could be accessing resources via  
Chapter Zero. 

Contact asordenesrivas@deloitte.nl for 
more information about the Netherlands 
Chapter Zero.

They are also likely to be useful in certain 
board and committee meetings and must 
have a mandate from the board in order 
to drive change.

Planning disclosures over time can enable 
you to build up your shared climate 
capability, and increase confidence in your 
disclosures as you do so
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Future of Energy:
Decarbonisation has become a global imperative and a priority 
for governments, companies, and society at large. The Future 
of Energy brings opportunities and it is important to connect 
ecosystem players, innovators, regulators and thought leaders 
to create a new energy world that is sustainable and abundant. 
Deloitte and Shell shared their industry views in a series of 
reports:

 • The report on the road freight sector outlines the current state 
of the sector, identifies the barriers that must be overcome 
to decarbonize, and proposes a catalogue of solutions and a 
roadmap to accelerate progress.

 • The report on the shipping industry (“All Hands on Deck”) 
explores the barriers to decarbonisation and offers 12 practical 
solutions shipping companies and ecosystem players should 
consider to reduce CO2 emmissions.

All companies need to navigate the energy transition. Boards 
should ensure that the transitions risks and opportunities are 
understood and responded to by companies strategically and 
operationally. 

The move towards an integrated framework for Climate Risk
One question we are asked regularly is whether now is the right 
time to start work on climate change disclosure given the likely 
changes in standards and reporting over the next few years. The 
choice has been taken out of the hands of most Dutch companies 
by the announcement that TCFD disclosure will be required by all 
large businesses across the economy over the next few years. 

The Taskforce for Climate-related Financial Disclosures (TCFD) 
was formed by the Financial Stability Board (FSB) and the UN 
Principles for Responsible Investment (PRI) as one measure 
to help articulate the systemic risks posed by climate change. 
The TCFD sets out a series of disclosure recommendations for 
companies. These recommendations have since become widely 
accepted as the foundation for further corporate action on 
climate risk.

Investors see climate change as material for almost all 
companies, as outlined in many recent  materials from major 
investment houses. This position is in line with the TCFD’s 
position that climate change is an undiversifiable risk that, 
therefore, needs board involvement – in particular in relation to 
governance and risk management.

So, how best to prepare? The TCFD has recently published its 
2020 status report. This has good examples of disclosure, and 
supporting guidance about the disclosures that expert users 
such as investors find most helpful, as well as case studies with 
key takeaways that boards will find useful.

For more updates on developments in purpose-driven business 
practices that are impacting corporate reporting, including 
progress towards sustainability standards, we publish regular 
newsletters, Purpose-driven Business Reporting in Focus.

Contacts 

Vanessa Otto-Mentz  
+31 6 3110 7341  
votto-mentz@deloitte.nl

Gerdie Knijp  
+31 6 8333087  
gknijp@deloitte.nl
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Inclusion & Diversity 
At the time of writing, the representation of women on both the management board and supervisory board of large companies 
shows little progress. On the management board, the average share of women is 12.4% in 2019. On the supervisory board, the 
average share of women is 20.4%. Calls from investors, stakeholders and society at large for improved diversity and inclusion in 
boards and throughout businesses are increasing. Since the murder of George Floyd, the Black Lives Matter movement has also 
in the Netherlands been a potent catalyst for calls for improved ethnic diversity; and there is widespread commentary that the 
pandemic has also set back the diversity agenda at many companies. This article examines these current calls for board attention 
and the key reporting obligations in the annual report.

Gender diversity 
The Female Board Index reported that per August 31st 2020, 
women made up almost a third (29.5%) of all supervisory boards 
of Dutch listed companies for the first time. Of management 
boards they made up 12.4%, which makes a weighted average 
of 24.2% female directors. This is higher than Dutch listed 
companies have ever shown before. Below the stock exchange, 
though, there continue to be large numbers of companies that 
have not responded to the call for greater board diversity.

Commissioned by the Dutch government, the Monitoring 
Committee Women At The Top has been monitoring progress 
towards the statutory gender diversity target for the 
representation of women and men in the top of large Dutch 
companies. The statutory gender diversity target came into force 
on 1 January 2013 and determined that large companies should 
strive for a balanced distribution of seats between women and 
men on their boards. This distribution means that at least 30% of 
the seats on both the management and the supervisory boards 
are held by women and at least 30% of the seats are held by 
men. The statutory target expired on 1 January 2020. 

Between 2013 and 2020, the Committee concludes, the 
representation of women in the top of large Dutch companies 
has been rising at a snail’s pace. Many large companies have not 
a single female on their management or supervisory boards. 
The Dutch government therefore asked the Social and Economic 

Council of the Netherlands (SER) to advise on which measures 
could increase gender and cultural diversity in company boards. 
At the time of this writing, a legislative proposal is discussed in 
the Dutch Second Chamber about the balanced distribution of 
seats at the top of the business community. One of the topic 
at hands is mandatory gender diversity quota for supervisory 
boards of Dutch listed companies (see diagram below).

Monitor Cultural Diversity 

Companies are also taking action. Talent to the Top is  
performing a Monitor for Gender and Cultural diversity 
where leading companies including Deloitte participate in. 
The concerning company receives a report which states 
quantitative and qualitative progression on the specific 
area of diversity and give also benchmark insights.  
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Diversity is nothing without inclusion and equity 
Diversity in itself is not the whole answer – to succeed, inclusion 
and equity are fundamental.  Inclusion is not a new concept – 
Deloitte’s Global Human Capital Trends survey has explored the 
value of inclusion to a diverse business in several ways over the 
past decade. In order to perform effectively, people need to feel 
comfortable at work and be their authentic selves. 

Deloitte’s 2020 Human Capital Trends survey went one step 
further to encourage organisations to build a culture of 
belonging, with three mutually reinforcing attributes:

 • Comfortable – people should feel comfortable at work, and 
that they are treated fairly and respected by their colleagues.

 • Connected – they should feel connected to the people they 
work with, and the teams they are part of.

 • Contribute – they should feel that their strengths contribute to 
achieving meaningful work outcomes.

93% of responders to the survey agreed that having a sense of 
belonging drives performance of the organization. 

Equity is the newest addition to I&D-policies. Equity is about 
fairness. About acknowledging that not all people have the 
same chances within an organization, and taking efforts to 
compensate for different starting positions. A culture of diversity 
and equity is a culture wherein all people have fair access, 
opportunity, resources and power to thrive with consideration 
and elimination of historical and systemic barriers and privileges 
that cause oppression. In relation to inclusion, equity is about 
fair treatment. Diversity makes sure all people have a seat at the 
table, inclusion makes sure all people have a voice that’s being 
heard, equity is about all voices being taken equally seriously.

Prevision for 2021: growing demand for accountability 
Recent disruptions, from the pandemic to social injustice, have 
highlighted inequities that continue to tarnish the workplace. 
In addition, data generated from the continued proliferation 
of workplace technologies has brought an increased focus 
on conscious and unconscious bias. Workforces, markets 
and regulators know these data exist, and are demanding 
transparency and action from organizations to bring about 
lasting change.

In 2021, Deloitte predicts more and more workforce-related 
data will be forced on display and scrutinized in an increasingly 
transparent fashion. Organizations must prepare to be 
transparent and accountable in their decisions and practices 
around diversity, equity and inclusion.
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The Inclusion & Diversity reporting landscape 
he diagram below provides an overview of the current diversity and inclusion reporting landscape in the Netherlands:

Statutory requirements

 • The legislative proposal now discussed in the Dutch Second Chamber 

introduces mandatory gender diversity quota for supervisory boards

 • All Dutch listed companies must have 33% women and at least 33% men on 

their SB’s

 • If a man is appointed to a vacancy on a supervisory board where less than 

33% of the seats are occupied by women, the appointment will be declared 

invalid and the vacancy will remain open (the ‘empty seat principle’)

 • The supervisory board should draw up a diversity policy for the composition 

of the management board, the supervisory board and, if applicable, the 

executive committee. 

 • The policy should address the concrete targets relating to diversity and the 

diversity aspects relevant to the company, such as nationality, age, gender, 

and education and work background. 

 • The corporate governance statement should explain the diversity policy and 

the way that it is implemented in practice, addressing: 

i. the policy objectives; 

ii. how the policy has been implemented; 

iii. the results of the policy in the past financial year. 

 • If the composition of the management board and the supervisory board 

diverges from the targets stipulated in the company’s diversity policy and/or 

the statutory target for the male/female ratio, if and to the extent that this is 

provided under or pursuant to the law, the current state of affairs should be 

outlined in the corporate governance statement, along with an explanation 

as to which measures are being taken to attain the intended target, and by 

when this is likely to be achieved.

 • Large companies will have to set appropriate and ambitious targets for the 

proportion of women and men in their management board, supervisory 

board and for the higher management levels directly below the management

 • Companies will also have to draft an action plan, develop diversity policies 

and take additional measures to increase diversity

Dutch Corporate Governance Code

Our ongoing reading of annual reports in this area suggest there are some key areas that companies find challenging:

 • Buiding and explaining  an effective policy on Inclusion & Diversity, and identifying and disclosing those areas where the policy for 
the organisation as a whole differs from that at board level.

 • Clearly tying the policies to targets or objectives that are formulated in such a way that progress against those goals can be 
measured and disclosed. It is helpful to explain the different targets at different levels of the organisation, and for different aspects 
of diversity where they exist. 

 • Articulating how the board perceives diversity and inclusion as linked to the company’s strategy, boards should explain how a 
diverse workforce and focus on inclusivity and equity will be helpful in delivering the company’s strategy.  

 • Explaining how the policy has been implemented - drawing out specific actions and how they support the delivery of the objectives.

 • Identifying, disclosing and evaluating performance against relevant KPIs, consistently applied.

QUOTA FOR LISTED COMPANIES

LARGE COMPANIES SET THEIR OWN TARGETS
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Questions boards should be asking

 • What is the story our board composition is telling our stakeholders?

 • Have we articulated at board level and throughout the organization why Inclusion, diversity and equity are important to achieving 
our strategy as a business?

 • Has the organisation set clear inclusion, diversity and equity policies that go beyond positive words? Is there a recognition that 
targets are important both to achieve change and to hold executive management to account? 

 • Does the board get the right information to understand the planned activities and timelines to achieve challenging diversity and 
inclusion targets? 

 • Has the board received information about progress on the gender pay gap and ethnicity pay gap and considered whether this 
should be made available internally or externally?

 • Has the board thought about a data gathering and sharing framework to respond to the growing demand for transparency both 
within and out of the company?

 • Has the board considered the redesign of processes and structures to lessen the influence of bias in decision making and to 
promote a more inclusive culture?
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As a reminder the AGM is an opportunity for:

 • The board - to present the company strategy and performance, and other matters to investors.

 • Shareholders - to hold the board to account through Q&A and discussion.

 • Shareholders - to exercise their voting rights.

The Emergency Bill provides for temporary rules deviating from the current requirements of Book 2 of the Dutch Civil Code for Dutch 
legal entities among which extensions of the periods for holding general meetings for NV’s and the period to prepare the annual 
accounts. It also provides for virtual general meetings, management board meetings and supervisory board meetings, including 
electronic decision-making (key elements of the Emergency Bill can be found here).

To uphold good governance and to enable all shareholders to hold the board to account in line with requirements set out in the Dutch 
Civil Code and Corporate Governance code, it is of important that companies communicate well with shareholders well in advance to 
avoid the situation where insufficient engagement is able to take place on the actual day of the AGM. The current pandemic requires 
alternative means to achieve some additional flexibilities whilst maintaining the overall integrity and objective of the AGM. 

AGMs: Time for a re-examination? 
COVID-19 presents substantial obstacles to the organisation and holding of Annual General Meetings, both in 2020 and 
unfortunately still in 2021. On 21 April 2020 the Dutch Senate adopted an emergency bill (“Emergency Bill”) to introduce 
temporary legislation for Dutch legal entities during the outbreak of COVID-19. The Emergency Bill allows for e.g. fully virtual 
AGMs. This legislation has continued to be in effect to date.

In 2020 and 2021 we’ve observed a varied approach to AGMs held. There have been meetings with only one or two shareholders 
present, while others embraced technology and communicated well to ensure that shareholders were able to participate 
effectively. Key to successful AGMs is the proper enablement of shareholder engagement through Q&A either before or during the 
AGM. 

Recognising that the current environment presents challenges to the purpose of the AGM, it is relevant to consider a number of 
ways that boards can consider to improve engagement. 

22

On the board agenda 2021 — The Netherlands  



Five questions every board member should ask about virtual shareholder meetings

1. How comfortable are we with our virtual meeting technology platform? Are we confident in its reliability and security? How robust 
are its shareholder identification possibilities? The voting process?

2. Have we ensured that all proxy materials and notices to shareholders are updated?

3. What is our process for dealing with a larger volume of shareholder questions? And how do we do so transparently?

4. Have shareholders voiced any concerns with respect to how our dialogue with them has changed given the absence of an in-
person meeting?

5. How can we continue to build a sense of trust with our shareholders?
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Towards common metrics and consistent 
reporting of sustainable value creation 

As businesses are increasingly expected to play a positive role in society, and as investors demand more consistency in ESG 
metrics, common standards are essential.  For boards, metrics not only demonstrate commitment, but enable tracking and 
measurement of performance. In this article we highlight the work done by the International Business Council of the World 
Economic Forum to move this debate forward and to provide a comprehensive set of metrics for companies to consider.  We 
set out the core metrics and disclosures recommended in WEF’s report ‘Towards common metrics and consistent reporting of 
sustainable value creation’.

The metrics are organised under four pillars that are aligned with 
the UN’s Sustainable Development Goals and with principal ESG 
reporting frameworks (for example SASB, the Global Reporting 
Initiative and TCFD): Principles of Governance, Planet, People and 
Prosperity. The report suggests metrics across these four pillars 
as a more systematic way of measuring and communicating 
sustainable value creation for those companies wishing to report 
their impact in a more tangible and consistent manner.

Whilst much of this will be familiar, boards may wish to consider 
whether the range of ESG metrics currently being reported to 
them do in fact focus on the key resources and relationships for 
the business, and how those are being managed. Boards might 
want to consider the quality and depth of the information they 
are being presented.

Principles of Governance

Governing 
purpose

Setting purpose

The company’s stated purpose, as the expression of the means by which a business proposes solutions to 
economic, environmental and social issues. Corporate purpose should create value for all stakeholders, including 
shareholders.

Quality of 
governing body

Governance body composition 

Composition of the highest governance body and its committees by: 
 • competencies relating to economic, environmental and social topics; 
 • executive or non-executive; 
 • independence; 
 • tenure on the governance body; 
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Quality of 
governing body

 • number of each individual’s other significant positions and commitments, and the nature of the commitments; 

 • gender; 

 • membership of under-represented social groups; and

 • stakeholder representation.

Stakeholder 
engagement

Material issues impacting stakeholders 

 • The topics that are material to key stakeholders and the company, 

 • How the topics were identified and

 • How the stakeholders were engaged.

Ethical behaviour Anti-corruption

 • Total percentage of governance body members, employees and business partners who have received training 
on the organisation’s anti-corruption policies and procedures, broken down by region.

 • Total number and nature of incidents of corruption confirmed during the current year, but related to previous 
years.

 • Total number and nature of incidents of corruption confirmed during the current year, related to this year.

 • Discussion of initiatives and stakeholder engagement to improve the broader operating environment and 
culture, in order to combat corruption.

Protected ethics advice and reporting mechanisms 

 • A description of internal and external mechanisms for:

 • Seeking advice about ethical and lawful behaviour and organisational integrity; and

 • Reporting concerns about unethical or unlawful behaviour and lack of organisational integrity.

Risk and 
opportunity 
oversight

Integrating risk and opportunity into business process 

Company risk factor and opportunity disclosures that clearly identify the principal material risks and 
opportunities facing the company specifically (as opposed to generic sector risks), the company appetite in 
respect of these risks, how these risks and opportunities have moved over time and the response to those 
changes. These opportunities and risks should integrate material economic, environmental and social issues, 
including climate change and data stewardship.
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Planet

Climate change Greenhouse gas (GHG) emissions 

 • For all relevant greenhouse gases (e.g., carbon dioxide, methane, nitrous oxide, F-gases etc.), report in 
metric tonnes of carbon dioxide equivalent (tCO2e) GHG Protocol Scope 1 and Scope 2 emissions.

 • Estimate and report material upstream and downstream (GHG Protocol Scope 3) emissions where 
appropriate.

TCFD implementation 

Fully implement the recommendations of the Task Force on Climate-related Financial Disclosures (TCFD). If 
necessary, disclose a timeline of at most three years for full implementation. Disclose whether you have set, 
or have committed to set, GHG emissions targets that are in line with the goals of the Paris Agreement – to 
limit global warming to well below 2°C above preindustrial levels and pursue efforts to limit warming to 1.5°C 
– and to achieve net-zero emissions before 2050.

Nature loss Land use and ecological sensitivity 

Report the number and area (in hectares) of sites owned, leased or managed in or adjacent to protected 
areas and/or key biodiversity areas (KBA).

Freshwater 
availability

Water consumption and withdrawal in water-stressed areas 

 • Report for operations where material: mega-litres of water withdrawn, mega-litres of water consumed 
and the percentage of each in regions with high or extremely high baseline water stress, according to WRI 
Aqueduct water risk atlas tool.

 • Estimate and report the same information for the full value chain (upstream and downstream) where 
appropriate.
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People

Dignity and 
equality

Diversity and inclusion

Percentage of employees per employee category, by age group, gender and other indicators of diversity  
(e.g., ethnicity).

Pay equality

Ratio of the basic salary and remuneration for each employee category by significant locations of operation 
for priority areas of equality: women to men, minor to major ethnic groups, and other relevant equality areas.

Wage level

 • Ratios of standard entry level wage by gender compared to local minimum wage.

 • Ratio of the annual total compensation of the CEO to the median of the annual total compensation of all its 
employees, except the CEO.

Risk for incidents of child, forced or compulsory labour 

An explanation of the operations and suppliers considered to have significant risk for incidents of child labour, 
forced or compulsory labour. Such risks could emerge in relation to: 

 • type of operation (such as manufacturing plant) and type of supplier;

 • countries or geographic areas with operations and suppliers considered at risk.

Health and well-
being

Health and safety 

 • The number and rate of fatalities as a result of work-related injury; high-consequence work-related injuries 
(excluding fatalities); recordable work-related injuries; main types of work-related injury; and the number of 
hours worked. 

 • An explanation of how the organisation facilitates workers’ access to non-occupational medical and 
healthcare services, and the scope of access provided for employees and workers.

Skills for the 
future

Training provided

 • Average hours of training per person that the organisation’s employees have undertaken during the 
reporting period, by gender and employee category (total number of hours of training provided to 
employees divided by the number of employees).

 • Average training and development expenditure per full time employee (total cost of training provided to 
employees divided by the number of employees).
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Employment 
and wealth 
generation

Absolute number and rate of employment

 • Total number and rate of new employee hires during the reporting period, by age group, gender, other 
indicators of diversity and region.

 • Total number and rate of employee turnover during the reporting period, by age group, gender, other 
indicators of diversity and region.

Economic contribution

 • Direct economic value generated and distributed (EVG&D), on an accruals basis, covering the basic 
components for the organisation’s global operations, ideally split out by:

 – Revenues

 – Operating costs

 – Employee wages and benefits

 – Payments to providers of capital

 – Payments to government

 – Community investment

 • Financial assistance received from the government: total monetary value of financial assistance received by 
the organisation from any government during the reporting period.

Financial investment contribution 

 • Total capital expenditures (CapEx) minus depreciation, supported by narrative to describe the company’s 
investment strategy.

 • Share buybacks plus dividend payments, supported by narrative to describe the company’s strategy for 
returns of capital to shareholders.

Innovation of 
better products 
and services

Total R&D expenses

Total costs related to research and development.  

Community and 
social vitality

Total tax paid 

The total global tax borne by the company, including corporate income taxes, property taxes, non-creditable 
VAT and other sales taxes, employer-paid payroll taxes, and other taxes that constitute costs to the company, 
by category of taxes.

Prosperity
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Audit & assurance
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Focus on audit quality – an interview with Rob Bergmans
We asked Rob Bergmans, Deloitte’s Managing Partner NL Audit & Assurance, to consider the changing audit landscape and let us 
know some of the areas he considers important for audit committees this coming year.

Rob, in your view, how has COVID-19 impacted the audit 
landscape?
The covid-crisis has presented and still presents a wide range of 
businesses, including our own, with unprecedented challenges. 
Apart from a handful of exceptions such as DIY stores and 
grocery stores, most companies and their business models are 
under pressure due to a significant drop in demand for their 
products and services, and disruptions in their supply chains. 
This poses for a wide range of (new) questions to address for 
company directors and those charged with governance, which in 
turn impacts our role as auditors and the audit landscape.

From the perspectives of directing, governing or auditing 
a company, current times require everyone to take a fresh 
perspective on business models and especially the robustness 
of underlying controls and processes. And this is where you see 
the importance of everyone’s role as part of a robust financial 
reporting ecosystem. This involves management, those charged 
with governance, the auditor, regulator and stakeholders around 
those companies. We all have our part to play and we all need 
to reflect on how current times are impacting our role and the 
questions we ask ourselves and others.

And then there are all kinds of really tangible day to day 
implications the lockdown and employees working from home 
have on our production processes. Firstly for the companies we 
audit and also in our own audit businesses. Ever since the first 
lockdown came into effect and continuing up to this day, the 
far majority of our auditors are working from home. And I can 
tell you, as easy as this may seem, it provides for a unique new 
way of organising our work. For example, in how to deal with 
inventory counts or with being unable to visit foreign component 
locations. 

And how does this translate to interactions with audit 
committees?
Regulators around the world and certainly also in the 
Netherlands have underscored the importance of high quality 
reporting by companies and high quality audits. From an 
auditor’s point of view, we have seen a number of audit opinions 
delayed because we insisted on high quality evidence to support 
our sign-off. The challenges of auditing during the pandemic 
have also underlined both the importance of access to a range 
of experts, and the importance of resilience of the firm, both 
delivered through our multi-disciplinary partnership model.

I think it is key that audit committee continue to ask about 
how we are planning and conducting our audit in this changed 
environment: the scope of our work, changes to materiality 
resulting from changes to the underlying business, an increased 
risk of fraud in some cases, the increased uncertainty inherent in 
forecasting which underpin so many judgments, and an increase 
in quality review processes to reflect the strains of working in a 
COVID-19 environment. As auditors, we need to assess how far 
work can and should be undertaken remotely, and also ensure 
we maintain a culture of collaboration, consultation, professional 
scepticism and robust challenge. 

I would also expect the audit committee to ensure there are 
high quality management papers on critical judgments and to 
encourage management and auditors to address issues early, 
given the challenges.
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Going concern and longer term viability have been a focus 
area for some time, especially in the NL and the UK debate 
on the future of audit. Should the auditor be prepared for 
a discussion with the audit committee given the intensive 
focus in this area?
Yes, most definitely. As assurance providers we have a critical 
role towards the effective functioning of capital markets and 
the public interest. When businesses fail, the public interest is 
directly impacted, the quality of audit is called into question and 
trust in the profession is undermined. 

With the many financial pressures arising from the ongoing 
pandemic, going concern and the viability statement will again 
be high on the agenda of most audit committees. I’d expect the 
audit committee to have these topics on high alert and to be 
spending extra time on them. 

A considerable portion of that time should be dedicated to a 
robust and continuous dialogue between the audit committee, 
management and the auditor, focusing on viability in the shorter 
term and business model resilience in the longer term. We 
shouldn’t be afraid to talk about some of those emerging risks of 
technology disruption and climate change that could affect the 
business model, as well of course as financing and the potentially 
volatile effects of the current pandemic.  

Rob, you have already mentioned the importance of internal 
controls. In some cases the audit committee might consider 
internal controls effective, even where the auditor has 
chosen not to rely on internal controls. Do you have any 
observations in this area?  
As Deloitte we aspire to lead to profession, continuously raising 
the bar. And in doing so, we aim to work with companies that 
have a likeminded spirit. Companies and boards that put a 
great deal of emphasis in areas such as high quality, effective 
corporate reporting and a robust control environment. As where 
audit quality is called into question there is often a correlation 
with poor corporate controls. Well-governed companies also 
tend to have a greater ability to cope with disruption, such as in 
the current pandemic.

In our audit approach, we always prefer our audit teams to be in 
a position to test internal controls. It provides for more comfort 
in the quality of management and in the systems in place, plus 
it’s definitely interesting and relevant work for our audit teams. 

Companies need to have robust internal processes and 
documentation, including a financial risk assessment, a fraud 
risk assessment, up to date documentation of material internal 
controls and how they are assured. And I think this year is critical, 
as our Minister of Finance appointed so-called ‘quarter masters’ 
to work on implementing various measure to improve quality 
throughout the financial reporting chain, one of which is looking 
into the introduction of an In Control Statement.

The UK government is also currently looking into adopting a ‘UK 
Sarbanes-Oxley’. Deloitte’s publication “Internal control and 
the board: What’s all the fuss about?’ provides an interesting 
perspective and a good summary of how to start improving the 
approach to internal controls. 

Do you have any further observations about the debate on 
the future of audit?
There is a lot of work going on behind the scenes in the audit 
firms to implement the new standard for Quality Management 
(ISQM1 and 2). Furthermore, we are working closely with the 
NL quarter masters around topics such as the Audit Quality 
Indicators, our approach to fraud and forensic auditing, and 
the thought process on a Dutch equivalent of the In Control 
Statement. I see these developments as part also of the 
Netherlands being one of the leading countries in the world 
when it comes to having and further developing the quality and 
professionality of our ecosystem as a whole. 

We have a lot to be proud of, but there is also a lot to do - I’m 
committed to us playing a leading role in reforming audit in the 
public interest. It’s our top priority to deliver independent high 
quality audits and to do this our auditors need to continue to 
develop their technical proficiency, behave with integrity and, of 
course develop their professional scepticism. 
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Finally, Paul what about prospects for the profession?
We live in both challenging and exciting times. Yes, there are the 
significant challenges of covid, well-being and work pressures, 
to name a few. There are also the vast opportunities that stem 
from technology – such as analytics and robotics capabilities – 
combined with more attention for the role of audit as part of the 
financial reporting chain then perhaps ever before. We currently 
see a lively and open debate in the Netherlands on how to work 
towards an even more robust ecosystem together with executive 
and non-executive directors, politicians, regulators and other 
stakeholders. And I am grateful to be able to contribute to these 
developments. What excites me most is that the profession 
presents exciting and interesting opportunities for young 
people with enquiring minds, strong ethics and a sense of public 
duty and societal mission. We are truly making an impact that 
matters.
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Modernising risk and assurance
COVID-19 has both challenged risk functions and put their budgets under pressure to do more with less. This is possible, but 
requires new thinking. 

Organisations are on the brink of a new age of capabilities; the acceleration of digital technologies is challenging basic 
assumptions and operating models of entire industries. For companies to stay relevant competitive and thrive, they must both 
harness these new capabilities, and navigate the risks of disruption. However, in a rapidly changing digital world, many existing 
organisational defence mechanisms are no longer sufficient, and this limits abilities to predict, manage and respond to risk.

In this article we look at how organisations can connect, modernise and digitise their approach to assurance, compliance and risk, 
how they can embrace digital technologies and new ways of working across the lines of defence to achieve multiple objectives:  
optimise performance, increase productivity, grow profitability, improve risk management and lower the cost of compliance. 

As organisations increase their focus on taking strategic 
decisions, moving beyond COVID-19 ‘Respond’ actions into 
developing ‘Recover’ and ‘Thrive’ strategies, where we leave 
COVID-19 behind us, many are taking the opportunity to 
reimagine risk and assurance.  This looks across the three lines 
of defence to drive both efficiencies (‘more for less’), and better 
management and oversight of risk (‘better insight’). The cost and 
accessibility of cognitive, analytical and automation technologies 
are no longer limiting factors. By incorporating ‘assurance 
by design’ into business processes, leveraging automation 
for control functions, and innovating assurance activities, 
organisations are able to gain greater visibility into risk and faster 
response to remediation.

We all know that a traditional three lines of defence model brings 
with it persistent challenges, including burdensome compliance 
programs and often misaligned assurance activities; these can 
limit the ability of organisations to optimise efforts, and require 
constant reinforcement to win hearts and minds. Issues can 
be compounded by disconnected site-specific tools and siloed 
solutions resulting in lapses and errors, and, often, very public 
management failures. Together, these conditions perpetuate the 
image of traditional three line of defence functions as intrusive, 
of limited value, even unresponsive.

Traditional control activities can be expensive and time intensive. 
Worse, they can provide organizations with a false sense of 
security as they do not keep pace with digitization and regulatory 
change. Companies invest too much for too little return. 

Failure to address these issues generates a number of common 
problems:

 • First line functions in the business can lack ownership for risk 
and believe it is being managed in the second line and third 
lines.

 • Duplicative compliance and assurance efforts in the second 
line disrupt the business, generate excessive costs, and provide 
fragmented perspectives on risks, and how they are being 
addressed. Also there is too much focus on backward looking 
known risks versus forward looking resilience to emerging risks 
including sensing of acceleration of risk patterns.

 • Internal audit—the “last line” of defence—is often seen as the 
primary source of assurance.  Lack of investment into diversity 
of talent and experience and technology to provide insight can 
undermines its brand, stakeholder trust, and, potentially, the 
organisation’s risk management behaviours.
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At a time when in-control statements are becoming more the norm in the Netherlands now is the time to look at a programme to 
connect, modernise and digitise risk and assurance activities which:

Assess people, processes, and technologies, and automates and connects those that will, if automated and connected, 
benefit users and the organisation; in contrast, purely technology-focused efforts overlook such considerations.

Goes beyond automation to foster connection and efforts of the three lines of defence as appropriate to stakeholder 
needs, organisational culture, and regulatory mandates.

Transforms and reinforces a sound operating model of risk management, such that risk owners are informed and 
empowered, and assurance providers, such as Internal Audit (IA), focus on the areas of greatest risk.

A connected, modern and digital organisation can generate the 
following benefits:

 • Align key activities across the lines of defence to reduce 
overlap, close gaps, and enhance control.

 • Provide transparency into process and control performance to 
help people identify, monitor, and mitigate risk events earlier 
and more effectively.

 • Automate activities to provide assurance in real-time or close to 
real-time.

 • Initiate a time/value shift to move talent from manual 
activities to advising stakeholders and addressing threats and 
opportunities.

 • Provide people with risk-related responsibilities data-driven 
insights and a digital workspace, which they embrace as they 
exercise higher levels of observation, analysis, and expertise.

Leaders who see the opportunities and harness these 
technologies—and reallocate their talent accordingly—are 
generating results far superior to those of legacy compliance and 
assurance methods.  These leaders are realising the promise of 
intelligent assurance. 

In addition to efficiency gains, productive collaboration and 
real-time insights, these technologies in risk and assurance help 
keep pace with the whole organisation’s digital transformation 
programmes. They also help upskill the risk and assurance 
functions enabling the whole organisation to better understand 
and address the risks in digital.  Time to reimagine and 
modernise risk assurance.

Contact for Risk and Assurance

Harvey Christophers
+31 6 83192109 
hchristophers@deloitte.nl
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Remuneration
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On the Remuneration Committee Agenda 
Investors, regulators and government continue to focus on executive remuneration. They expect remuneration decisions to 
be fair, in line with results for the workforce, and above all transparent. This article examines areas of focus for remuneration 
committees in the year ahead, providing key insights on areas of investor focus for 2021 and into the latest market practice 
around how remuneration committees are responding to the new challenge of COVID-19. 

As the majority of companies have December year ends, most remuneration committees will now be contemplating decisions or 
just have finished them on senior executive pay.  These will be made in the context of ongoing scrutiny around executives ‘sharing 
the pain’ of COVID-19 with wider stakeholders, and a growing debate around building back a fairer society.  While the impact of the 
pandemic will differ by company, many remuneration committees are faced with the challenge of incentivising executives to deliver 
innovative leadership and resilience at a time of significant business uncertainty, while balancing investor expectations and potential 
reputational risks in this area.   

Key areas of focus for remuneration committees in the year ahead are set out below.

Investors and proxy agencies have been clear that the primary focus in 
the year ahead will be how the impact of COVID-19 is reflected in executive 
pay; this should take into account the experience of employees and 
shareholders, as well as the company’s overall performance, in particular 
where government support (eg NOW) has been used.  

Eumedion for example mentioned  that if 2020 dividend payments are 
cancelled or strongly reduced and/or the workforce(’s pay) is cut and/or 
the company received government support in 2020, Eumedion expects 
that the company demonstrates that executives are not insulated from 
the ‘pain’ but also temporarily reduces the executives’ base salary and/or 
cancels their 2020 short-term bonuses and/or suspends the granting of 
the 2021 performance shares or options. This should be clearly reflected 
in the 2020 remuneration reports.   Shareholders do not generally 
expect remuneration committees to adjust performance conditions for 
in-flight annual bonuses or for long-term incentive awards to account 
for the impact of COVID-19, and discretion and judgment should be used 
to ensure that pay outcomes reflect the wider stakeholder experience. 
Remuneration committees are expected to provide detailed narratives 
in their year-end reporting around why they believe their decisions are 
appropriate.

1. Recognising the stakeholder experience

Wider 
stakeholder 
experience

Investors

Workforce

Government 
Support 

(Furlough, CCCF)

Society Reputation
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2. Incentive design – greater innovation, more bespoke solutions?

During the 2020 AGM season in the Netherlands as well as 
for example in the UK we saw examples of high support for 
alternative incentive structures, in particular the use of restricted 
share plans where supported by a strong strategic rationale. As 
remuneration committees look afresh at incentive frameworks 
to ensure they remain appropriate in a more uncertain and 
challenging business environment, a greater diversity of 
approaches is expected in the coming year. 

In recent months a few companies are considering changes to 
incentives such as annual bonus with performance conditions set 
for two halves of the financial year, and ‘de-geared’ arrangements 
with lower bonus opportunities linked to strategic metrics, where 
the setting of financial targets is particularly challenging. 

LTIPs - considering your approach

3. Long-term incentives and target setting

There are also examples of companies considering granting 
awards with wider and lower target ranges, reflecting business 
uncertainty in the medium.  These have been generally supported 
by investors, who emphasised that the key focus will be on 
out-turns to ensure they reflect the overall performance and 
experience of stakeholders during the performance period. 
Remuneration committees should ensure that sufficient flexibility 
exists in plan documentation to enable the expected use of 
discretion at vesting.
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4. Windfall gains

A potential windfall gain for executives has been identified as the 
most common issue raised by investors in recent discussions, 
and shareholders have indicated that they expect grant levels 
to be reduced in the event of a ‘significant’ share price fall. While 
most have been careful not to define how this will be considered, 
calling on remuneration committees to look carefully at all 
relevant factors, some have identified a share price fall of 20% or 
more from prior year as an area of focus.

Where a reduction at grant is not implemented, there will be 
scrutiny around the use of discretion to reduce any outcomes 
at vesting where share prices have recovered.  Remuneration 
committees have been urged to set out how they plan to address 
this in the directors’ remuneration report.

5. Fair pay and wider workforce

Remuneration committees should identify which elements of 
their diversity, inclusion and wider ESG strategy are pertinent to 
pay and reward and closely monitor progress.  Getting ‘under the 
bonnet’ of pay demographics across the workforce will enable 
committees to better address pay gaps across the organisation. 
Understanding the voice of the workforce is also key to raising 
the game of remuneration committees in this area.

7. Diversity and inclusion

Remuneration committees should identify which elements of 
their diversity, inclusion and wider ESG strategy are pertinent to 
pay and reward and closely monitor progress.  Getting ‘under the 
bonnet’ of pay demographics across the workforce will enable 
committees to better address pay gaps across the organisation. 
Understanding the voice of the workforce is also key to raising 
the game of remuneration committees in this area.

Questions boards should be asking: 

 • How do we plan to balance the expectations of key 
stakeholders in the challenging year ahead?

 • Are there innovative solutions to remuneration issues that we 
could be considering?

 • Have we sufficiently built diversity and wider ESG 
considerations into our remuneration considerations?

 • Are we confident that we are getting enough insight into 
the wider workforce experience and supporting the fair pay 
agenda, in line with investor expectations?

Contact for remuneration

Caroline Zegers
+31653183728
czegers@deloitte.nl
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The Supervisory Board Program

Audit Committee Roundtable #5: 

Artificial Intelligence 

Audit Committee members 

Wednesday, 17 March 2021—  

16:00–17:30 

Register here

UPCOMING EVENTS

Audit Committee Roundtable #6: TBA 

Audit Committee members 

Wednesday, 14 April 2021— 

16:00–17:30 

Register here

Masterclass Remuneration 

Committee: Sustainable KPIs and ESG 

Remuneration Committee members 

Monday, 17 May 2021— 

16:00–17:30 

Register here

Masterclass Remuneration 

Committee: Remuneration reporting 

and the AGM 

Remuneration Committee members 

Wednesday, 3 November 2021— 

09:00–10:30 

Register here

Audit Committee Roundtable #7: TBA 

Audit Committee members 

Wednesday, 9 June 2021— 

16:00–17:30 

Register here
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