
 
 

Remuneration Disclosure 
   

CPS 511 Remuneration Disclosure as at 30 June 2026 

This disclosure is pursuant to APRA Prudential 
Standard CPS 511 – Remuneration and provides an 
overview of Taishin International Bank (“Bank”), 
Brisbane Branch’s (“Branch”) Remuneration Policy 
(“Policy”), practices and governance. 

1. Overview 

APRA Prudential Standard CPS 511 requires 
Authorised Deposit-Taking Institutions (ADIs) which 
are governed under the Banking Act 1959 (Cth) to 
undertake annual disclosure regarding the design and 
structure of its remuneration framework.  CPS 511 sets 
out requirements to ensure entities maintain 
remuneration arrangements which appropriately 
incentivise individuals to prudently manage the risks 
they are responsible for and apply consequences for 
poor risk outcomes. 

The Bank as a non-significant financial institution (non-
SFI), is required to make the disclosures as outlined in 
CPS 511 from the first full financial year following           
1 January 2025, with annual disclosures required 
within 6 months of an entity’s financial year end of                              
30 June annually. 

2. Principles 

The Remuneration Framework has been developed to 
support a remuneration approach that aligns with the 
following Principles:  

•    The remuneration arrangements for the Branch 
should aim to facilitate the delivery of superior 
long-term results for the business and 
shareholders, and promote sound conduct and 
risk management principles. 

•    The remuneration arrangements for the Branch 
should aim to support the Bank's corporate 
values and culture and meet regulation.  

•    The remuneration arrangements for the Branch 
should aim to support the attraction, retention, 
motivation and alignment of appropriate human 
talent as required to achieve desired the desired 
business, risk management and compliance goals 
of the Bank and Branch.  

•     The remuneration arrangements for the Branch 
should reinforce and reward effective leadership, 
accountability, teamwork and innovation.  

•      The remuneration of the Branch will be aligned to 
the contribution and performance of the 
businesses, teams and individuals.  

•     The remuneration of those persons whose 
primary   role is risk management, compliance, 
internal audit, financial control or actuarial 
control will be structured to ensure that the 
performance-based components of 
remuneration does not compromise the 
independence of those persons in carrying out 
their functions.  

•  Any component of a Branch staff member’s 
remuneration that is not fixed by legislation or 
contractual obligation will be covered by the 
Policy 

3. Governance  

The Branch’s Senior Officer Outside of Australia 
(“SOOA”) has delegated authority from the Board, and 
is responsible for the remuneration oversight duties of 
all Branches outside Taiwan.   

Specifically, the primary responsibilities of the SOOA 
include:  

• Ensuring that reviews of the Policy are 
performed at least annually;  

• Making ultimate decisions on the remuneration 
of employees of the Branch, including the Branch 
General Manager;  



 
 

• Exercising discretion in relation to variable 
elements of remuneration  

The Policy is approved by Human Resources, Branch 
Management, SOOA, CEO and the President of the 
Bank.  

4. Scope – who is covered by this Disclosure 

This disclosure and the Policy applies to all persons 
employed by the Branch to perform duties as a full-
time or part-time staff member of the Branch;  

Auditors appointed pursuant to APS 310 – Audit and 
Related Matters are specifically excluded. 

5. Remuneration Framework  

For Branch staff to whom the Policy applies, 
remuneration packages may only consist of: 

• Base remuneration  
• Prescribed statutory benefits, including 

superannuation; 
• Discretionary Bonus; and/or 
• Other remuneration (such as equity or equity 

linked deferred arrangements). 
 

a. Base Remuneration 

Base remuneration, also referred to as fixed salary, 
will be paid in the form of salary which must be 
specified in all cases under a documented 
employment contract. 

b. Prescribed Statutory Benefits including 
Superannuation 

The Bank must also pay to a Branch staff any other 
benefits expressly mandated by applicable legislation. 

c. Discretionary Bonus 

The Discretionary Bonus will be administered as a 
discretionary performance based component of 
remuneration for Branch staff with the ultimate 
objective of driving and rewarding annual results, 
quality of performance and demonstration of 
appropriate behavior by staff. 

A determination within the Bank on payment of a 
Discretionary Bonus will be made annually by the 
Board of the Bank.  

There is no assurance that any staff member will 
receive a Bonus in any given year. If a staff member is 
under active investigation any Bonus will not be paid 
until the investigation is satisfactorily closed. 

Bonuses to individuals who are not Treasury staff are 
approved in accordance with Policy by Branch General 
Manager, SOOA, CEO and President of the Bank.   

Treasury staff bonuses are proposed by CEO of the 
Finance and Financial Market Group and approved by 
President of the Bank.  

d. Other Variable Remuneration 

Subject to the principles set out above, the Bank may 
also determine to provide other benefits to Branch 
staff either in accordance with market practice but 
otherwise at the absolute discretion of the Bank. 

6. Part IIAA Banking Act / Financial Accountability 
Regime Deferred Remuneration Obligation 

Part IIAA of the Australian Banking Act 1959 was 
replaced by the “Financial Accountability Regime 
(Consequential Amendments) Act 2023” (FAR) from 
14 March 2024. 

The Bank has a statutory obligation under CPS 511 
Remuneration and FAR to ensure that any “variable 
remuneration” component of the total remuneration 
package payable to an “Accountable Person” that 
exceeds a prescribed annual minimum threshold is 
subject to mandatory deferral requirements.  

The “variable remuneration” component is taken to 
potentially cover all non-fixed remuneration 
components of the Accountable Person’s total 
remuneration package which would generally include 
but not be limited to payments of bonuses, target-
based payments and commissions, the value of stock 
or stock options etc.) 

The Bank has currently nominated (and notified APRA 
of that nomination) BGM and SOOA as the Branch’s 
only Accountable Persons for the time being. The 



 
 

Branch may however determine to alter the persons it 
chooses to nominate as Accountable Persons but is 
required to notify APRA within 14 days of any 
appointment or cessation of an Accountable Person. 

7. Performance Assessment Process 

Each staff member of the Branch must participate in 
an annual appraisal of their work performance in 
accordance with the Branch’s Performance 
Assessment Process. The content of that appraisal 
assessment consists of a review of the staff member’s 
performance over the relevant performance period in 
relation to the achievement of the staff member’s 
assigned Key Performance Indicators (KPIs) and 
expected workplace behavior. KPIs will apply to all 
staff members of the Branch and will encompass both 
financial performance and non-financial performance 
factors. Non-financial performance factors include 
customer satisfaction, process improvements and 
satisfaction of risk and compliance requirements.  All 
Australian staff have a risk and conduct component in 
their performance score.  

8. Consequence Management  

Consequence Management relates to the 
expectations of employees as outlined in applicable 
policies.  

If a final determination is made by the Bank that a staff 
member has failed to meet his or her accountability 
obligations or there is a finding of malus or misconduct 
then SOOA may seek to claw back previously paid 
discretionary bonus via a downward adjustment 
process impacting payment of all, or any part, of the 
person’s variable remuneration by an amount that is 
proportionate, or reasonably attributable, to the 
nature and extent of the person’s failure to meet 
those accountability obligations.  SOOA may also seek 
appropriate variable remuneration adjustment to 
Accountable Person(s). 

9. Version History 
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