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DO YOU HAVE BONUS PLANS FOR 2019?  
WE HAVE A FEW TIPS

BONUS PLANS

Your company has had a good year. You want to reward the employees and you are thinking about awarding a profit premium. 

That is a good idea. All that is necessary is for the annual general meeting to take a simple decision after the end of the financial 

year, at the time of the profit appropriation.

But how can you motivate your employees to work hard again in 2019? Simply awarding a bonus or profit premium without a 

plan is not a good idea. Why not? If you want to motivate your employees, state clearly which objectives the employees must 

achieve. That is how you create a link between the assessment and the bonus. This can be done with the salary bonus (CLA 90) 

but also with the profit premium. We explain how to do this below.
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PROFIT PREMIUM OR SHARES?

Your company can reserve the profit entirely or pay it out as a dividend 

to the shareholders / partners, as a bonus to the directors / managers 

or as a profit premium to the employees. 

To a certain extent, employees and shareholders have conflicting 

interests. Wage claims and aversion to business risk on the part of 

employees are at odds with profit creation and higher dividends and 

share prices for the shareholders. 

 

To a certain extent, a profit premium can help to bridge the conflicting 

interests of employees and shareholders. The higher the profit, the 

higher the profit premium. The shareholders who approve the profit 

premium in the annual general meeting give part of the profit to the 

employees, but in exchange they buy the loyalty of the employees. In 

any case, that is the theory... 

Awarding shares to employees creates the same effect as the profit 

premium, but with one important difference. The share ownership 

of the company does not change. Let us illustrate this with a typical 

Belgian example. 

We talked to a growth company about employee participation. The 

CEO dreamed of a share or share option plan. That quickly turned 

out to be very difficult. The shares after all also need to be available. 

Employees will also want to realise an added value by selling them. 

The management of the family business did not want to give up its 

shares and did not want an increase of capital. That would only dilute 

its own participation. Thus the dream was impossible. This response is 

very common in our SME country. The profit premium is a fully-fledged 

alternative to this. 

THE PROFIT PREMIUM OR THE SALARY BONUS (CLA 90)?
 

With the profit premium and the salary bonus (CLA 90) you can achieve a 

different objective each time. They do however have a number of elements 

in common. 

How to choose? It is tempting to choose the best fiscal and parafiscal 

method when you want to award variable remuneration. Companies like 

to take a different approach: a full-fledged remuneration strategy has 

priority. With three questions we help you to choose. 

QUESTION 1. INDIVIDUAL OR COLLECTIVE ASSESSMENT AND REWARD? >
QUESTION 2. PROFIT OR OTHER OBJECTIVES? >
QUESTION 3. WHEN TO REWARD? >

Of course, the financial picture is also important. Our comparison makes 

it clear that ultimately the fiscal and parafiscal efficiency of the profit 

premium and the salary bonus (CLA 90) are comparable. Please take a 

look at the cost/net ratio in this table.



TOPIC    I    BONUS PLANS

05

CONTENT

Memento of the employer   |   October 2018

 
QUESTION 1. INDIVIDUAL OR COLLECTIVE ASSESSMENT AND REWARD?
The company that wants to reward individual employees cannot use the 

profit premium or the salary bonus (CLA 90) for this purpose. Both are 

namely collective premiums. 

The profit premium is even more pronounced in this respect than the 

salary bonus (CLA 90). Either all employees receive the same profit 

premium (the identical profit premium) or the employer varies the amount 

of the profit premium (the categorised profit premium). 

You must award the salary bonus (CLA 90) per objective employee 

category. The salary bonus is linked to the collective results of a company, 

a group of companies or a well-defined group of employees, on the basis 

of objective criteria. 

This collective character need not be a disadvantage. Even though it is 

not possible to exclude bad performers, collective rewarding deserves a 

place in your HR policy. Collective rewards are associated with lower staff 

turnover, greater loyalty and more preparedness to work harder. 

Moreover, there is nothing to prevent you combining an individualised var-

iable remuneration with the profit premium and the salary bonus (CLA 90).

QUESTION 2. PROFIT OR OTHER OBJECTIVES?
Is profit the driving factor in your business strategy? Then the profit 

premium is a good way to motivate and reward employees. With the profit 

premium, the company awards part or all of the profit to the employees. 

Has the company not make a profit in a particular financial year? Then 

there is also no profit premium to award to the employees. 

Does the company want to set other objectives? If so, the salary bonus 

(CLA 90) is a fully-fledged alternative. The salary bonus offers much more 

flexibility with the determination of the objectives, for example a cost 

reduction or a turnover increase. Furthermore, non-economic objec-

tives are also possible. Think, for example, to the quality of the service, 

customer loyalty or compliance with internal procedures. 

 Cash bonus Profit bonus
Salary bonus  
(CLA 90)

Cost 625 euros 647,90 EUR 

(inschatting  

vennootschaps-

belasting:  

29,58 %)

665,00EUR

(33% bijzondere 

RSZ-bijdrage)

(25% RSZ 

contribution)

647.90 euros 

(estimate corpo-

ration tax: 29.58%)

665.00 euros 500,00 EUR

(33% special RSZ 

contribution)

65,35 EUR 65,35 EUR 65,35 EUR

Gross 500.00 euros 500.00 euros 500.00 euros

RSZ  

(13.07% RSZ)

65.35 euros 65.35 euros 65.35 euros

Taxable 434.65 euros 434.65 euros 434.65 euros

Taxes 217.33 euros 

(estimate: 50%)

30.43 euros (7%) exemption

Net 217.32 euros 404.22 euros 434.65 euros

Cost/net ratio ± 2.9 ± 1.6 ± 1.5
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You can also combine the profit premium with the salary bonus. The profit 

premium does not count towards the threshold amount for the salary 

bonus (3,313 euros for 2018). If you want to award a collective reward that 

exceeds this threshold, you could then make use of the profit premium.

QUESTION 3. WHEN TO REWARD?
If you want to award a bonus once a year, the profit premium is an appro-

priate reward instrument. Once a year, at the end of the financial year, 

the annual general meeting adopts the annual accounts and determines 

the profit appropriation. You motivate and reward per financial year; the 

reference period is the same as the financial year.

Or do you want to assess in shorter, consecutive performance cycles? 

Then the salary bonus (CLA 90) is more suitable. You can also define a 

short reference period. In any event, the reference period to which the 

objectives relate must be at least three months. This means that you can 

award a salary bonus no more than four times per year.

The salary bonus (CLA 90) does however have a strict deadline. The 

effective execution of the plan in the company may only operate retros-

pectively for up to a maximum of 1/3rd of the reference period defined in 

the award plan. 

 EXAMPLE 

If you prepare the plan in February, the reference period can start on 1 January, but only 

if the reference period envisaged is long enough. In this case, a reference period of three 

months would not suffice. If a global plan has four consecutive reference periods each 

of one quarter, the plan must be submitted no later than 31 January (1/3rd of the first 

reference period).

 

Profit bonus Salary bonus (CLA 90)

Who? All employees Objective group

For what? Depends on the profit, but 

there must be a profit.

The employer chooses 

freely, but the objective 

must be transparent, 

measurable and challenging.

What threshold? Limited to 30% of the total 

gross wages

A ceiling per calendar year 

of 2,880 euros + 13.07% = 

3,313 euros

For what period? The reference period is the 

same as the financial year. 

Awarded once per year by 

the annual general meeting

A reference period of a 

minimum of 3 months. 

Awarding up to 4 times  

a year is possible. 

What deadline? Awarded with the adoption 

of the annual accounts by 

the annual general meeting.

1/3rd of the reference 

period: The effective exe-

cution of the plan in the 

company may only operate 

retrospectively up to a 

maximum of one third of  

the reference period defined 

in the award plan.

A comparison
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THE IDENTICAL OR CATEGORISED PROFIT PREMIUM?

 

The identical profit bonus is awarded as a fixed amount or as a percentage 

of the employee’s salary. If the identical profit premium is determined as  

a percentage of the salary then the company needs to lay down the 

method of calculation. This can be done, for example, by defining the 

salary as the gross monthly salary of a specific month of the financial  

year in question. You can also determine the profit premium based on  

the variable cash bonus. 

For the categorised profit premium, it is possible to use a more complex 

calculation formula than that for the identical profit premium.  

This calculation formula is recorded in the profit premium plan. In this 

way, different percentages and thresholds can be set, depending on the 

level of profit realised.

NOT THE SAME PROFIT PREMIUM FOR EVERYONE
The categorised profit premium allows you to vary the amount of the 

profit premium. 

You cannot freely define the criteria for determining the amount of the 

categorised profit premium that an individual employee can receive.  

Only the following six criteria may be used: 

1) Length of service;

2) Grade;

3) Function;

4) Salary scale;

5) Remuneration level;

6) Training level.

The variation in the amount of the profit premium is not unrestricted.  

The use of the objective criteria may not lead to a differentiation of the 

profit premium that exceeds a ratio of 1 to 10. More about this later.

PROCEDURE
The procedure for the identical profit premium is very simple. The annual 

general meeting of shareholders awards the identical profit premium by 

a simple majority. This decision does however require that a number of 

conditions are met, but the implementation of an identical profit premium 

does not require a fully-fledged profit premium plan. 

If you want the extra flexibility of the categorised profit premium, you have 

to follow a procedure that is slightly more complex. Companies with trade 

union representation must implement the categorised profit premium by 

means of a specific company collective labour agreement. Companies 

without trade union representation have a choice between a deed of 

accession or a specific company collective labour agreement. In practice, 

the deed of accession is the most suitable instrument. 

You may already be familiar with this deed of accession from the salary 

bonus (CLA 90). Both procedures via a deed of accession are similar, but 

not identical. Two differences stand out.

1) Suppose the act of accession has not gone as well as intended 

and the employees have remarks. In the context of the concili-

ation procedure, the joint committee then has a decisive say in the 

implementation of the salary bonus. This is not the case for the 

categorised profit premium. 
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2) With the implementation of the salary bonus, the deed of accession 

must be deposited with the Belgian Federal Public Service (FPS) 

Employment, Labour and Social Dialogue for inspection purposes. 

This is an obligation that you certainly should not underestimate. 

The FPS can be very strict. This obligation does not apply for the 

categorised profit premium.

OUR TIP: COMBINE THE PROFIT PREMIUM WITH THE SALARY BONUS (CLA 90)  
AND WIN THREE TIMES 

1) It allows you to combine different objectives. With the profit 

premium you award a bonus based on the profit. With the salary 

bonus (CLA) you choose the objective yourself. It must be chal-

lenging, transparent and verifiable.

2) For example it allows you to award a bonus at different times. 

Ideal for combining the short and long term. The profit premium is 

awarded once per year, after the end of the financial year. You can 

award the salary bonus (CLA 90) up to four times per year (in each 

case for a minimum of 3 months). These short-term objectives and 

rewards are much more efficient than you think.

3) For example it allows you to award a bonus that is tailored to all 

employees within the company. With the salary bonus (CLA 90) you 

challenge each team with specific objectives. It is also a simple 

matter to modulate the profit premium.  

 

 AN EXAMPLE SHOULD MAKE THINGS CLEAR. 

You want to challenge the sales team and at the same time reward the entire company 

for their support, from the personal assistant who passes on orders quickly to the 

efficient invoicing by the accounting department. 

 

The categorised profit premium is then perfect. For example, each sales employee 

receives 2,000 euros based on profit and every other employee receives at least  

200 euros. 

 

Moreover, you want to challenge the sales team and you expect the number of orders to 

increase by 10%. You can specify this objective within the framework of a salary bonus 

plan (CLA 90).

WE ARE READY TO ASSIST YOU
 

Do you have any questions or are you looking for help with the  

development and implementation of the formalities? If so, contact us via  

legal.partners@partena.be. We will get back to you as soon as possible.

Yves Stox

Senior Legal Counsel

mailto:legal.partners%40partena.be?subject=
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NEWS    I    2018 BONUS – SUBJECT TO SOCIAL SECURITY?

The end of the year is drawing near and you are considering granting a bonus for the time worked in 2018? Then take into 

account the extra costs associated with the social security contributions and the holiday pay. A bonus is not always subject to 

social security contributions. Therefore a number of conditions must be met. We will list them below.

2018 BONUS – SUBJECT TO SOCIAL SECURITY?

NEWS

SOCIAL SECURITY CONTRIBUTIONS: FOUR CONDITIONS

Social security contributions are due on the employee’s gross wage, i.e. as 

well on the fixed monthly wage as on the variable wage. For the concept 

of ‘wage’, reference is made to the wage protection law. It concerns (I) the 

wage in money, or the benefits with a monetary value, (II) to which the 

employee is entitled (III) as a result of his or her employment and (IV) at 

the expense of the employer, even if the benefits are not granted in return 

for work performed. 

THE BONUS

A bonus is often a sum of money. In that case the first condition is ful-

filled. A bonus can also consist of, for example, stock options or the profit 

premium. In that case, specific rules apply. 

 

The second condition - the employee's right - is rather broad. The right to 

the cash bonus is sufficient. It is irrelevant whether or not the cash bonus 

is laid down in the employment contract or a bonus plan. Nor that the 

bonus is a voluntary payment and that the employee will not automatically 

be entitled to a bonus in the future.  

Also the third condition is broadly interpreted. Social security contribu-

tions are not only due on the wages paid in return for the work performed. 

A premium that is unrelated to the work performed is also subject to 

social security contributions. 

The last condition is the most relevant in this discussion, but also the 

most complex. Recently, the Belgian social security office (NSSO) changed 

the description. It seems to be an extension, even though the legislation 

has not been amended.
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THE RECENT POSITION  
OF THE BELGIAN SOCIAL SECURITY INSTITUTION

A benefit is not only at the expense of the employer when the employer 

bears the financial costs of the benefit. This can be the case when the 

employer pays the cash bonus himself, but also when another company 

passes on the financial cost of the benefit to the actual employer. 

But suppose it is not you, but another company within the group, that 

grants the cash bonus to your employees without presenting the invoice to 

you. So you do not bear the financial cost of the benefit. Then also social 

security contributions are due if - says the social security office - ‘the 

grant is the result of the work performed under the employment contract 

concluded with that employer or related to the position of the employee 

with that employer.’ 

It is in this regard that the Supreme Court of Appeal already clarified 

matters earlier on. Although the accounting records show that the 

financial burden of the benefit is borne by a third party and no by the 

employer, social security contributions are due if the worker can turn 

to the employer to claim the benefit. This legal claim that the worker 

has in respect of the employer therefore suffices to ensure that social 

security contributions are due (Supreme Court of Appeal, 10 October 2016, 

S.15.0118.N, see www.juridat.be).

The NSSO seems to go a step further and aims at broadening the social 

security liability. Also if the employer is not the point of contact for the 

employee, social security contributions are still due. It is not yet clear 

whether this interpretation will also be followed by the courts. In any case, 

the legislation has not been broadened.

WAGE COSTS: ALSO THINK OF THE HOLIDAY PAY

When determining the budgets, you must not only take into account the 

employer's contributions (25% base contribution). As a rule, you will also 

be due holiday pay on the bonus (of the employee). The single and double 

holiday pay on ‘variable pay’ amounts to +/- 15.668% of the variable remu-

neration. In very specific situations no holiday pay is due. We are glad to 

look into the matter with you.

CONTACT US 

Are you wondering whether social security contributions are due on a 

benefit granted or received by you? And what about the holiday pay?  

Send us your questions on legal.partners@partena.be.

Els Poelman

Senior Legal Counsel

Yves Stox

Senior Legal Counsel

http://www.juridat.be
mailto:legal.partners%40partena.be?subject=
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NEWS    I    END-OF-YEAR OPTIMISATION FOR YOUR EMPLOYEES: PENSION SAVING

Fiscal end-of-year optimisation for companies, a classic activity. However, there is also such a thing as end-of-year optimisation 

for employees: pension saving. And why should you not remind your employees?

Pension saving is a form of long-term saving that allows employees to build up a supplementary pension on top of the statutory 

pension and, under certain conditions, to receive a tax benefit. We have thus three pillars. The first pillar: the statutory pension. 

The second pillar that is built up via the employer: a group insurance, a pension fund or a sector pension. The third pillar that the 

employee builds up himself or herself: the individual supplementary pension.

END-OF-YEAR OPTIMISATION  
FOR YOUR EMPLOYEES: PENSION SAVING

NEWS
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NEWS    I    END-OF-YEAR OPTIMISATION FOR YOUR EMPLOYEES: PENSION SAVING

THE TAX BENEFIT

The pension saving via a pension savings account, such as a pension 

savings fund at a bank, leads to an attractive tax relief. It amounts to 30% 

(plus municipal tax) of the amount deposited. 

Two fiscal maximum sums apply: 960 euros or 1,230 euros. The standard 

fiscal maximum sum is 960 euros with 30% tax relief. 

Someone who deposits a sum of 960 euros in 2018 can enjoy tax 

relief of 288 euros in 2019. 

A higher amount can be deposited. In that case, the employee must make 

an explicit choice. The ceiling is 1,230 euros. The employee is then entitled 

to 25% tax relief. 

 

Someone who deposits a sum of 1,230 euros in 2018 can enjoy 

tax relief of 307.50 euros in 2019. 

Both maximum sums have their advantages. Those who would like to 

deposit a larger sum can do so as from this year. However, the ceiling of 

960 euros provides a higher relief percentage. 

Those who want to invest more in pension savings should go for the 

higher maximum ceiling.

Someone who deposits an amount of 1,152 euros in 2018 will 

also enjoy tax relief of only 288 euros in 2019. 

DO YOUR BIT...

You can help employees to save extra for a supplementary pension.  

You may already offer group insurance, but you can also contribute to the 

accrual of the third pillar. 

The reimbursement of the contribution paid by the employee in a third 

pillar pension savings product is an attractive option. This form of  

remuneration is not subject to the normal Belgian social security contri- 

butions, it is a supplement to a branch of the social security. However, this  

reimbursement is subject to a special employer’s contribution of 8.86%.

 

Yves Stox

Senior Legal Counsel
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NEWS    I    NEW IN 2019

Two innovations are discussed in this article: the tax shift and the private supplementary pension for... employees.

On 1 January 2019, the last part of the tax shift for employees will come into effect. It is intended to lead to an increase in the net 

salary of your employees. As an employer, you should not expect a direct reduction in costs.

You know about the private supplementary pension for the self-employed. Now there will also be a private supplementary 

pension for employees. This was already announced in the 2017 Summer Agreement. It took some time for the concrete 

development, but now we finally have draft legislation. You can expect it in 2019. Employees finance a supplementary pension 

with their net salary. There are no extra wage costs for you as an employer, but there is extra administration. At the request of 

the employee, you must deduct the pension contributions from the employee’s salary.

NEW IN 2019

ACTUALITEIT
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THE TAX SHIFT PART III AS FROM 1 JANUARY 2019

On 1 January 2019 we will reach the third and provisionally the final 

phase of the tax shift. In practice, the cost to the employer will barely 

fall. However, a number of fiscal measures are intended to lead to an 

increase in the net salary of employees.

LABOUR COSTS FALL ONLY FOR LOW WAGES
The basic employer contribution does not fall further, and remains set  

at 25%. However, the structural reduction is further reformed. 

The structural reduction

The structural reduction in social security costs is an automatic contri-

bution reduction for all employers. It was created to compensate for the 

high employer contributions.  

The structural reduction for the profit sector (category 1) was pro-

gressively phased out to a reduction for employees with a low wage. 

On 1 January 2019, this group will be expanded and the reduction 

strengthened. As from 1 January 2019, the pay threshold for low wages 

will increase slightly in the structural reduction to 9,035 euros per quarter. 

This means an additional low wages reduction for all quarterly wages 

below this threshold. Let us compare the fourth quarter of 2018 with the 

new situation as from 1 January 2019. 

 

fourth quarter 2018 as from 1 January 2019

0.1280 x (9,027 euros  

- reference quarterly wages)

0.1400 x (9,035 euros  

- reference quarterly wages)

What is the impact?

It is immediately apparent that the new pay threshold barely exceeds the 

previous one: 8 euros more on a quarterly basis! This is due to the fact 

that the amount for 2019 was already fixed in April 2016, at the start of the 

tax shift. Between April 2016 and January 2019, the pay thresholds of the 

structural reduction have been indexed three times, and the new amount 

for 2019 at best only includes these indexations. 

To have an effect, we would have to index the new pay threshold of  

9,035 euros, then planned in 2016, by three times 2%. That is not provided 

for at all in the current regulation, and perhaps not in the budget either... 

Outside the profit sector, the structural reduction is determined in a  

different way. But for the non-profit sector and sheltered workshops,  

the expansion of the low wages target group is also negligible.

HIGHER NET SALARY FOR YOUR EMPLOYEES
In this final phase of the tax shift, the government also took measures to 

increase the purchasing power of employees.

Three changes are planned:

• The distinction between the ordinary and the raised basic tax-free sum 

disappears. Only one higher basic tax-free sum shall apply.

• The 40% tax bracket is widened once more. As a result, once again  

a larger part of the income is subject to a lower tax rate.

• The tax credit “fiscal work bonus” rises from 28.03% to 33.14%;  

a measure for low-wage earners. 
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Tax-free sum

Every employee is entitled to a tax-free portion of his or her income.  

This means that the tax authorities do not tax this portion of their income. 

As from income year 2019 (declaration year 2020), only one uniform 

tax-free sum applies, regardless of the level of the income. This tax-free 

sum is increased from 4,095 euros / 4,260 euros to 4,785 euros (basic 

amount not indexed).

Tax brackets

The more an employee earns, the higher the tax rate. The percentages 

increase per income bracket (income year 2018): 

Income bracket in euros Rate

0.01 - 12,990.00 25%

12,991.01 - 22,290.00 40%

22,290.01 - 39,660.00 45%

≥ 39,660.01 50%

The 40% income bracket will be widened as from the 2019 income year 

(assessment year 2020). This means that more income will be taxed at 

40% (instead of 45%). 

 

 

Fiscal work bonus

The “fiscal work bonus” tax credit is a tax credit for low wage earners who 

are entitled to a reduction in the personal social security contribution  

(= social work bonus). 

The fiscal work bonus consists of a percentage of the social work bonus. 

As from the 2019 income year (declaration year 2020) this percentage is 

increased from 28.03% to 33.14%. 

The amount of the tax bonus, at the level of personal income tax, may not 

exceed a specific maximum amount per taxable period. This threshold will 

also be raised as from the 2019 income year (declaration year 2020).

What is the impact?

The measures above will have an impact on the scales and rules for 

deducting income tax at source applicable as from 1 January 2019.  

They must ensure that as from 2019 employees enjoy a higher net 

monthly salary (for the same gross salary). 

The scales and rules for deducting income tax at source for 2019 are not 

yet known. These are expected in the course of December. Only then can 

the concrete impact be calculated. 
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THE PRIVATE SUPPLEMENTARY PENSION FOR EMPLOYEES (VAPW)

The private supplementary pension for employees (VAPW) was already 

announced in the Summer Agreement of 2017. The private supplemen- 

tary pension is intended to be a solution for employees who do not build 

up an adequate supplementary pension or do not build up one at all.  

The private supplementary pension allows them to do so at their 

own initiative. The employee is free to make a choice. Employees are 

however given a tax incentive. As an employer, you may not finance any 

pension contributions yourself. You are however responsible for the 

practical side and must withhold the pension contributions and pass 

them on to the pension institution. For you that is not optional.

HOW THE VAPW WORKS
Employees are completely free to decide whether to join a VAPW and 

with which pension institution (insurer or institution for occupational 

retirement provision). The amount of the pension contributions is also 

determined by the employee himself or herself, although a pension ceiling 

is provided for (more about this below).

Even if the employer or the sector provides for the accrual of a supple-

mentary pension (second pillar), the employee can also opt for a VAPW. 

The condition is, once again, that the ceiling is not exceeded.

TWO PARTIES
Thus there are actually only two parties: the employee and the pension 

institution. The pension agreement that the employee concludes with the 

pension institution defines the practical modalities such as, for example, 

the retirement age of the VAPW, the reserves acquired and the benefits.  

It is also the pension institution that informs the employee annually  

by means of a pension overview. 

As an employer, you can conclude a framework agreement with a pen- 

sion institution, but this is not obligatory. Within that framework, em- 

ployees can then conclude a pension agreement with a pension insti-

tution. However, this does not change the role and responsibilities of 

the employer. Your employees are however free to enter into a pension 

agreement with another pension institution, completely outside any 

framework agreement.

THE FINANCING OF THE VAPW
It is only the employee who finances the VAPW. This is done via a deduc- 

tion from the net salary. The employer is only the intermediary. You are 

responsible for the deduction from the net salary of the employee and  

the payment of the employee contribution to the pension institution.  

The employer does not intervene further in the financing of the VAPW. 

Thus no employer’s contribution is possible. 

The employee specifies the amount of the pension contribution himself or 

herself. Each year, the employee can specify the amount to be deposited in 

the VAPW himself or herself.

A MAXIMUM ANNUAL CONTRIBUTION
There is no minimum contribution, but there is a maximum. The maximum 

annual contribution is the difference between 3% of the reference salary 

or 1,600 euros (amount after indexation for the year 2018, non-indexed 

basic amount = 980 euros) and any pension rights accrued in the second 

pillar during a reference period. 
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 EXAMPLE 

An employee earns a gross salary of 34,800 euros gross per year. With the VAPW, he or 

she builds up a supplementary pension in the second pillar for the first time. The 3% 

limit is then 1,044 euros. The employee can nevertheless make an annual contribution of 

1,600 euros. 

 

A colleague with a gross salary of 55,000 euros per year can contribute more to the 

VAPW. The 3% limit for him or her is 1,650 euros.

 

To determine the reference salary and this reference period, the year 

of accrual (the year N) does not count, but the salary and pension rights 

accrued two years earlier (the year N-2) are used. The reference salary is 

equal to the full gross wage as subject to social security contributions. 

The ceiling is therefore lowered by the amount of the contributions that  

were paid two years previously to, for example, a group insurance policy 

with a previous employer. In this way, the VAPW must be limited to wor- 

kers with no or with a very low supplementary pension. In practice how- 

ever, this will not always be the case. It is not because an employee two 

years ago with a previous employer could count on a substantial employer 

contribution to the group insurance, that this is still the case with the new 

employer. However, this employee cannot participate in the VAPW.

THE RETURN
The employer may not guarantee a return. This is different than with 

the supplementary pensions in the second pillar that the sector or the 

employer organises. For a supplementary pension “fixed contributions” 

and “cash balance”, the investment risk for the employee is limited by a 

minimum return guarantee. The employer or sectoral organiser has the 

obligation to ensure that, upon retirement or transfer of their reserves 

after leaving service, employees receive back at least the contributions 

paid in, capitalised at a legally determined interest rate (1.75% as from 

2016). If there is a deficit, the employer or the sectoral organiser must 

make up the shortfall. 

With the VAPW, the employee is free to choose the insurer or institution 

for the occupational retirement provision. This free choice of the employee 

means that no minimum guaranteed return applies and that the employer 

never has to pay.

IN PRACTICE
The employee must inform the employer in good time of the amount and 

periodicity of the deduction (e.g. annual or monthly). This must be done 

at least two months in advance. The employee must also inform the 

employer two months in advance of any modification or termination.  

Such a change can also be made a maximum of twice per calendar year. 

If the employment contract with the employee ends, the employer auto-

matically stops the deductions and payments.

THE TAX BENEFIT
The premiums in the VAPW produce a tax benefit of 30%. In addition,  

less tax needs to be deducted at source.
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 EXAMPLE 

The employee with a gross salary of 34,800 euros gross per year and an annual  

contribution of 1,600 euros receives a tax benefit of 480 euros. 

 

The annual contribution of 1,650 euros from the colleague with a gross salary of  

55,000 euros provides a tax benefit of 495 euros.

 

The tax reduction only applies if the maximum annual contribution is 

respected. The 80% rule must also be complied with. In addition, the 

employee must pay an insurance tax. The employee must pay a 4.4%  

tax on each premium. 

The tax benefit of the VAPW can be combined with individual pension 

savings. Nothing in the draft text limits this.

WORTH IT?
The tax reduction makes the VAPW attractive. An employee with little 

savings discipline still builds up a pension savings pot through deductions 

made by the employer from his or her net salary. Because there is no 

minimum return guarantee, the employee himself or herself is respon-

sible for the choice of pension institution. Furthermore, an employer’s 

contribution to a group insurance is more attractive because the employee 

finances the VAPW himself or herself with the net salary, after deduction 

of social security contributions and taxes.

Els Poelman

Peggy Criel

Yves Stox

Isabelle Caluwaerts
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