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Executive summary 
 

• Objective  
 

The “Responsible Employer Policy” discloses our commitments to establish a workplace that 

allows everyone to participate in achieving our strategic and sustainable goals with a true 

sense of belonging.  

 • General framework 

This Policy is relevant to all BIL employees worldwide. In those situations where the BIL 

Group does not have full management control, we will exercise our available leverage to 

influence compliance with this Policy.  

BIL will always comply with applicable laws and Collective Labor Agreements that are in 

force.  

• Principles 

The success of our business is driven by the people who work for us, our human capital. Our 

goal is to build a strong corporate culture that brings out the best in people.  

Through this Policy, BIL applies the principles laid down by the United Nations Global Com-

pact. 
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1.  PURPOSE 

BIL (BIL Group hereafter) is a key player in the Luxembourgish financial market and has also 

dedicated Wealth Management offices in Switzerland and China as well as trading floors in 

Luxembourg and Zurich. We offer a broad range of services – from retail banking to insur-

ance going through Wealth Management, corporate banking and financial markets – to meet 

the needs of our local and international clients. 

The success of our business is driven by the people who work for us, our human capital. Our 

goal is to build a strong corporate culture that brings out the best in people. This Policy dis-

closes our commitments to establish an inclusive workplace that allows everyone to partici-

pate in achieving our strategic and sustainable goals with a true sense of belonging. While 

markets are moving fast, we must keep up the pace and stay ahead of the competition in the 

long term. 

Through this Policy, BIL applies the principles laid down by the United Nations Global Com-

pact, and more specifically Principles 1, 2 and 6:  

• Businesses should support and respect the protection of internationally proclaimed 

human rights and 

• Businesses should make sure that they are not complicit in human rights abuses and 

• Businesses should uphold the elimination of discrimination in respect of employ-

ment and occupation. 

Additionally, this Policy is aligned with the 2030 Agenda and the Sustainable Development 

Goals (SDG) and specifically with SDG 3: Good health & Wellbeing, SDG 4: Education, SDG 5: 

Gender equality, SDG 8: Decent work and economic growth, and SDG 10: Reduced inequali-

ties. 

2.  SCOPE   

This Policy is relevant to all BIL employees worldwide. In those situations where the BIL 

Group does not have full management control, we will exercise our available leverage to 

influence compliance with this Policy. BIL will always comply with applicable laws and Collec-

tive Labor Agreements that are in force. In situations where there is a conflict with interna-

tional norms, we shall seek to uphold our company values - defined in our Code of Ethics – 

and develop a response on a case-by-case basis. 

3.  COMMITMENTS 

To protect and enhance internationally recognized human rights of our employees – under-

stood, at a minimum, as those expressed in the International Bill of Human Rights (consist-

ing of the Universal Declaration of Human Rights and the main instruments through which it 

has been codified: the International Covenant on Civil and Political Rights and the Interna-



   
 

5 

 

P
O

LI
C

Y 
– 

R
ES

P
O

N
SI

B
LE

 E
M

P
LO

YE
R

 

tional Covenant on Economic, Social and Cultural Rights) coupled with the principles con-

cerning fundamental rights in the eight ILO core conventions as set out in the Declaration on 

Fundamental Principles and Rights at Work; this Policy covers every aspect of the employee 

lifecycle: 

3.1 RECRUITMENT  

The BIL Group is committed to:  

• Maintain and continuously improve an Employee referral system with a view to at-

tracting the best candidates on the labor market. Employees are awarded when they 

refer external candidates whom the bank goes on to recruit. 

• Run the interview (presentation of the company, position, competency review etc.) in 

a standardized and fair manner – as described in the internal “Recruitment man-

agement procedure”. There is a point of attention on the diversity of profiles that we 

select for interviews, in line with our diversity strategy. During the selection process, 

tests can be arranged depending on the position to be filled, the job grade in ques-

tion and the managerial skills required. 

• Involve both the human resources teams and the head of the business line or their 

representative in the recruitment process.  

• Hire employees with personal attitudes and professional skills enabling them to de-

velop a long-term relationship with the company. Therefore, special attention will be 

paid to ensure there is a strong alignment between candidate’s values and the BIL 

Group culture. Only relevant skills and experience and adherence to the BIL Group 

principles will be considered in employing a person. No consideration will be given to 

a candidate’s origin, nationality, religion, ethnicity, gender, disability, sexual orienta-

tion or age.  

• Offer successful candidates an attractive and fair remuneration package based on 

experience and skills, job requirements and best market practices to prevent any 

sort of discrimination resulting in unjustified gender gap in remuneration.  

• Inform unsuccessful candidates via letter/email or in person when rejecting the ap-

plications. Candidates with relevant experience and professional profile, who were 

not selected for a given position, will be kept on file for future recruitment (provided 

candidates’ consent, as per GDPR rules). 

• Provide a thorough onboarding and integration path to ensure new joiners to suc-

ceed in their positions and to embrace the BIL Group’s values and commitment to 

sustainable development. 

• Develop and communicate procedures – in consultation with relevant stakeholders – 

that promote equitable and transparent recruitment practices. 
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• Regularly monitor and assess the effective application of recruitment mechanisms 

and ensure continuous improvement together with our employees and employee 

representatives. We are also committed to provide candidates and employees with 

legitimate, accessible, predictable, equitable, transparent, rights compatible and 

source of continuous learning grievance mechanisms in all our operations.  

 

3.2 WORKING CONDITIONS 

The BIL Group is committed to: 

• Provide to all employees with adequate working conditions and a safe and healthy 

work environment.  

• Ensure decent working hours in compliance with all applicable regulations and laws 

for working hours. Overtime shall not be excessive, regular, remain voluntary and 

always compensated in compliance with applicable regulations and laws.  

• Offer adapted working conditions to allow employees to have a good balance of pri-

vate and professional life. It goes through flexible time, a system of work organisa-

tion that enables employees to accommodate day-to-day scheduling (duration and 

hours of work) to personal needs, compatibly to the business needs and the organi-

sation of work, which remain the overarching priorities. The management of emplo-

ees’ working time is defined through our internal “Flexitime management policy”. 

• Since April 2022, BIL has adopted a teleworking policy allowing each employee to 

work from home on a regular basis, the “Teleworking policy” is published internally 

for all employees.  Additional time arrangements such as part-time job are available 

upon request.  

• Provide employees with paid annual leave, maternity and parental leaves, extraordi-

nary leave, sick leave, union leave, social leave to encourage employees’ community 

investment and family leave in compliance with applicable laws and regulation. 

• Build relationships based on trust and respect of employees at all levels and aligned 

to our core values Create, Colaborate and Care. We do not tolerate any form of har-

assment or discrimination related to origin, nationality, religion, ethnicity, gender, 

disability, sexual orientation or age. BIL’s “Policy against moral & sexual harassment” 

clearly defines how BIL commits to maintaining a framework conducive to personal 

development in the workplace.  

• Regularly monitor and assess the effective application and quality of working condi-

tions and ensure continuous improvement together with our employees and em-

ployee representatives. We are also committed to provide employees with legitimate, 

accessible, predictable, equitable, transparent, rights compatible and source of con-

tinuous learning grievance mechanisms in all our operations.  
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3.3 REMUNERATION 

The BIL Group is committed to: 

• Offer attractive and competitive remuneration package based on experience and 

skills, job requirements and best market practices. We are committed to regularly 

benchmark through market studies performed by internal or external consultants, in 

order to verify the positioning of our remuneration packages in comparison to any 

given reference market. 

• Base remuneration on experience, skills and knowledge, job requirements and per-

formance; without consideration of origin, nationality, religion, ethnicity, gender, dis-

ability, sexual orientation or age. 

• Grant a fix component of remuneration, which always allows a decent level of living 

according to the local standards, irrespectively of the employee’s performance. 

• Align variable remuneration with short, mid and long-term collective and individual 

performance, the latter one being stricly assessed based quantitative but also ap-

propriate qualitative criteria in order to prevent excessive risk-taking behaviors. 

• Embed Environmental, Social and Governance (ESG) considerations and metrics in 

the remuneration framework of relevant employees – whose professional activities 

have a material impact on an institution’s risk profile.  

• Regularly monitor and assess the effective application and quality of the remunera-

tion system and ensure continuous improvement together with our employees and 

employee representatives. We are also committed to provide employees with legiti-

mate, accessible, predictable, equitable, transparent, rights compatible and source of 

continuous learning grievance mechanisms in all our operations.  

BIL’s “Remuneration charter”, published internally for all employees, defines the princi-

ples of remuneration applicable at BIL. 

3.4 TRAINING 

The BIL Group is committed to: 

• Provide a comprehensive and sound range training offer to support everyone’s learn-

ing and development without consideration of origin, nationality, religion, ethnicity, 

gender, disability, sexual orientation or age. 

• Empower people managers to support employees in the acquisition of on-the-job 

expertise through field coaching and exposure to relevant experiences, as one of the 

primary sources of learning. 
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• Define and implement talent programmes for high-potential and high-performer 

employees – for junior profiles and experienced ones, without consideration of 

origin, nationality, religion, ethnicity, gender, disability, sexual orientation or age. 

• Continuously improve training management mechanisms based on employees’ in-

put, management feedbacks and needs and employee representatives’ consultation.   

 

3.5 DEVELOPMENT & PERFORMANCE MANAGEMENT 

The BIL Group is committed to: 

•  Ensure that challenging objectives are set and effectively evaluated throughout the 

year by both employee and line managers to allow managers to reward high per-

formance and manage low performance with integrity.  

• Provide all employees with regular feedback on their performance and career aspira-

tions through sound tools and processes – including self-assessment tools and other 

assessment tools on ad hoc basis as per procedure described in the internally pub-

lished “Feedback model policy”. 

• Employees and managers should at least have an annual conversation that allows 

the employees to identify their own development goals and plan related actions. 

• Encourage employees to clarify and express their career aspirations and consider 

them by supporting personal development and offering career movements based on 

employees’ readiness and the business opportunities as they arise.  

• Base remuneration and promotions on performance from a result and behavior 

standpoint, as well as future potential. We are committed to ensure equal opportuni-

ties to career progression to all our employees based on meritocratical criteria with-

out consideration of origin, nationality, religion, ethnicity, gender, disability, sexual 

orientation or age.  

• Regularly monitor and assess the effective application of development and perfor-

mance management mechanisms and ensure continuous improvement together 

with our employees and employee representatives.  

 

3.6 EMPLOYEE RELATIONS 

The BIL Group is committed to: 

• Uphold the freedom of association of its employees and the right to collective bar-

gaining and set up structures throughout the company to proactively engage trade 

unions and employees in order to develop constructive relationships. 
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• Regularly monitor and assess the effective application of employee relations man-

agement mechanisms and ensure continuous improvement. Provide our employees 

with legitimate, accessible, predictable, equitable, transparent, rights compatible and 

source of continuous improvement grievance mechanisms in all our operations. 

 

3.7 RETIREMENT 

The BIL Group is committed to: 

• Undertake an active and rigorous succession planning process at all levels of the or-

ganization to ensure that there is a strong pipeline of successors ready to meet fu-

ture needs. 

• Ensure employees can decide whether to retire or work on; and make sure managers 

are able to discuss performance and development with workers of all ages, without 

making assumptions about age, and offer adapted career paths. 

• Tackle specific ageing challenges through a preventive health and wellness strategy. 

• Offer flexible working options to allow older employees to make a gradual transition 

between full-time work and retirement and to ensure an effective skills and experi-

ence transfer.  

• Regularly monitor and assess the effective application of retirement management 

mechanisms and ensure continuous improvement together with our employees and 

employee representatives. We are also committed to provide our employees with le-

gitimate, accessible, predictable, equitable, transparent, rights compatible and 

source of continuous learning grievance mechanisms in all our operations.  

 

4. DIVERSITY  

Considering the diverse composition of BIL’s workforce, in terms of origins, nationality, age, 

gender, background, expertise, etc., BIL regards diversity as an important aspect to manage 

as a responsible employer. As such, diversity is key in the group’s sustainability strategy.  

BIL has established a dedicated diversity strategy to ensure that actions are taken to im-

prove continuously how we embed diversity in our HR processes and in the management of 

our employees, with the objective to have a more inclusive workplace. 

The BIL group has as well published a Diversity charter that sets standards for diversity crite-

ria in the group’s management bodies. 

 

5. GOVERNANCE  

Line managers (N+1) have the prime responsibility for building and sustaining an environ-

ment where employees experience a sense of professional fulfillment and work with com-
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mitment and at the best of their capacity, in order to ensure our company’s success. There-

fore, the mission of our PCC team (People, Culture and Communication) is to provide profes-

sional guidance to line managers aiming to deliver superior business results by optimising 

the performance of our people, while ensuring exemplary working conditions.  

Where BIL Group has regulatory obligations to train staff on specific topics, internal controls 

are done by our BIL Academy team, who will report to the Compliance Team on all mandato-

ry trainings that have not been completed. 

 

6.  COMPLIANCE & MONITORING 

With the aim of identifying, preventing, mitigating and responding to any potential human 

resources risk related to our activities, and since these risks may change over time, the BIL 

Group conduct an ongoing process of risk identification and management in order to ensure 

the compliance with the commitments disclosed in our human resources policies. 

Since 2018, BIL is performing a bi-annual e-NPS (employee Net Promoter Score) survey. The 

employee Net Promoter Score (eNPS) is an effective way to track loyalty and pride for the 

organization. And it’s an important part of the engagement metrics. It measures employees’ 

willingness to recommend the organization as a good place to work, and whether they’re 

engaged and enthusiastic about their work.  

BIL’s corporate social responsibility is independently assessed every three years by the Insti-

tut National pour le Développement durable et la Responsabilité sociale des entreprises 

(INDR – National Institute for Sustainable Development and Corporate Social Responsibility). 

A label is thus awarded following a two-day audit carried out by a specialised consultancy 

commissioned by the INDR and covering also the “responsible employer aspects”. 

BIL is also a founding member of IMS. IMS – Inspiring More Sustainability – has been the 

leading network of Luxembourg companies involved in Corporate Social Responsibility (CSR) 

for more than 10 years, and BIL regularly participates to workshops and projects around 

improving its social dimensions. 

BIL is a member of ABBL (the Luxembourg Bankers’ Association) and active contributor to 

the working groups on sustainability projects coordinated by ABBL, namely the Diversity 

Working Group and the CSR Working Group 

BIL is also a signatory to the most stringent charters in terms of corporate social responsibil-

ity. On a social level: 

• The Luxembourg Diversity Charter  

• BIL is a signatory to the collective bargaining agreement for the financial sec-

tor in Luxembourg 
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7.  REPORTING 

The BIL Group will monitor and report, whenever it is possible, on a regular basis relevant 

KPIs related to the issues covered along this Policy. For more information on the steps we 

take to ensure that our operations uphold our commitments to responsibly manage human 

resources and how we measure progress to those commitments, please consult our Sus-

tainability reports available on our website at www.bil.com . BIL’s non-financial report has 

adopted GRI reporting standards. 

8.  REVIEW 

The BIL Group will periodically review this Policy to evaluate continued relevance, monitor 

compliance and drive continual improvement. We also welcome feedback from, and dia-

logue with, interested parties. All feedback and comments on this Policy should be sent to 

sustainability@bil.com 

 

 

 

http://www.bil.com/
mailto:sustainability@bil.com

