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Description

CILC follows its own employments conditions (“rechtspositieregeling” — RPR). The monthly salary is based on the functions and related salary scales of
the State public servants (Rijskambtenaren) without the extra’s offered by the State to their employees. The salary grading system can be found on the
CILC management information system and the CILC website. Each year the salaries are reviewed on the basis of the CPI inflation index and if possible we
will adjust the salaries according to the latest salary grid of the State (Rijksoverheid).

CILC has no bonus culture. However, in exceptional cases bonuses have been granted up to an amount of 2.000 euro based on group and individual
performances. The monthly salary of the staff is determined by the Board and the salary for the Board members by the Supervisory Committee.

The actual monthly salary (M) is the product of the hourly wage (HW) and the official working week (W), converted to a monthly figure as follows: M =
HW x W x 52/12.

CILC aims to provide market-based salaries to its staff. On the one hand, the remuneration policy provides an adequate valuation of employee
performance and on the other hand an incentive to further improve the performance of individual staff members, as well as the team.

Appointment

On appointment, the staff’s position is graded according to the salary scale for the respective position based on relevant professional experience. If the
staff member has already qualified for this function previously, a few increments will be awarded equal to the number of relevant years of professional
experience. This is at the Board’s discretion.

New staff members are initially offered temporary contracts. The policy is to use the maximum legal term of temporary contracts before a permanent
appointment is offered to limit the risks for CILC. In case of good functioning in the first year of a temporary contract, a new year contract may be
offered. After the last temporary contract combined with good performance a permanent contract may be offered if the economic conditions of CILC
allow for it.



Policy

The remuneration policy is designed and implemented by the board of CILC. The board has opted for a general and transparent remuneration policy to
avoid arbitrary and unclear decisions. CILC wants to be a transparent and trustworthy employer with clear-cut and explicit rules of the game. A salary is
an individual remuneration instrument, and no rights can be derived from the level of salaries of colleagues. The CILC remuneration policy aims at
ensuring an equal and transparent pay system that prevents too big differences between staff members in the same position

Scales

The salary scales are based on the organigram in which all functions at CILC are described and appreciated. The valuation is determined on the maximum
scale to be achieved for each particular function. The CILC remuneration scheme contains eight salary scales: scale 8 to 17. Each function has a starting
scale and a final scale.

Although it is always possible for someone to begin negotiations on her or his salary position at any time, contract extension or the provision of a
permanent appointment is in CILC's policy not a moment when salaries increase, other than the initially agreed salary. The guiding principles for the
Board for the implementation of the salary scaling scheme are rationality and minimization of arbitrariness.

Starting scale

New staff without relevant work experiences or who do not (yet) satisfy the experience requirements considered relevant for a function will initially start
in the starting scale with increment '0' upon entry. The following will also be called the start scale per function. This will apply until the staff member
meets the experience requirements relevant to the function. The performance of staff members is assessed according to a performance appraisal
procedure. The Board grades the position of each staff member according to the applicable salary scale based on the results of this assessment.

Increments

Salary increases are discussed for individual staff members once a year. Staff members can be given an annual increment (usually as of 1 January)
according to the applicable salary steps up to the maximum in that salary scale, but this is not an automatic practice. An annual increment is not a given
fact. Granting an increment is not only determined based on individual development, but it also based on the overall financial position of the
organisation. In consultation with the Supervisory Committee, the Board may decide to grant staff an increment for the next year. Staff members may be
granted one or more additional increments based on extraordinary progress in job performance.

Development progress and annual salary review
A decision as mentioned above should be based on the report of an annual development assessment, including interview. Each year, the Board holds a
development interview with the staff member. After discussing the development with the staff member concerned it is adopted by the employer.



The Supervisory Board (for the members of the board) and the board (for the other staff) may decide to give an increment or a one-off bonus to a staff
member based on extraordinary performance. The amount of a bonus is not fixed but has so far been put at a gross maximum of 2.000 euro. This will
only be the case in exceptional circumstances.



CILC functions and salary scales

Function Scale

Director 15, 16, 17
Deputy director 14, 15, 16
Senior project manager 11,12,13
Project manager 10, 11
Junior project manager 9, 10
Business controller 11,12, 13
Project controller 8,9, 10
Financial administrator 8

CILC salary scales from 1st of July 2022 (in euro based on 38 hours working week)

Step Scale 8 Scale 9 Scale 10 Scale 11 Scale 12 Scale 13 Scale 14 Scale 15 Scale 16 Scale 17

0 €2.818 €3.028 €2.957 €3.504 €4.092 €4.552 €5.126 €5.810 €6.531 €7.257
1 €2.887 €3.098 €3.098 €3.783 €4.248 €4.708 €5.343 €6.046 €6.786 €7.494
2 €2.957 €3.168 €3.265 €3.936 €4.396 €4.908 €5.575 €6.282 €7.020 €7.706
3 €3.028 €3.265 €3.504 €4.092 €4.552 €5.126 €5.810 €6.531 €7.257 €7.928
4 €3.098 €3.376 €3.783 €4.248 €4.708 €5.343 €6.046 €6.786 €7.494 €8.164
5 €3.168 €3.504 €3.936 €4.396 €4.908 €5.575 €6.282 €7.020 €7.706 €8.396
6 €3.265 €3.642 €4.092 €4.552 €5.126 €5.810 €6.531 €7.257 €7.928 €8.632
7 €3.376 €3.783 €4.248 €4.708 €5.343 €6.046 €6.786 €7.494 €8.164 €8.890
8 €3.504 €3.936 €4.396 €4.908 €5.575 €6.282 €7.020 €7.706 €8.396 €9.155
9 €3.642 €4.092 €4.552 €5.126 €5.810 €6.531 €7.257 €7.928 €8.632 €9.421
10 €3.783 €4.248 €4.708 €5.343 €6.046 €6.786 €7.494 €8.164 €8.890 €9.686




CILC salary scales from 1st of April 2023 (in euro based on 38 hours working week)

Step Scale 8 Scale 9 Scale 10 Scale 11 Scale 12 Scale 13 Scale 14 Scale 15 Scale 16 Scale 17

0 €2.902 €3.119 € 3.046 €3.609 €4.215 € 4.688 €5.280 €5.984 €6.726 €7.475
1 €2.974 €3.191 €3.191 €3.896 €4.375 €4.849 €5.504 €6.227 €6.990 €7.719
2 €3.046 €3.263 €3.363 €4.054 €4.527 €5.056 €5.742 €6.470 €7.230 €7.937
3 €3.119 €3.363 €3.609 €4.215 €4.688 €5.280 €5.984 €6.726 €7.475 €8.165
4 €3.191 €3.478 €3.896 €4.375 € 4.849 €5.504 €6.227 €6.990 €7.719 €8.409
5 €3.263 €3.609 €4.054 €4.527 €5.056 €5.742 €6.470 €7.230 €7.937 €8.647
6 €3.363 €3.751 €4.215 €4.688 €5.280 €5.984 €6.726 €7.475 €8.165 €8.891
7 €3.478 €3.896 €4.375 €4.849 €5.504 €6.227 €6.990 €7.719 € 8.409 €9.157
8 €3.609 €4.054 €4.527 €5.056 €5.742 €6.470 €7.230 €7.937 € 8.647 €9.430
9 €3.751 €4.215 €4.688 €5.280 €5.984 €6.726 €7.475 €8.165 €8.891 €9.703
10 €3.896 €4.375 € 4.849 €5.504 €6.227 €6.990 €7.719 €8.409 €9.157 €9.976




