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General Comments 

Reading the guidelines in the context of past developments with regard to risk culture in the industry, 
they confirm what big international banks have already understood and have been implementing with 
regard to risk culture. It also shows that there is more work to be done by banks, and that these 
guidelines are helpful to understand which aspects the regulators will look at to assess the Risk 
Culture in a bank. Nevertheless, the guidelines should also consider that changing the Risk Culture of 
a firm is a long process, therefore the regulatory assessment and respective supervisory response need 
to take this into account when setting deadlines.  

 

Section 3.1.3: The board and senior management promote through actions and words a risk 
culture that expects integrity and a sound approach to risk. 

Regarding this section, the term “responsibility” should be added to the key characteristics and values 
of sound risk culture. The board is ultimately responsible for risk culture and risk taking in a bank but 
one of its key functions is to establish a culture of taking full responsibility for the risks across the 
organisation alongside the three lines of defence (front office, risk management, and internal audit) in 
order to avoid finger pointing if something goes wrong. Ultimately, everyone should understand that 
risk is everyone’s responsibility – the key principle of sound risk culture. Therefore, we would 
propose to change this section to the following: 

“The board and senior management promote through actions and words a risk culture that expects 
integrity, responsibility and a sound approach to risk.” 

 

Section 3.2.9: Breaches in internal policies, procedures and risk limits, as well as non-
adherence to internal codes of conducts, impact an individual’s compensation and 
responsibilities, or affect career progression including termination. 

It should be clearly stated that only those breaches in internal policies, procedures and risk limits 
which prove to be intentional should have an impact on the compensation and career of the 
employees that are responsible for them. We suggest changing this section by adding “proven 
intentional” at the beginning of the sentence. Therefore, the paragraph would be: 

“Proven intentional breaches in internal policies, procedures and risk limits, as well as non-
adherence to internal codes of conducts, impact an individual’s compensation and responsibilities, or 
affect career progression including termination.” 

We agree that non-adherence to a code of conduct should affect compensation and career prospects. 
However, if a breach of the internal policy occurs, i.e. if there is a divergence of the standard 
procedure, an individual assessment of this breach should be made. If a bank establishes a process to 
assess all breaches of policies, procedures and limits, they will be able to decide which ones are 
intentional, and therefore should have taken action against them, with a respective impact on 
remuneration or career progression. This means that there will no longer be a fear of following 
existing procedures which are not up-to-date but still binding, if there is a different method which is 
proven to have better results. In addition, limit breaches depend on how limits are set up (soft vs. 
hard) and if there is a technical system capability to allow employees to track limits in real time. If 
limit breaches occur, they should be reviewed and discussed by the institution’s governance, i.e. the 
relevant body and/or person that makes the decision. However, not all of them should automatically 
be linked to compensation and career decisions.  
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About WSBI (World Savings Banks Institute) 

WSBI – The Global Voice of Savings and Retail Banking 
 
WSBI brings together savings and retail banks from 90 countries, representing the interests of 
approximately 7,000 banks in all continents. As a global organisation, WSBI focuses on issues of 
global importance affecting the banking industry. It supports the aims of the G20 in achieving 
sustainable, inclusive and balanced growth and job creation around the world, whether in 
industrialised or less developed countries. WSBI favours an inclusive form of globalisation that is just 
and fair, supporting international efforts to advance financial access and financial usage for everyone. 
It supports a diversified range of financial services that responsibly meet customers' transaction, 
saving and borrowing needs. To these ends, WSBI recognises that there are always lessons to be 
learned from savings and retail banks from different environments and economic circumstances. It 
therefore fosters the exchange of experience and best practices among its members and supports 
their advancement as sound, well-governed and inclusive financial institutions. 
 
WSBI represents more than 6,150 financial institutions from 82 countries. At the end of 2011, these 
institutions operate through more than 227,000 branches and outlets, employ more than 2.2 million 
people and serve more than 600 million customers. Assets of member institutions amounted to more 
than US $15.6 trillion at the end of 2011. 
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