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Introduction  

SID banka d.d., Ljubljana (hereinafter: SID Bank or the Bank) draws up the remuneration report in 

accordance with Article 294b of the Companies Act (ZGD-1), which requires an undertaking whose 

securities are traded on a regulated market to draw up a clear and understandable remuneration report, 

providing a comprehensive overview of the remuneration, including all benefits in whatever form, 

awarded or owed during the most recent financial year to individual members of the management and 

supervisory bodies, in accordance with the remuneration policy. 

Where information about remuneration is cited within the framework of the annual report or the 

disclosures under Pillar 3 of the Basel framework, the remuneration report makes reference to that 

source. 

The report clarifies how the total remuneration complies with the adopted remuneration policy, 

including how it contributes to the long-term performance of the undertaking, and provides information 

on how the performance criteria were applied to the awarding of benefits in whatever form. 

The remuneration policy and practices are consistently aimed at fulfilling the objectives of the Bank’s 

business strategy, and are aligned with its risk profile and risk-bearing capacity. The key internal bylaws 

in that respect are the remuneration policy for members of the management body, which in accordance 

with Article 294a of the ZGD-1 is published on the website, and the remuneration policy applying to all 

other employees (hereinafter the two bylaws are referred to as the remuneration policy). 

 

Management and supervisory bodies – composition and number of sessions  

The implementation of the remuneration policy is managed and supervised within the framework of the 

management body by the management board, the nomination and remuneration committee, and the 

supervisory board. 

One member of the supervisory board, Janez Tomšič, saw his term of office end on 11 September 2025.  

Composition of the supervisory board as at 31 December 2025: Matija Šenk (chair), Leo Knez (deputy-

chair), Nataša Damjanovič, Marjan Divjak, Dr Katja Lautar and Marko Tišma.  

 

The supervisory board met at 13 ordinary sessions and three correspondence sessions in 2025. 

Composition of the nomination and remuneration committee as at 31 December 2025: 

 

• Marko Tišma (chair) 

• Matija Šenk (deputy-chair) 

• Nataša Damjanovič 

The nomination and remuneration committee met at eight sessions in 2025. 

The composition of the management board was as follows in 2025: 

• Borut Jamnik (president of the management board) and Stanka Šarc Majdič (member of the 

management board) 
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Remuneration policy in 2025  

The Bank performed well in 2025. The annual report for 2025 analyses its performance during the year, 

and highlights the achievement of key business and financial performance indicators. 

In addition to SID Bank, the SID Bank Group (also referred to as “the Group”) includes the Centre for 

International Cooperation and Development or CMSR (an institution), the Prvi Faktor Group (a joint 

venture), SID Upravljanje premoženja and SID Kapital. SID Bank is a co-founder of the CMSR, in which it 

does not have any financial stake, but holds 33% of the voting rights. Under the principle of immateriality, 

SID Bank does not include the CMSR or the Prvi Faktor Group in consolidation, in that their total assets 

together amount to less than 1% of SID Bank’s total assets, but the subsidiaries SID Upravljanje 

premoženja and SID Kapital were included in the consolidated financial statements for 2025.  

The remuneration policy applies to the Bank and to the senior management of the subsidiaries, in the 

territory of Slovenia alone. 

The upper limit on the basic salary for performance of the function and the session fees for members of 

the supervisory board is set out in the remuneration policy for members of the management body. The 

implementation of the remuneration policy is set out by a resolution of the general meeting. The various 

categories of remuneration of supervisory board members complied with this resolution in 2025. 

Information about the remuneration of the supervisory board members is provided in the table below. 

The remuneration of members of the management board is set out by the remuneration policy for 

members of the management body, which takes account of the law governing the remuneration of 

managers of undertakings with majority ownership held by the state (the ZPPOGD). The remuneration 

of the senior management of the subsidiaries is also set out by the remuneration policy. The various 

categories of remuneration of management board members and senior management of the subsidiaries 

complied with the aforementioned regulations in 2025. 

The Bank and the subsidiaries did not issue any shares or share options in 2025 for the purpose of 

implementing the remuneration policy. The Bank and the subsidiaries did not enforce clawback 

provisions, and did not engage any external advisors in the area of implementing the remuneration 

policy in 2025. 
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Total remuneration awarded/paid to the members of the management and supervisory 
bodies in the 2025 financial year  

Remuneration of supervisory board members 
      

(EUR) 

 

 

Name Function  

Gross payment 

for performance 

of function  

Gross 

session fees  Gross total  

Gross 

reimbursement 

of expenses  

Other 

benefits 

(liability 

insurance)  

Matija Šenk chair of supervisory board 

(since 18 Sep 2025) 

24,646 7,095 31,741 0 571 

member of supervisory board 

(until 17 Sep 2025) 

deputy-chair of risk committee 

deputy-chair of nomination 

and remuneration committee 

Janez Tomšič chair of supervisory board 

(until 11 Sep 2025) 

18,302 2,695 20,997 0 428 

member of nomination and 

remuneration committee (until 

11 Sep 2025)  
Leo Knez deputy-chair of supervisory 

board 

25,253 8,371 33,624 0 571 

chair of audit committee 

member of risk committee 

Marko Tišma member of supervisory board 23,753 8,811 32,564 1,210 571 

chair of nomination and 

remuneration committee 

deputy-chair of audit 

committee 

Marjan Divjak member of supervisory board 21,698 5,995 27,693 0 571 

chair of risk committee 

member of strategic affairs 

committee (since 18 Sep 2025)  

Dr Katja Lautar member of supervisory board 19,823 7,271 27,094 0 571 

deputy-chair of strategic 

affairs committee (since 18 

Sep 2025) 

member of audit committee 

Nataša 

Damjanovič 

member of supervisory board 

(since 13 May 2025) 

12,261 4,070 16,331 200 384 

chair of strategic affairs 

committee (since 18 Sep 2025) 

member of nomination and 

remuneration committee 

(since 12 Sep 2025) 

Total   145,736 44,308 190,044 1,410 3,667 

 

Members of the supervisory board received fixed remuneration only, and the share of the total 

remuneration of members of the supervisory board that is fixed is therefore 100%. 
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Remuneration of management board members 

      (EUR) 

  
Name Sibil Svilan Goran Katušin Borut Jamnik 

Stanka Šarc 

Majdič 

    

Function 

president of 

management board 

until scheduled end 

of term of office on 

31 Dec 2021 

member of 

management board 

until scheduled end 

of term of office on 

31 Dec 2021 

president of 

management 

board since    17 

Apr 2023 

member of 

management board 

since      1 Jan 2022 

1 

Fixed 

remuneration 

Gross salary 0 0 240,342 215,280 

2 Leave allowance1 0 0 3,443 3,443 

3 Allowances 0 0 1,512 1,499 

4 Fringe benefits and insurance 0 0 6,771 5,698 

5 
Variable 

remuneration 

Paid currently 0 0 33,000 29,583 

6 Paid for previous years 7,123 1,536 0 0 

7 Current deferrals 0 0 33,000 29,583 

8   Termination benefit  0 0 0 0 

9   Clawback 0 0 0 0 

10   
Total payment (1+2+3+4+5+6+8-

9+12) 
7,123 1,536 285,068 255,502 

11   
Ratio of variable remuneration (5+7) 

to gross basic salary in previous year 
n.a. n.a. 27.50% 27.50% 

12   
Remuneration from undertakings in 

group 
0 0 0 0 

 

Comparison of the increase in remuneration of the members of the management and 
supervisory bodies in relation to the increase in remuneration of the Bank’s employees and 
the Bank’s performance  

Remuneration  2020-2021 2021-2022 2022-2023 2023-2024 2024-2025 

Increase in average employee salary at the 

Bank relative to the previous year  2.8% 5.1% 11.2% 3.5% 2.5% 

Increase in the fixed part of the salary of the 

management board relative to the previous 

year   2.3% 2.8% -6.4% 3.9% 0.0% 

Increase in the basic salary and session fees 

of the members of the supervisory board 

relative to the previous year  0.0% 0.0% 0.0% 0.0% 0.0% 

       

External comparisons  2020-2021 2021-2022 2022-2023 2023-2024 2024-2025 

Increase in average employee salary in the 

financial and insurance activities sector  5.0% 6.3% 8.6% 6.3% 1.9% 

Annual inflation rate  4.9% 10.3% 4.2% 1.9% 2.7% 

       

Performance indicators 2020 2021 2022 2023 2024 2025 

Balance sheet total (EUR thousand) 2,907,358 2,834,032 2,799,708 2,685,877 2,726,743 2,520,999 

Total loans to non-banking sector (EUR 

thousand) 1,091,560 1,199,698 1,382,527 1,428,171 1,328,427 1,293,491 

Book value per share (EUR) 153.42 158.47 145.29 156.18 163.13 167.04 

Net interest (EUR thousand) 23,193 28,006 24,214 30,170 34,846 28,177 

Net profit (EUR thousand) 8,490 24,030 8,251 15,638 9,027 5,264 

ROE after tax 1.8% 5.0% 1.8% 3.4% 1.8% 1.0% 

Long-term credit rating (Standard & Poor’s) AA- AA- AA- AA- AA- AA 

 
1 Leave allowance includes annual leave allowance and winter leave allowance. 



 

SID BANK - Remuneration Report 2025 | 5 

The basic salary of the management board is determined in accordance with the ZPPOGD, having regard 

for the Recommendations and Expectations of SDH. The average growth in the remuneration of the 

management board over the last five years remains behind the average growth in employee 

remuneration, while the remuneration of the members of the supervisory board saw zero growth over 

this period. The growth in the average salary is largely a reflection of the rise in annual inflation rates, 

and is supported by stable performance indicators, including fulfilment of the mandate under the ZSIRB 

and the realised profit. 

 

Information about other financial bonuses, benefits or services (third paragraph of Article 
294b of the ZGD -1) 

There were no additional financial bonuses, benefits or services awarded or provided by a third party to 

the members of the management board in connection with their activity as members of the management 

board. 

The members of the management board were not granted other benefits in the event of early 

termination of office or scheduled termination of office, including changes agreed in the last financial 

year, or set aside in advance. 

 

Design and structure of the remuneration system, key characteristics and goals of the 
remuneration policy  

The remuneration policy and practices were consistently aimed at fulfilling the objectives of the Bank’s 

business strategy, and were aligned with its risk profile and risk-bearing capacity. Another purpose of 

the remuneration policy is to promote adequate risk management in the future. The Bank took into 

account the fundamental principles set out in Article 190 of the ZBan-3 in a manner and to an extent 

appropriate to its size and internal organisational structure, and the nature, scale and complexity of the 

activities that it pursues, also taking into account that: 

• the governance system at the Bank is comprehensive, as it is set up for all important business 

processes (activities) and the decision-making at the Bank is organised centrally at the 

management board and/or its committees, with decisions on individual transactions made on 

the basis of predetermined general authorisations, as derived from the applicable rules on 

authorisations, and all decisions being adopted at the Bank’s registered office, given that it has 

no dislocated units; 

• in accordance with the ZSIRB, the Bank’s objective is not maximising profit, but conserving 

capital and achieving the effects of its mission, whereby all the Bank’s transactions are subject 

to the assessment of economic quality on the basis of international criteria; 

• unlike other commercial banks, the Bank provides only specific services and transactions 

(financing of corporates and banks), i.e. it does not provide the majority of services provided by 

other banks (e.g. the Bank does not take deposits from the public, does not provide retail 

services, does not manage current accounts for customers, does not provide payment services 

for customers, and does not provide investment services for customers); and 

• a large portion of the Bank’s portfolio is accounted for by less-risky direct investments (e.g. 

within the framework of loan funds and in entities of public law) and exposure to domestic 

banks. 
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The Bank ensures that the variable component of remuneration, including its deferred part, is only paid 

if payment is justified given the Bank’s financial position, and payment is based on the results of the 

Bank, the individual business unit and the employee in question. In the event of underperformance or 

an operating loss being recorded, the Bank sharply reduces variable remuneration. 

The assessment and awarding of variable remuneration are carried out on the basis of models and 

methodologies put in place at the Bank for the assessment of the job performance and commercial 

success of employees, organisational units and the Bank. For members of the management board, these 

models and methodologies are more precisely defined in the remuneration policy for members of the 

management body, in employment contracts, and in supervisory board resolutions. 

Management board members also have the right to remuneration dependent on the level of 

performance, which is determined with regard to targets that are met. The criteria for determining the 

performance-related remuneration of members of the management board are laid down by the 

supervisory board at the proposal of the nomination and remuneration committee, following the annual 

confirmation of the business strategy and the annual business plan. The criteria for awarding variable 

remuneration are divided into financial and non-financial criteria. The latter include the implementation 

of measures for the development of social responsibility, the management board’s cooperation with the 

supervisory board, the maintenance of reputation and the Bank’s credit ratings, and the various 

circumstances in which the Bank operated in the previous year. 

According to the ZPPOGD, the variable component of the remuneration of a member of the 

management board may not exceed 30% of the basic salary paid out to the member of the management 

board in a financial year. The variable component is determined by the supervisory board and its 

nomination and remuneration committee, and is paid once a year for the previous financial year, as a 

rule upon the adoption of the audited annual report. The methodology for awarding variable 

remuneration, the approach to assessing the performance of the Bank, organisational units and 

individual employees, and the approach to the final distribution of the components of variable 

remuneration are also detailed in the disclosures under Pillar 3 of the Basel framework. 

 

Linking remuneration to long -term performance 

The realisation of the annual business plan is the basis for awarding variable remuneration to the 

members of the management board. The realisation of the annual business plan has a significant impact 

on the long-term performance of the Bank, as it is conducive to the achievement of the Bank’s strategic 

goals, its economic and financial indicators, indicators in the area of risk management, reputation and 

other targets relevant to the Bank’s current and future performance. Having assessed the fulfilment of 

the framework strategic indicators, indicators of strategic activities and indicators of strategic results in 

relation to the implementation of the annual business plan, and having regard for the other elements 

set out in the employment contract, the supervisory board determined that the president of the 

management board and the member of the management board were entitled to performance-related 

pay for 2024 in the amount of 27.5% of the basic salaries paid for the 2024 financial year. The payment 

of 50% of the performance-related pay was made simultaneously with the performance-related pay for 

other employees, while the payment of the remaining amount was deferred in line with the remuneration 

policy and the employment contract. 
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The remuneration policy put in place ensures that the responsible persons at the Bank take account of 

the impact of planned payments of the variable component of remuneration, including any deferred 

component, on the calculation and planning of the Bank’s capital and liquidity. Should it be established 

that the performance of obligations or the achievement of objectives relating to capital or liquidity are 

jeopardised, the Bank will immediately implement a conservative variable remuneration policy. This was 

not necessary in 2025. To this end, provisions that facilitate a decrease or return of the variable 

component of the employee’s remuneration (clawback) intended for the payment and the deferred 

variable remuneration components from previous periods were included by the Bank in the employment 

contracts of all employees who in the scope of their powers or work duties and activities may have a 

material impact on its risk profile. 

 The Bank did not compensate for the reduced amount of the variable component of remuneration for 

previous years owing to the adjustment of remuneration to risks by increasing the variable component 

of remuneration in 2025. The remuneration policy stipulates that if the total variable remuneration of an 

employee exceeds EUR 50 thousand gross in a particular year, the respective part is deferred in the 

amount and for the periods specified in the remuneration policy, while a specific part (50%) of the 

variable remuneration of the members of the management board is also deferred in accordance with 

the ZPPOGD. Deferred payments to the members of the management board are cited in the disclosures 

under Pillar 3 of the Basel framework. In 2025 the Bank did not identify any grounds for clawback 

stipulated by the law governing companies, and thus it did not decide on the return of the variable 

component of remuneration already paid. 
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Independent auditor’s report  
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Appendix 1 

Additional information on the remuneration of members of the management bodies in 

accordance with the Recommendations and Expectations of Slovenski državni holding d.d. 

(December 2024) and the Governance Policy of Slovenski državni holding (May/June 2023) for 

voting at the Bank’s general meetings  

 

Point 6.9 of the Recommendations and Expectations of SDH requires companies at whose general 

meetings SDH exercises governance entitlements to “brief the general meeting or the founder on the 

remuneration policy for management and/or supervisory bodies, any changes thereto, and the 

remuneration of the management and supervisory bodies vested and actually paid in accordance with the 

Corporate Governance Code2 in the manner referred to in the Governance Policy of SDH”. Article 60 of the 

Governance Policy stipulates that “SDH will endeavour to ensure that companies brief the general meeting 

on the remuneration actually paid to members of the management body, at a minimum in the extent set 

out by the relevant appendix of the Corporate Governance Code”. The information about remuneration 

has already been disclosed in the Remuneration Report for 2025, and in the financial report of the SID 

Bank Group Annual Report 2025. Given that Article 60 of the Governance Policy expresses the 

expectation that the briefing will include additional information, this is presented in the table below.  

 

 

 Requirement Disclosure 

1. Gross basic monthly or 

annual remuneration as 

agreed in the contract with 

the member of the 

management body 

 

SID Bank’s 36th general meeting of 29 June 2023 was briefed on and approved the new remuneration 

policy for members of the management body. It stipulates the maximum allowed (fixed) payment, 

which is determined in accordance with the ZPPOGD and the Recommendations and Expectations of 

SDH.  

The employment contract sets out the basic salary of the president of the management board, which is 

lower than the maximum allowed amount, and stands at EUR 20,000 gross per month. The basic 

monthly salary of the other member of the management board is EUR 17,929.14 gross.  

The Basic salary of the managing director of the subsidiary SID Upravljanje premoženja is EUR 8,000 

gross per month, while the managing director of the subsidiary SID Kapital receives EUR 1,000 gross 

per month under the management contract.  

2. Average gross salary paid at 

companies in the group3 

during the previous financial 

year, i.e. for the year prior to 

the year of disclosure of 

remuneration of 

management bodies 

 EUR 5,239.56 

3. Gross amount of vested 

right to variable 

remuneration for previous 

financial year 

The awarded, current and deferred payments of variable remuneration in 2025 for both members of 

SID Bank’s management board are disclosed in the remuneration report. The managing directors of the 

two subsidiaries did not receive any variable remuneration in 2025.  

 
2 Corporate Governance Code for Companies with Capital Assets of the State (hereinafter: the Corporate Governance Code) 

3 The average gross salary in the group is calculated by dividing the sum of all gross wage costs of companies in the group (the 
“wages and salaries” item from the income statement, less the wages and salaries at companies not established in Slovenia) by 
the number of months that the group was trading as a going concern, and by further dividing the amount obtained by the total 
average headcount based on hours worked at all companies in the group. 
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4. Other rights agreed in the 

contract (for the previous 

year) in the sense of 

Recommendation 9 from the 

applicable 

Recommendations and 

Expectations of SDH, broken 

down by individual group of 

rights (generally a disclosure 

of the type of right and the 

maximum permitted amount 

or values under the contract)  

 

The maximum rights derive from the remuneration policy for members of the management body, as 

adopted at the general meeting; equivalent amounts are also included in the employment contracts with 

the two members of the management board. Detailed information on other rights actually exercised in 

2025 is presented in the table below (amounts in EUR): 

 

 

President of 

management 

board of SID 

Bank 

Member of 

management 

board of SID 

Bank 

Managing 

director 

of SID Kapital   

Managing 

director of 

SID 

Upravljanje 

premoženja  

until              

8 Oct 2025  

Managing 

director of 

SID 

Upravljanje 

premoženja  

since             

9 Oct 2025  

Leave allowance 3,442.83 3,442.83   848.02 

Fringe benefits 3,702.69 2,629.47 574.78 335.29 267.35 

Education and 

training 
12,671.07 10,000.00    

Voluntary 

supplementary 

pension 

insurance 

3,068.73 3,068.73   523.23 

Other 

remuneration 
       

Bonus for 

compulsory 

health 

insurance 

441.70 441.70   111.51 

Membership 

fees 
0.00 460.00    

Company car Volkswagen 

ID.7 Tourer    

Pro S 

Volkswagen 

ID.7 Tourer   

Pro S 

  

Mercedes 

Benz 

B 200d 

  
2025 

registration 

2025 

registration 
  

2016 

registration 

  

Residual value 

as at                

31 Dec 2025: 

49,247.87 

Residual value 

as at                

31 Dec 2025: 

49,178.14 

 

 

 

 

Residual 

value as at              

31 Dec 2025: 

285.77 
 

5. Amount of termination 

benefit agreed in the 

contract in case of early 

termination of office, and 

eligibility conditions 

Under the contract, the two members of SID Bank’s management board are entitled to a termination 

benefit in the amount of six times the last basic monthly salary if they are dismissed prior to the end of 

their term of office on grounds other than those referred to in the first, second and third indents of the 

second paragraph of Article 268 of the ZGD-1 and they do not enter into a new employment contract 

with the company after the termination of the contract. They are not entitled to a termination benefit if 

they terminate the employment contract themselves, unless the termination is due to health reasons that 

prevent them from further discharging their duties.  

The amount of the termination benefit is laid down in the remuneration policy for members of the 

management body, as approved at general meeting.  

The managing directors of the two subsidiaries have not agreed termination benefits in their contracts 

in the event of the early termination of their term of office. 

6. Information about any 

remuneration of members of 

the management bodies of 

companies received on the 

basis of their functions at 

subsidiaries or affiliates, the 

functions and gross amounts 

being disclosed for each 

company separately 

The two members of SID Bank’s management board did not perform any functions at subsidiaries or 

affiliates in 2025. The managing directors of the subsidiaries SID Kapital and SID Upravljanje premoženja 

also did not perform functions at subsidiaries or affiliates. 

 


