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02. Are there particular pre-screening measures that
need to be taken when engaging a financial services
employee? Does this vary depending on seniority or
type of role? In particular, is there any form of
regulator-specified reference that has to be provided
by previous employers in the financial services
industry?

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

There is a general obligation on employers in the Isle of Man to undertake legal working checks to ensure
that the prospective employee has the right to work lawfully in the Isle of Man.

In addition, financial institutions must take reasonable steps to ensure that individuals who perform any
regulated activity in the course of their employment, or under any contract with the financial institution, are
fit and proper for the tasks they perform, by providing adequate training and supervision and (where
necessary) undertaking additional checks. Where the financial institution wishes to employ an individual in
a Controlled Function, the financial institution must carry out sufficient due diligence to satisfy itself that
the candidate is fit and proper to perform the proposed functions.

There are two types of Controlled Functions, those that require notification to, and acceptance by, the IoM
FSA and those that require notification only. In either case, the financial institution is required to notify the
IoM FSA of the appointment or intended appointment of certain key roles at least 20 business days before
the appointment takes effect. Where the Controlled Function also requires acceptance, the financial
institution will require the IoM FSA’s consent to the appointment of a prospective candidate to a particular
role. It is recommended that job offers in such circumstances are made subject to the written acceptance of
the loM FSA.

While the loM FSA does not specify any particular pre-screening measures, it provides guidance on the
nature of the expected due diligence that it would expect a financial institution to carry out, particularly
where the individual will be undertaking a key role. Such due diligence includes carrying out a professional
body check (ie, any memberships held and if disciplinary action has been taken), capacity check[1],
criminal record check, credit check and website checks. The financial institution should also consider the
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individual’s qualifications, training and competency.

The loM FSA may ask for evidence of the due diligence carried out by the financial institution at any time,
either remotely or during a supervisory visit.

The loM FSA recommends financial institutions request a reference from the prospective candidate’s
current employer and previous employers covering, as a minimum, the past ten years of employment.

[1] For instance, does the individual have enough time to devote to the role when considering other roles
held with the regulated entity and other roles held elsewhere?

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence

Under Dutch law, all financial services sector companies must make substantiated assessments on the
reliability and integrity of candidates to be appointed in integrity-sensitive positions. However, in practice,
almost all financial services sector companies have made a pre-employment screening mandatory for all
candidates (for any position).

The exact pre-screening process differs per financial service industry and company. In general, the
following components are part of the pre-screening process: proof of identity; insolvency check; highest
level of education; work experience (reference check); certificate of conduct (VOG, see question 3); and an
integrity questionnaire.

Reference checks that go back five years are common in the financial services sector.

Last updated on 16/04/2024

03. What documents should be put in place when
engaging employees within the financial services
industry? Are any particular contractual documents
required?

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

As a matter of general Isle of Man employment law, employers must give employees written particulars of
their terms and conditions of employment within four weeks of them starting work, pursuant to section 8 of
the Employment Act 2006. This mandatory information includes (but is not limited to) the names of the
employer and employee; the date of commencement of employment and the date when continuous service
began for statutory employment rights purposes; scale or rate of remuneration; hours of work; and holiday
entitlement. Typically, a written employment contract will contain the relevant information and satisfy
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these requirements.

Financial institutions should also ensure that contracts of employment reinforce the requirements of
meeting and maintaining the employee’s “fit and proper” status.

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence

All employees must provide identity documentation and required diplomas to the financial services sector
employer (including relevant Wft diploma(s), see question 4).

Before entering into an employment agreement, almost all financial services sector companies require a
certificate of conduct (VOG). A VOG is a document by which the Dutch minister of legal protection declares
that a candidate's (judicial) past does not constitute an obstacle to fulfilling a specific task or position.
When assessing a VOG application, the Dutch minister of legal protection checks whether a candidate has
criminal offences to his name that pose a risk to the position or purpose for which he is applying for the
VOG.

Last updated on 16/04/2024

04. Do any categories of employee need to have
special certification in order to undertake duties for
financial services employers? If so, what are the
requirements that apply?

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

Yes, please see question 2.

Any individual performing a prescribed key role must be pre-approved by the oM FSA and be certified as
“fit and proper”. The oM FSA has issued detailed guidance for financial institutions that set out the criteria
that they normally apply in considering the fitness and propriety of individuals who wish to undertake
Controlled Functions. Appendix 2 of the guidance contains a table setting out which Controlled Functions
require consent and which functions are notification only.

Guidance can be found here:
https://www.iomfsa.im/media/2464/regulatoryguidancefitnessandpropriety.pdf

Last updated on 17/04/2024
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According to Dutch law, financial services sector companies must guarantee the quality of their services.
This means, among other things, that they must have skilled employees for the subjects on which they
advise. After all, the consumer must be able to trust that an employee has the right knowledge and skills to
provide appropriate advice.

Therefore, all financial services sector employees with substantive customer contact must have up-to-date
professional competence at all times. This means that employees must be skilled, aware of current
developments in their field, and can apply these in their work. The obligation to maintain up-to-date
professional competence at all times is an open standard. Financial services companies may, therefore,
decide for themselves how to implement this standard.

There is, however, a mandatory Wft diploma requirement for employees who provide financial advice.
Which products and services an employee may provide advice on depends on the specific Wft diplomas he
or she has obtained (after passing an exam). A Wft diploma is valid for a definite period (with a maximum of
three years). To renew a Wft diploma, an employee must pass a new exam.

Furthermore, all candidates who will (co-)determine the policy of a financial services company must also be
assessed by local authorities and will be tested for reliability and suitability.

Last updated on 16/04/2024

05. Do any categories of employee have enhanced
responsibilities under the applicable regulatory
regime?

@ Isle of Man
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at Cains

Employees who carry out a Controlled Function will have a duty of responsibility to ensure compliance with
the financial institution’s ongoing regulatory requirements.

Last updated on 17/04/2024
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Author: Sjoerd Remers
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The reliability, propriety and fitness of (supervisory) directors and executives in the financial services
sector, as well as employees in an integrity-sensitive position, must be “beyond doubt”. This is also
assessed by local authorities.

Last updated on 16/04/2024

06. Is there a reaister of financial services emplovees
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that individuals will need to be listed on to undertake
particular business activities? If so, what are the
steps required for registration?

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

The loM FSA maintains a public register of entities that are regulated by them. The register lists the classes
of regulated activity that the licence holder is authorised to carry out. However, there is no prescribed list
or public register for financial services employees that individuals need to be included in to undertake
regulated activities.

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence

There is no mandatory register for Dutch financial services employees.

Companies in the financial sector, however, must have a licence to provide financial services. Local
regulators are responsible for the issuance of such licences. Companies in the financial sector with a license
are published by the local regulator on a public register.

Last updated on 16/04/2024

08. Are there particular training requirements for
employees in the financial services sector?

@ Isle of Man
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at Cains

The IoM FSA’s “Training and Competence Framework” sets the minimum standards that must be achieved
by individuals working in the financial services industry. The framework sets out the oM FSA’s expectations
regarding competency, not only for employees who carry out a Controlled Function (and who are subject to
fitness and propriety criteria) but for all staff.

The framework is split into two segments: general training and competence requirements for all staff; and
training and competence expectations for Controlled Functions and Other Functions - essentially additional
expectations for individuals undertaking or aspiring to undertake certain Controlled Functions or other
designated functions.

The IoM FSA also sets requirements concerning continuing professional development (CPD) for different
types of regulated entities and staff at different levels. For example, Rule 8.5 of the Rule Book specifies
that directors and key persons within a licence holder must undertake a minimum of 25 hours of relevant
CPD per year or meet the level prescribed by their professional body (where higher). There are further CPD
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requirements on individuals who provide investment advice to retail investors.

Even absent a prescribed minimum level of CPD, the IoM FSA believes that ongoing training and CPD for all
financial services staff and officers is good practice. Such training and CPD should be relevant to the role of
the individual and take account of new developments (ie, changes to tax legislation, new regulatory
requirements and new products).

Last updated on 17/04/2024
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Please see question 4.

Last updated on 16/04/2024

09. Is there a particular code of conduct and/or are
there other regulations regarding standards of
behaviour that financial services employees are
expected to adhere to?

@ Isle of Man
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at Cains

Yes, financial institutions are required to comply with the rules and standards of conduct as set out in the
Rule Book (as a minimum).

Financial institutions must notify the loM FSA of any departure or intended departure of an employee who
undertakes a Controlled Function within ten business days. Furthermore, where a financial institution
discovers an event which may lead to a final warning being given to, or other serious disciplinary action
being taken against, any of its employees, the financial institution must inform the loM FSA within ten
business days. The notice must specify the event, and the name of the employee where the employee
holds a Controlled Function or is a “key person”. Where the employee is not a “key person” and does not
hold a Controlled Function role, the financial institution is not required to inform the IoM FSA of the name of
the employee unless - following an investigation - the employee is given a final warning or other serious
disciplinary action is taken (in which case, the financial institution will have to inform the IoM FSA of the
employee’s name at that point).

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence
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Under Dutch law, financial services companies must maintain integrity and ensure safety, stability and
integrity within their company. This also means that financial services companies must prevent their
employees from committing criminal offences, other violations of the law or socially inappropriate
behaviour that undermines confidence in the financial services sector or financial markets. For these
reasons, it is common to implement company-specific codes of conduct.

There are many statutory general regulations and standards of behaviour that financial services employees
are expected to adhere to. Moreover, all industries have their own specific industry-wide guidelines and
codes of conduct.

An important statutory obligation for directors, (other) policymakers and employees with customer contact
is to take an oath or promise before entering into employment. The oath or promise contains a declaration
that - among other things - the employee will perform his or her duties with care and integrity, will put
customer interests first and will make every effort to maintain and promote confidence in the financial
services sector.

In addition to the oath or promise as mentioned above, there is also the “banker's oath”. This oath goes
further than the oath or promise mentioned above and is mandatory for all employees who work for banks.

Breaching guidelines, codes of conduct or the statutory oath could lead to disciplinary sanctions being
taken by the company itself (such as termination of the employment contract) or by disciplinary supervisors
(such as a reprimand or a fine).

Last updated on 16/04/2024

10. Are there any circumstances in which
notifications relating to the employee or their
conduct will need to be made to local or international
regulators?

@ Isle of Man
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at Cains

Yes, please see question 9.

Financial institutions in the Isle of Man are required to comply with various statutory requirements.
Breaches of those statutory requirements impose an obligation on the relevant entity to self-report to the
loM FSA. While ordinarily, businesses will endeavour not to supply information about individuals within the
business to the regulator as part of this reporting, from time to time this may be necessary to comply with
their regulatory obligations. Where this is the case, usually the regulator will be asked to use their powers
of compulsion to seek the information rather than such information being given voluntarily. This is
particularly the case where the regulator may have formed concerns about an individual’s fitness and
propriety and wishes to investigate this further.

Regulators from other jurisdictions may use certain reciprocal agreements and reciprocal enforcement
legislation to seek information from the IoM FSA or more directly from a financial services business. Where
such requests are made, this may include information about individual employees (ordinarily those
exercising Controlled Functions). However, any mechanism for reciprocal enforcement or exchange of
information is subject to scrutiny and such information would normally only be offered by an employer
under compulsion.
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Financial services companies must report to local regulators any behaviour or event that poses a serious
threat to the ethical conduct of the business of the company or may affect the reliability of policymakers,
sound and controlled business operations and continuity.

Furthermore, there are several local disciplinary authorities where reports can be made about financial
services employees who fail to comply with Dutch law, guidelines and rules of conduct.

Last updated on 16/04/2024

11. Are there any particular requirements that
employers should implement with respect to the
prevention of wrongdoing, for example, related to
whistleblowing or the prevention of harassment?

@ Isle of Man
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at Cains

Yes, from 1 January 2017 financial institutions must have an internal whistleblowing policy in place.
Financial services employees are encouraged to first raise issues with their employer. However, employees
may also raise serious concerns with the IoM FSA if they remain unsatisfied at the end of the employer’s
process.

Under employment legislation, if an employee is dismissed because they have made a “protected
disclosure” (ie, blown the whistle), that dismissal is automatically unfair. Compensatory damages for
whistleblowing are uncapped in the Isle of Man Employment and Equality Tribunal.

While there is no sector-specific guidance on harassment in the workplace, all employers have a legal duty
to ensure that employees are not harassed at work (this would extend to bullying and being subjected to
discrimination). Failure to have and enforce appropriate policies on bullying and harassment is likely to
impair any defence that the employer may raise to a legal claim because it will not be able to show that it
took “all reasonable steps” to prevent such acts.

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence

Financial services companies must create a safe and healthy work environment. Furthermore, financial
services sector companies have a statutory responsibility to protect consumers from unethical,
unprofessional and negligent behaviour and services. In this regard, it is advisable (and common) to
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implement an internal code of conduct.

Under Dutch law, financial services companies must set up an internal reporting procedure (with specific
requirements) where suspected misconduct can be reported.

Last updated on 16/04/2024

12. Are there any particular rules or protocols that
apply when terminating the employment of an
employee in the financial services sector, including
where a settlement agreement is entered into?

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

Terminating an employee’s employment must occur in accordance with the terms of their contract,
otherwise the employer risks a claim for wrongful dismissal.

Additionally, financial institutions have certain notification obligations to the oM FSA as outlined in question
10. Where a settlement agreement is entered into in respect of the exit of an employee and a factor in their
departure is a disciplinary issue, the loM FSA will usually wish to know the terms of, and circumstances
leading to, the settlement agreement. In particular, the oM FSA will want to understand whether the reason
for the termination was a systemic failure on the part of the financial institution or an issue with the
individual and their capability or conduct. The settlement agreement cannot prevent an employee from
making a protected disclosure and must not require the employee to warrant that they have not made a
protected disclosure.

Last updated on 17/04/2024

= Netherlands

Author: Sjoerd Remers
at Lexence

There are no particular rules or protocols that apply when terminating the employment of financial services
employees.

Please see question 7 for more information on severance payments.

Last updated on 16/04/2024

13. Are there any particular rules that apply in
relation to the use of post-termination restrictive
covenants for employees in the financial services
sector?


https://www.internationalemploymentlawyer.com/profiles/katherine-sheerin
https://www.internationalemploymentlawyer.com/profiles/lindsey-bermingham
https://www.internationalemploymentlawyer.com/profiles/kirsten-porter
https://www.internationalemploymentlawyer.com/profiles/emily-johnson
https://www.internationalemploymentlawyer.com/profiles/sjoerd-remers

@ Isle of Man

Author: Katherine Sheerin, Lindsey Bermingham, Kirsten Porter, Emily Johnson
at Cains

The IoM FSA does not regulate the use of post-termination restrictive covenants for employees in the
financial services sector. Post-termination restrictive covenants will be a matter of contract and will
typically include non-compete, non-solicitation and non-dealing restrictions. These are subject to the same
common law rules on interpretation and enforceability as in any other sector. Restraint of trade provisions
are, in principle, contrary to public policy as a result of which it is for the employer to justify the length and
scope of the restrictive covenant and show that it goes no further than necessary to protect its legitimate
business interests. If a restraint is considered to be excessive, the courts will not generally rewrite or
modify it to make it enforceable and, therefore, the whole of a defective covenant could fall away or be of
no effect.

Last updated on 17/04/2024

< Netherlands

Author: Sjoerd Remers
at Lexence

There are no particular rules that apply concerning the use of post-termination restrictive covenants for
financial services employees.

Last updated on 16/04/2024
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