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	Zvw
	Health insurance law
	Zorgverzekeringswet


1 Introduction 

1.1 Background

Concerning field of corporate governance the executive compensation is an important issue. It is even more important in sectors that are almost completely financed with government money and even more when losses in these sectors become more often and increase steadily. 

Although the relationship between the executive compensation and the financial performance is widely investigated concerning international and Dutch listed organizations, still almost no (empirical) evidence exists concerning (semi-) government organizations.

This research concerns a study about the relationship between the executive compensation and the financial performance of the organization concerning Dutch healthcare organizations. Although the healthcare is one of the sectors which consists of almost only (semi-) government organizations, this research intents to add some literature to the small amount of existing literature that researches the relationship between the executive compensation and the financial performance of the organization.

1.2 Objectives

Generally, it has investigated that a weak relationship exists between the executive compensation and the organizational performance. These researches where generally performed in the United Kingdom (UK) or in the United States of America (US), although not especially concerning healthcare. With this research, new (empirical) evidence will added to the small base of known evidence concerning the Dutch market, especially the Dutch healthcare market.

The purpose of this research is to examine if a positive relation exists between the compensation of executives and the financial performance of their organization. 

Although the bulk of the national opinions seems consequently suggest that the compensation is too high, people seem to forget than one of the side effects of deregulation in Dutch healthcare is that organizations, most of the times based on their size and overall performance, need the best executive they can received. In addition, best people cost best money. 

Besides this, a research will be performing concerning if a difference in quality has influence on the executive compensation and / or on the financial performance of their organizations.

1.3 Problem definition

‘An increasing number of parties believe that (semi-) government organizations should not have executive’s compensation higher than the compensation of the prime-minister or the minister of the Department of National Health, Welfare, and Sports (NWS)’

The research question consequently has defined as:

Does a positive relation exist between the executive compensation and the financial performance of their organization in the Dutch healthcare?

To answer the before-formulated main question the next sub questions will answer:

1 What is the content of the term financial performance?

2 What is the content of the term executive compensation?

3 What is the content of the term Dutch Healthcare?

4 What is the content of the executive compensation concerning executives in Dutch 
      healthcare?

5 What is the financial performance of the Dutch healthcare organizations?

The five sub questions relate to the description of the subject. 

1.4 Methodology

In this research, both theoretic and empirical resources will use. The five sub questions will answer based on the common accepted theories and the scientific economic literature. This literature will create an overview of the scientific perspective and the different points of view within the academic world. All these elements together will result in a set of expectations concerning this research, which will result in hypotheses concerning this research. 

The empirical part of this research will base on DigiMV. DiGiMV is an electronic data storage in which all the financial data of the organization and the executive compensation are registered. Based on this information the research question will answer. 

1.5 Demarcation and limitations

At the start of this study, some demarcation and limitations need to expel.

1.5.1 Demarcation

The research is limited to the Dutch healthcare industry and within this to hospitals, mental care, valid care, nursery care, elderly care, and home care. Those organizations are the organizations that are restricted under the WTZi, and consequently obliged to publish their annual figures.

Besides this, only regular compensations are part of this research. Because the determination of these payments mostly will base on subjective incentives and on laws and regulation, golden handshakes and repatriation grants in this research will excluded.

Although the quality of the healthcare concerning the Ministry of National health, Wealth and Sport (NWS) is an important purpose, neither recently in these sub sectors nor in the Dutch healthcare as a total no official measurements are available. Consequently, quality in this research is a variable that not will be included.

1.5.2 Limitations

The influence of mergers and acquisitions of organizations, which increases the degree of difficulty regarding the comparability of organizations between years, can be qualified as a limitation. In addition, changes in executives during the years increase this difficulty. 

1.6 Structure

After this introduction, this paragraph briefly presents the general structure of the remainder of this research.

In order to present references concerning the subsequent chapters, in the second chapter some general accepted theories will comment. This chapter contains the agency theory, the stakeholder theory, the theory of the firm, and the stewardship theory. In chapters three to five the content of terms will comment, starting with the financial performance in chapter three, the executive compensation in chapter four and the Dutch healthcare in chapter five. After this, in chapter six the attention will focus on prior research. 

After all the general concepts have comment, the empirical part of the research is the centre of attention. In chapter seven, the research design will present. After that, the empirical part of this research will cover. The results based on the analysis will present chapter eight.

Finally, this research will be finished with the conclusion that will summarize the answers to the sub-questions and answer the research question in chapter nine. After signaling the limitations, the recommendations concerning further research will be a part of this concluding chapter.
2 Theory

This chapter contains some relevant theories behind the executive compensation and the financial performance.

2.1 Agency theory

 “Concerning more than two decades, the theory of markets with asymmetric information has been a vital and lively field of economic research. Today, models with imperfect information are indispensable instruments in the researcher's toolbox. Countless applications extend from traditional agricultural markets in developing countries to modern financial markets in developed economies.”

The information asymmetry theory describes the decisions process in which one party has more or better information than the other party. It is a commonly used theory, which will most commonly use in combination with the principal-agent problems.

Feeny and Wilcocks (1998) in their article described, concerning the MIT Sloan Management Review
, four types of interactions that in an organization can identified:
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Fenny and Wilcocks (1998) in addition, explain that identical interactions can identify between organizations and the market or stakeholders. They conclude that the nature and the quality of interactions will always affected by how much they know about each other’s interests, objectives, fears, and aspirations. These four interactions will identify below:

· Open discussion or review is possible when each side reveals what it knows to the other;

· The board fulfills its role as adviser when members share insights and experiences with management;

· Disputes are possible between management and the board when the line between management’s knowledge (of operations, concerning example) and that of the board is challenged by the board’s quest concerning further discussion or review;

· The danger zone is the space where neither management nor the board has knowledge about a situation (concerning example, competitor behavior or legal/ethical terrain).

Akerlof, Spence, and Stiglitz (2001) showed that, because of imperfect information, informational asymmetries could give rise to adverse selection. Akerlof’s (1970) essay about “The market of lemons” is one of the most common used studies in the literature of economics and information. In this essay, Akerlof explains two solutions concerning the problem of information asymmetry, signaling, and screening.

Signaling

Spence introduced the theory of signaling. It proposes that when people will confront with information asymmetry, it is possible concerning them to identify their type and send the information to the other party, which is ignorant, and consequently resolving the asymmetry.

Screening

Stiglitz introduced the theory of screening. It proposes that the ignorant party can induce the informed party to reveal their information. The ignorant party can have a list of options in such a way that their final choice depends on the amount of information received from the informed party.

Most common, information asymmetry has study in the context of the principal-agent problems:



(Source: http://economicobjectorvism.wordpress.com/2007/12/09/wga-update-the-not-so-basic-economics-of-industrial-action/)

Jensen and Meckling (1976) are the founders of the agency theory, a theory that cannot ignore when commenting the executive compensation. They define the agency theory as “…a contract under which one or more persons (the principal(s)) engage another person (the agent) to perform some service in their behalf which involves delegating some decision making authority to the agent”.

The agency theory predicts that a principal and an agent have different interests within or with the same organization. The principal, concerning for example the supervisory board, is for instance is interested in the growth and/or the profitability of the organization. However, the agent, for example the executive board, is more interested in personal gains and honor. Lambert (2001) describes four possible reasons concerning this conflict of interest: 

· The aversion from the principal to the efforts of the agent;

· Private consumption of the company resources by the agent;

· The difference in time horizons concerning the principal and the agent;

· The agent’s risk aversion.

These conflicts in addition can identify between a supervisory and an executive board. Consequently, the agency theory is applicable concerning executive compensation in which the supervisory board acts as the principal and the executives/executive board can be qualified as the agents. According to Bebchuck and Fried (2003), two possible links exist between the agency theory and the executive compensation. The first one is the “optimal contracting approach”, to maximize the principal’s interest; principles will assume to design compensation schemes to provide agents with efficient incentives. The other one is the “managerial power approach,” the executive compensation is not only a potential instrument concerning addressing the consequences of the agency problem, but as a part of the agency problem itself.

2.2 Stakeholder theory

Traditionally the shareholders or stockholders were the owners of a company, and to increase the shareholder value their needs are the main objectives. However, more and more organizations at present age face besides or instead of shareholders one or more stakeholders. These different parties, with different levels of interest in the organization, concern the stakeholder theory. In this theory, the resource-based view and the market-based view is combining with the socio-political view. To define the specific stakeholders of an organization Donaldson and Preston (1995) used this perspective in his normative theory:

[image: image3.emf]
(Source: Emerald Insight - http://www.emeraldinsight.com)

Due to Freeman (1984), the stakeholder theory attempts to address the principle of “who or what really counts”. The shareholder model over the years has evolved. Based on this evolution beside the shareholders, employees, suppliers and customers have added on the list of interest of an organization.

Donaldson and Preston (1995) describe that the core of the stakeholder theory is the “identification of moral pr philosophical guidelines concerning the operation of management of the corporation”. Mitchell et al. (1997) refine this by adding typologies to stakeholders, based on three attributes: 

· Power 

The means of a party to force through its own will in a relationship;

· Legitimacy

Structures and behavior that are generally accepted and expected;

· Urgency

The stakeholders claim on time sensitivity or criticality.

An objector of the stakeholder theory, Blattberg (2004), claims, “the interest of stakeholders can be, at best, compromised or balanced against each other”. He argues that the organizations are responsible concerning the decision-making in this the proportion of the interest of the stakeholders count.

2.3 Theory of the firm

The theory of the firm is a collection of several economic theories in which the nature of a firm / company / organization is describe including its existence, behavior, and relationship with the market. Because one of the founders of it, Berle and Means (1933) understood that the ownership of (American) firms was spread over several owners (principals), whom leave the direct control in the hands of managers (agents) who own very little to none equity, the theory of the firm can be assigned a result of the agency theory. 

Overall, concerning theories of the firm four main types exist:

· Transaction cost theory, Coase (1937);

· Managerial and behavioral theories, Baumol (1959 and 1961) and Williamson (1975);

· Resource-based theory of the firm, Wernerfelt (1984) and Rumelt (1984);

· Knowledge based theory of the firm, Wernerfelt (1984), Alavi and Leidner (2001).

Transaction cost theory

Coase (1937) develops one of the first theories about the theoretical relation between a firm and a market. His conclusion is that firms only exist because they want to avoid some of the transaction costs:



(Source: Absolute Astronomy - www.absoluteastronomy.com/.../Theory_of_the_firm)

According to Coase (1937), entrepreneurs begin to organize their business to gain growth when the external transaction costs are higher than the internal transaction costs. When the external transaction costs are lower than the internal transaction costs the firm most likely will downsized by outsourcing.

Managerial and behavioral theories

Because they believed that executives would seek possibilities to maximize their own utilities and watch at the consequences of this concerning the firm, Baumol (1959 and 1961) and Williamson (1975) challenged the transaction cost theory of Coase. This is in contrast with the understanding that the executive will search concerning profit maximizing. Consequently, this is a basis concerning the agency theory.

Behavioral theories, as in particular developed by Cyert and March (1963), try to explain in which way decision-making in a firm is established. They conclude that people have “limited cognitive ability and consequently they can exercise only ‘bounded rationality’ when making decisions in complex or uncertain circumstances”. In addition, they concluded that each individual within a firm has its aspirations and together that creates the conflicting interests between the employees of a firm. The decision-making within a firm and the behavior of a firm should be the result of these conflicting personal interests. 

Resource-based theory of the firm

The resource-based theory by Wernerfelt (1984) and Rumelt (1984) is base on “a competitive advantage of a firm lies primarily in the application of the bundle of valuable resources at the firm’s disposal”. The fundamentals concerning the theory are:

· Identification of a firms potentially key resources;

· Evaluation if these key resources are qualified as the VRIN-criteria
:

· Valuable 

According to Barney (1991) resources that increase firms’ strengths or decrease its weaknesses enables a firm to create value;

· Rare 

To create value concerning a firm a resource need to be rare in which the price of the resources is normally high because it can gain above average returns concerning the firm according to Dierickx and Cool (1989);

· In imitable 

The harder the valuable resources are to imitate, the more advantage a firm can realize by it. By Peteraf (1993) to explain, “firms might not be able to imitate a resource to the degree that they are able to compete with the firm having the valuable resource” the “isolating mechanism”, as described by Rumelt (1984), is used”.

· Non-substitutable 

Because otherwise competitors are able to counter the firms value creating resource and consequently decrease the advantage of that firm, according to Barney (1986) a resource should be non-substitutable;

· Because they can improves the performance of the firm, protecting the resources that match the VRIN-criteria.

Consequently, by having resources that deliver a sustainable advantage when right managed the resource-based view of a firm explains the ability of a firm to create more value than competitors do.

Knowledge-based theory of the firm

Due to the fact that a principal might have more knowledge than an agent, the knowledge-based theory of the firm, studied by Wernerfelt (1984), Alavi and Leidner (2001), concludes that ”knowledge is the most strategically significant resource of a firm”. In addition, Conner and Prahalad (1996) endorse this by communicating “…knowledge-based resources are the essence of the resource-based perspective”.

The knowledge-based theory is an enlargement of the resource-based theory and considers knowledge as the most important resource a firm can have. Grant (1999) assumes concerning his study that “knowledge is created and held by individuals, not by organizations”. Consequently, the factor labor concerning a company could acknowledge as the most important resource.

2.4 Stewardship theory

The stewardship theory can be qualified as the opposite of the agency theory. In the agency theory, is assume that agents will act in their own interest, instead of in the principal’s interest. According to Pratt and Zeckhauser (1985), “managerial actions depart from those required to maximize shareholder return”. Consequently, in terms of Jensen and Meckling (1976), “there is an agency loss of returns from what they would be if the principals, the owners, exercised direct control of the corporation”.
In the stewardship theory, other considerations about the managerial behavior are used. According to Etzioni (1975), “even when a manager may calculate that a course of action is unrewarding personally they may nevertheless carry it out from a sense of duty, normally induced compliance”. In addition, organizational sociologists, such as Silverman (1970) debated “that what motivates individual calculative action by managers is their personal perception”.

According to Davis, Schoorman, and Donaldson (1997) the main differences between the agency theory and the stewardship theory are:

	
	Agency theory

(agent)
	Stewardship theory

(steward)

	Motivation
	Extrinsic reward ($)
	Intrinsic reward (non $)

	Identification with the company
	Low
	High

	Use of power
	Institutional
	Personal

	Management philosophy
	Control orientated
	Involvement orientated

	Culture
	Individualism
	Collectivism


According to Donaldson (1990) and Barney (1990) the agent in the stewardship theory is a good steward, “who wants to do a good job and be a good steward of the corporate assets, without any problem of inherent, general problem of executive motivation”. Donaldson (1985) debates “the issue becomes if the organization structure helps the executive to formulate and implement plans concerning higher corporate performance”.

After commenting the main theories in this chapter -in chapter three, the content of the term financial performance will present.

3 The content of the terms: Financial performance and executive compensation

3.1 Theories regarding to financial performance

Standalone theories concerning financial (or more common used organizational) performance of a corporation are not that much available. Most of the times these theories are combined with for instance executive compensation In addition, with corporate governance, the use of earnings management or accounting policies. Several theories remain:

3.1.1 Positive Accounting Theory 

The Positive Accounting Theory (PAT) for the first time has described in the book of Watts and Zimmerman (1986): “Positive Accounting Theory”. It is a positive theory that, based on the actual circumstances, tries to predict future events. Due to Deegan and Unerman (2006) the theory has gained two perspectives, the “efficiency (ex ante) perspective” and the “opportunistic (ex post) perspective”. Both perspectives refer to the attitude of management; will opportunistic behavior dominates choices in areas as accounting models, (new) regulations, and whether or not the financial statements are audited.

The positive accounting theory is base on three hypotheses:

· Debt covenant hypothesis 

Management tries to maximize profit without acknowledge the debt issuers interest;

· Political cost hypothesis

Some stakeholders are more seeking accountability concerning the company performance instead of the company performance concerning shareholders, in which, concerning the company, this request for information causes additional costs; 

· Bonus plan hypothesis 
Management would positively affect their own rewarding without taking into account the consequences concerning the other stakeholders.
3.1.2 Balance Scorecard

Throughout the year’s organizational performance have been qualified as the actual output or results of an organization as measured against the intended outputs or results. In other words, to what extent is the company Key Performance Indicators, as described by Fitz-Gibbon (1990), achieved. 

Many organizations, over years, have tried to manage the organizational performance with the aid of the Balance Scorecard (BSc). According to Kaplan and Norton (1992), his scorecard has four different dimensions:

· Financial 

Identification of a small amount of relevant high-level financial measures;

· Costumer 

Identification of measures that answers the question in which way customers qualified a company;

· Internal business processes
Identification of measures that answer the question what the company has to excel at;
· Learning and growth 
Identification of the measures that answers the question if a company can continue to improve itself and creates value.
Because those organizations where the demographic target of the Harvard Business Review, in which the Balance Scorecard has published, these perspectives have formulized concerning small to medium commercial organizations in the US.

The Balanced Scorecard in the end is about choosing measures and setting targets that within a company need to achieve. However, this scorecard is not an official theory but just a management tool. Based a study performed by Cobbold and Lawrie (2002) it has large numbers of users around the world. During the years large amounts of general and industry-specific measurements have been developed, based on this companies can select the right measures.

3.2 Theories regarding executive compensation

“If managerial performance was easy to measure, devising an efficient compensation contract would merely involve finding an optimal allocating of risk-sharing between owners and managers. Because such measurement is both difficult and expensive, however, the choice of the form in which executives are to be compensated becomes a potentially important issue concerning shareholders. The implication is that an effective pay package will reduce the agency costs” 

According to this statement of Lewellen et al. (1987), the main reason concerning compensation package with different kinds of compensation is the fact that those different kinds of compensation create different incentives to the executives. According to Hambrick and Finkelstein (1995), “observing executive pay means observing the fundamental governance processes in an organization”.

With regard to Merchant and Van der Stede (2007), three main components of executive compensation exist: 

· Fixed salary;

· Short term compensation 


Provides cash (bonuses, commission) based on performance measures over periods of one year or less; 

· Long term compensation 


Provides initially non-cash (stock options, restricted stock, earnings per share return and pension payments) based on performance measures over periods of one year and more.

3.2.1 Fixed salary

Executives receive a fixed salary, similar to all other employees of a corporation. According to Murphy (1998) the base salary most of the times are determined by benchmarking under competitive corporations instead of on a general industry salary. 

3.2.2 Short term compensation
The second part, and probable becoming the more important part over the years, is the short-term compensation. According to Murphy (1998) “the base salaries are relatively declining in percentage of the total compensation package and the two other variables, variable short and long term incentives, are increasing”. Healy (1985) stated, “the most important incentive provided by annual bonuses is to increase company profits”.

3.2.3 Long term compensation

The third category of long-term compensation is the bucket of stock options, restricted stock, earnings per share return and pension payments. According to Merchant and Van der Stede (2007), this compensation is concerning performance over a period longer than one year. Buck et al. (2003) describes these long-term compensation as “cash, shares or/and options based on long term performance conditions”. The principal behind this is to reward executives not only concerning short term improved performance of a corporation, but even more rewarding concerning long term performance above average.

After commenting further theories about financial performance and executive compensation, in the next chapter the content of the term – Dutch Healthcare will explained. The research will perform concerning this industry.
4 The content of the term and prior research regarding Dutch healthcare

4.1 Structure of Dutch Healthcare 

The Dutch healthcare has a large variety of market players. It consists of governmental to local authorities and of healthcare insurance to the Guarantee Fund (Dutch: Waarborgsfonds). The Dutch healthcare chain can visualize as follow: 
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(Source: PricewaterhouseCoopers, “Health Cast 2020: Building an enduring healthcare system”, 2005)

The main market players and their primary responsibilities will be present below.

Lower House

The lower house has three main tasks, supervision on government policies, legislator together with the Upper House and the government and represents the Dutch inhabitants.

Department of National Health, Welfare, and Sports

The department of National Health, Welfare, and Sports is responsible concerning the legislation within the Dutch Healthcare. 

Department of Finance

The department of Finance is responsible concerning the Dutch economy, of which the healthcare expenditures are one of the larger components.

The Netherlands Court of Audit 

The Netherlands Court of Audit is an independent organ that audit if the expenditures of the Dutch government are legitimate (in conformity with rules and relegations) and appropriate (expenditures have the desired results). 

Dutch Healthcare Authority

The Dutch Healthcare Authority (DHA) is an independent organ that one the one hand follows the developments in the Dutch healthcare sector and communicates solicited and unsolicited advice concerning policy and rules. In addition, the DHA has legal rights to determine policies and rules. On the other hand, the DHA controls that Health insurance company’s meet the obligation of accepting any inhabitant. At last, the DHA will involved when the free market processes, for instance due to mergers and/or acquisitions, become disturbed.

Board of Health Insurance

The Board of Health insurance is an independent organ that advices the Department of National Health, Welfare and Sports about the tariffs concerning the standard package of healthcare. In addition, the Board divides the money collected by social security’s to the Health insurance companies. At last, the Board arranges special circumstances, concerning instances insurants in foreign countries and defaulters.

Health Insurance Company

In the Netherlands, about fifteen Health insurance companies are active, where inhabitants are obliged to assure themselves concerning the standard package of health. 

Additional Health Insurance

Any inhabitant can arrange concerning additional costs of healthcare the additional health insurance, such as cost concerning the dentist or alternative healthcare. These additional revenues by the Board of Health Insurance will divided between the Health insurance companies. 

Health Insurance Law

The Health insurance law regulates that every inhabitant in the Netherlands is obliged to enter into a health insurance with one of the health insurance companies. The insurance contribution is on the one hand collected trough premiums, which will pay by the inhabitants to the insurance companies and on the other hand through premiums that will transfer through employers and depending on the amount of income of an individual. 

Health Offices

The health offices negotiate with the healthcare organizations amount the amount, the quality and the prices of the services that have to deliver to customers. 

Healthcare organization

The healthcare organization is the market player that actually is delivering the healthcare to the end user.

Local authorities

Local authorities can be a stakeholder of a healthcare organization on the one hand and on the other hand, they can be a party where a healthcare organization has to negotiate with concerning certain products that will arrange through local authorities. 

Guarantee fund

The Guarantee fund is an independent institute that concerning healthcare organizations creates the possibilities to arrange beneficial loans at banks. This is realized by presenting banks the guarantee that the rent and the repayments will always be paid.

Bank of the Netherlands

Concerning banks that will arrange in loans with healthcare organizations, the Bank of the Netherlands is the most important party.

National Health Service

The National Health Service is a governmental organization that is responsible concerning the examination of the quality, the safety, and the accessibility of Dutch healthcare and guards the rights of the patient. 

Central Administration Office

The central Administration Office is an independent organ that calculates and collects the contribution of the individuals to the National Health Service and the Law of Social Support.
 

4.2 Sub industries of the Dutch healthcare

The Dutch Healthcare organizations can divide in two main sub industries, cure, and care. The cure sub industry contains several sub areas, such as
:

· hospitals (academic, local and specialized);

· Mental health.

The care sub industry can divide in several sub areas, such as
:

· primary health care;

· nursing care (in nursing homes);

· elderly care (in elderly homes);

· homecare;

· invalid care;

· volunteer aid.

Governmental these sub industries and sub areas will order differently. Only five healthcare sectors
 remain:
· academic hospitals (cure – hospitals);

· local and specialized hospitals (cure – hospitals);

· mental health (cure);

· invalid care (care);

· nursing, elderly, and homecare (care).

4.3 Financing of the Dutch healthcare

4.3.1 Dutch Healthcare as part of the Dutch economy

The price movements of the healthcare expenses in comparison with the movements in the National Income most of time are higher. :

[image: image6.emf]
(Source: Central Statistical Office, “Gezondheid en zorg in cijfers 2009”, pp. 89)

According to the Central Statistical Office (2009), the expenses concerning healthcare in the period between 1972 and 2008 have increased with approximately 7.3%; from € 6.5 billion in 1972 to € 79.1 billion in 2008. Corrected concerning inflation in this period the healthcare expenses have increased with 2.9%. In addition as a percentage of the National Income, the expenses of healthcare have increased significantly, from 8.7% in 1972 to 13.3% in 2008. However, this increase can be accounted concerning the largest part to the difference in price movements between the National Income and the healthcare expenses.
Based on these figures, between 1972 and 2008 the healthcare consumption per head of the population has doubled
. 

4.3.2 Budgetary goals

The main priorities concerning healthcare 2009, which decided by NWS, are quality, safety, innovation and prevention. With regard to quality and safety the performance of the healthcare providers should be noticeable consequently that patients can realize better choices concerning their electing of a provider, healthcare providers can demonstrate their advantages and to purchase their services from medical insurance organizations can orientate on the best healthcare providers. Concerning each sub industry sets of indicators has developed.

4.3.3 Budget prospects

The macro healthcare budget concerning the upcoming years will increase, mostly financed by government-arranged money:
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(Source: NWS, “Budget prospects 2008-2013”, pp 112)

4.3.4 Income and expenses

The total budget concerning healthcare in 2009 was € 59 billion
, in which cure has a larger part than care:
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As shown in the next chart, the total budget is collect through several parties.
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Although in both sub industries the level of free market processes is increasing, the main parts of the provided services have financed by government arrangements (85%). The macro budget is complete with private additional insurance, own contributions and subsidies by other financers.

4.3.5 Fragmentation of financers

A large issue according to sector organizations and healthcare organizations is the fragmentation of financers in the Dutch healthcare. In the past, the main financers were the government (central and local authorities) and the social securities (National Health Service and Dutch Health Law [until 2005] / Health insurance law [from 2006]). Mainly due to the free market processes and the changes in laws and regulations, the fragmentation of financers is increasing rapidly over the last years. During several transitions in the last years, parts of the finances out of the social securities have transferred to other financers. Several examples are:

· B-segment (hospitals) 


Hospitals have to negotiate with the health insurance companies about tariffs, the quantities, and the quality. The percentage of the B-segment has increase from 8% in 2007, via 17% in 2008 to 34% in 2009;

· Law of Social Support (home care) 

Since 2007, healthcare organizations have to negotiate with the local authorities about the prices and the quality concerning domestic help. In addition, the local authorities determine the quality and the amount of care an individual may receive;

· Several activities

Such as contributions to educations of doctors, specialist/top-preferential care and academically components (innovation and development), have been transferred from the social security to the budgets of the Department of National Health, Welfare and Sports;

· Since several years, academic hospitals receive special subsidies concerning medical faculty and scientific investigations.

4.3.6 Cost of Dutch healthcare in comparison with other countries

“Since the introduction of the ‘System of Health Accounts’ in 2003, the comparison between countries concerning the healthcare expense has been improved”, according to the Central Statistical Office. . Worldwide the Dutch Healthcare has known concerning its quality and innovation. These characteristics can be the main reason concerning the relative high expenses of the Dutch healthcare per inhabitant. This however is in conformity with the, in The Netherlands, general understanding of the “State of Care”.

[image: image10.emf]
(Source: Central Statistical Office, “Gezondheid en zorg in cijfers 2009, pp. 104)

4.4 General developments within and surround Dutch healthcare
Several general developments within and surround Dutch healthcare (organizations) have different levels of influence on the healthcare organizations. To create a broad foundation of understanding of the Dutch Healthcare, these developments next will comment

4.4.1 Level of free market processes concerning the Dutch healthcare

Concerning the last years, NWS has encouraged deregulation and free market operations
.
“In this healthcare system the client is the central party, the market forces have more influence and deregulation takes place. Cooperation between market parties is the greatest advantage”

The encouragement of the NWS has based on three pillars:

· laws and regulations;

· WTZi 

Dutch law with the goal to create in gradual stages more freedom and responsibility concerning the healthcare organizations by less regulation;

· WMG 

Dutch law with the goal to increase competition in healthcare, in which the interest of the patient is the primary concern;

· Diagnose Treatment Combinations (Dutch: DBC’s)

Within the next years, the healthcare industry, concerning starting the cure, will have more free market processes. Medical insurance organizations will only pay once concerning the total package of care delivered to a patient. The use of DBC’s should increase the efficiency and the quality of the healthcare industry.

· Real estate management and entrepreneurship

From 1 January 2009, healthcare organizations are self-reliant concerning investments in buildings and in equipment. The organizations have more financial incentives to anticipate on the demands of patients and to be more precise with investments.

These incentives have resulted in a different level of free market processes between cure and care. Since the start of the WMO (Law of Social Support - Dutch: Wet Maatschappelijke Ondersteuning) on 1 January 2007
 the care sector has experienced the first signs of free market processes. Since that moment, each care provider needed to attend a public tender to gain market share at the level of each local government. Although the WMO is only a smaller part of their total package of services, the impact of the real free market processes remain limited.

The cure on the opposite faces more free market processes. The consequently called B-segment, on which cure providers and medical insurance organizations have to negotiate concerning allowance of different treatments, have increased from 10% in 2007 to 20% in 2008 and to 34% in 2009
. The NWS supports this increase as the introduction of the free market pricing processes concerning a part of the cure sector has started several positive developments, such as the increase of the quality of the services and more customer-oriented organizations
. The A-segment, in 2009 66%, is still completely financed by the Dutch government.

Beside this, healthcare organizations did receive a guaranteed reimbursement concerning their cost of capital, in which the cost concerning of borrowings, depreciation and rent /lease concerning investment goods was included. They receive a lump sum reimbursement from the Health Offices. Due to the integrated tariffs, these contain a reimbursement concerning the cost of capital. Practical is the consequence that when nursing or elderly houses are not fully (100%) occupied by costumers, the cost of capital will not be fully covered.

Because the level of deregulation and the level of free market operations in both sub industries are rather different, the differentiation between cure and care is important. In addition, the structure of funding differs between the cure and the care sub industries.

4.4.2 Mergers and acquisitions

According to the study of the Central Statistical Office (2009), “the number of organizations per healthcare sector differs strongly. In the most healthcare sections, the amount of organizations is stable over the years. An exception is the nursing, elderly and homecare organizations. Due to bankruptcy and mergers within this sector in 2008 almost 100 organizations less exists than in 2006”
:
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The mergers in the Dutch Healthcare in the last years were mainly in the same healthcare sector.

4.4.3 Credit crunch

According to Crommentuyn and Maassen (2009), “the existing financial problems in Dutch healthcare, because of the free market processes, are strengthened by the credit crunch”.

They describe two main consequences of the credit crunch. The first one is the increase of interest rates, due to increased risks in combination with rather low net revenue, budget, and solvency ratios. Another risk linked to the credit crunch is a shortage of capital; banks will closer investigate the building plans of healthcare organizations, also due to all kind of market developments. Risky construction of new buildings will (temporarily) not financed by banks, or by adding risk surcharge in the interest rates.

4.4.4 Increase of supply of healthcare and increase of precautionary healthcare

In Dutch healthcare, and worldwide, it is visible that the supply side of healthcare increases and according to the Central Statistical Office (2009) three main reasons concerning this in Dutch healthcare exist, free entrance, increase of precautionary and increase of treatments.
4.4.4.1 Free entrance

According to the Central Statistical Office (2009)
 “since January 1, 2006, no doctors referral is needed anymore concerning a treatment at a physiotherapist. Consequently, more people have free access to physiotherapy”. Due to the free entrance to several kinds of healthcare for instance physiotherapy, on which a doctors referral in the past has needed, more people find their way to these kinds of healthcare.

4.4.4.2 Increase of precautionary
According to the Central Statistical Office (2009),
 “more and more attention exists concerning prevention and premature tracking down syndromes. Concerning for people with high blood pressure, cholesterol and blood sugar are tracked down concerning precautionary consults. The number of people that have consulted a family doctor concerning high blood pressure during 2002-2007 has increased from 80 to 100 persons per 1,000 inhabitants. In addition, a person with cholesterol and diabetes that has visited the family doctor has increased”.

PricewaterhouseCoopers (2010), in addition, in a study signaled the increase of precautionary. In this study, a visible switch exists between the former way of healthcare and the, foreseen, future way of healthcare:

[image: image11.emf]
(Source: PricewaterhouseCoopers, “Health cast, the customization of diagnosis, care and cure”)

4.4.4.3 Increase of treatments

The increase of treatments can divided in a quantitative and a qualitative increase. The quantitative mainly is increase caused by an increasing volume of supply and the deduction of the waiting list. For instance, the number of people that receive elderly care between 2004 and 2007 have been slightly increased (with reference to Appendix C-I). On the other hand, the number of persons on the waiting lists concerning elderly care has divided into halves between 2000 and 2005 (with reference to Appendix C-II). 

The qualitative increase mainly has caused by an increase of treatments in which people choose more and more to have their disease treated. 

4.4.5 Ageing of Dutch population

The Netherlands count about 2.5 billion people of 65 years and older. Due to ageing, this will be about 4 billion in 2030. According to the Central Statistical Office (2009) “the biggest part of the care in nursing, elderly and homecare is delivered amongst the population of 65 years and older. In the period from 2001 to 2007 about 5% of the nursing and elderly care and about 15% of the home care was delivered to the population younger than 65 years”.

In the same report by the Central Statistical Office (2009) has communicated, “the productivity in nursing, elderly, and homecare from 2001 to 2007 has been increased with 1.4% a year. Until 2004, the increase of the work force was increasing as fast as the production volume consequently the productivity remains on the same level. After 2004 the increase of the manpower stayed behind at the increase of the of the production volume”.

In the report by the Central Statistical Office (2009) is communicated that “more than two out of three amongst the population of 65 years and older is causing two or more diseases (multi-morbidity)”
. In addition, “the productivity in the nursing and elderly care has been increased”.

This create a high increase of elderly people, which causes an decrease laborious population, a smaller increase in manpower than in production volume and elderly persons that have more than one syndrome. Summarized this creates an increase on demand and a decrease on supply, as visualized by PricewaterhouseCoopers:
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(Source: PricewaterhouseCoopers, “Health Cast: “The customization of diagnosis, care and cure”, 2009)

Because the number of graduates from healthcare and welfare educations each year is slightly increasing, in this figure, the double ageing and the fewer employees are a direct result of the ageing (with reference to Appendix D). 

4.4.6 Environmental changes

According to the controllability principle of Hartman (2005), “managers should only be assigned responsibility concerning what they can control”. Due to the changes in the level of free market processes and the ageing of the Dutch population as described in the previous paragraphs, combined with changes in the financing structure of the Dutch healthcare, executives and their organizations in Dutch healthcare will largely influence by environmental changes. 

Due to Scott (2006) uncontrollable factors increase during times of environmental uncertainty. This causes, according to Lambert (2001), that the effort of the agent will be less visible concerning the principle; “the principle cannot filter the effect of other variables in order to focus on the actions the agent is responsible concerning. In a world of uncertainty, the agent does not literally control any performance measures”. According to Hartmann (2005) because the measurements may be incomplete and irrelevant and by the agents consequently are not considered as fair, evaluating agents on uncontrollable measures may result in a lack of interest.

4.5 Corporate governance in Dutch healthcare: two-tier model

The Dutch Healthcare market has almost fully based on the two-tier model. In this model concerning corporate governance an executive board (Dutch: Raad van Bestuur) exists which is responsible concerning the daily business of the organization. The executive board in particular needs justify the performance of the organization to the supervisory board (Dutch: Raad van Toezicht).

Most Dutch healthcare organizations are corporations, in which the two-tier model is common used.

4.5.1 Executive board

The executive board can consists of one of more members. The performance of the organization is the responsibility of the executive board and consequently the members of the executive boards (have to) leave their positions when their organizations not meet the goals, financial as well as non-financial. In addition, for instance due to mismanagement or the organization is bankrupt due to their performance members of the executive board privately can hold responsible. 

Due to the increasing losses in the Dutch healthcare in the first six months of 2008 48 executives has left, with regard to 32 executives in total concerning 2007
. These numbers where 38 in 2006, 136 in 2005, and 77 in 2004
.

4.5.2 Supervisory board

In addition, the supervisory board can consists of one or more members. The responsibility of the supervisory board is to inspect the realization of the goals of the organizations. They report over their findings in the supervisory report, which is part of the annual report. 

The supervisory board is an internal medium, although the public sometimes qualified them as a public medium. However as many others, this legal obligation are not met to a public medium. However, members of the supervisory board constantly need to handle in conformity with the goals of the organization, without special assignments and independent from personal interests.

4.5.3 Other compilations
Even when the two-tier model regarding corporate governance common is use in the Dutch Healthcare, other compilations of governance structures are in place. The executive or executive board without a supervisory board is a governance structure that can identified, most by smaller healthcare organizations.

After commenting the general theories in chapter two, the theories regarding financial performance and the executive compensation in chapter three and commenting the content of the term Dutch healthcare in chapter four a sufficient foundation has been created. In the next chapter, the development of the financial performance and the executive compensation in the Dutch healthcare will closer investigate.

5 Development of the financial performance and the executive compensation in the Dutch healthcare 

5.1 Development of the financial performance in the Dutch healthcare

“During the first half year of 2008 ten care organizations have gone bankrupt. That is four more than in the same period in 2007. The increase of the bankruptcies appears from figures of the Central Statistical Office (2009). Two years ago in 2006, only three care organizations went bankrupt in the first half year. 

In most industries, the bankruptcies have decreased. The healthcare industry is one of the exceptions with a slight increase. Home care has the highest increase within the healthcare industry.”

Due to their financial problems, several Dutch healthcare organizations have requested financial support by the DHA. The DHA, in the past 10 years (1997-2007), has accepted the request of 33 organizations concerning in total approximately € 73 million. In 2008, the DHA received 14 requests, of which the total amount was around € 160 million
.

5.1.1 Developments in operational results

Concerning the last couple of years, the operational results of the Dutch healthcare has shown increasing losses/decreasing gains. Particularly the care is confronted with high losses, in 2007 52% and in 2008 63% of the organization were confronted with losses (average loss 2007 2.4% of the revenues, 2008 2.5%). The respondents in this research represented approximately € 6 billion of revenues (12% of macro healthcare budget 2007 and approximately 40% of nursery, elderly, and homecare budget 2007)
.

The main cause of these losses in 2007 seems to be the WMO. The respondents represent approximately € 562 million (70%) of the total macro WMO-budget of 2007. The results over 2007 and 2008 of these organizations are substantial negative, 6.7% (of total revenues) in 2007 and with 8.4% even higher in 2008
.

During the last years, the cure seems to have fewer losses. However due to the economic crisis, the change in laws and regulations with regard to construction and the public sector borrowing requirements of € 9.1 billion in the upcoming five years (concerning 85 respondent cure organizations), the cure sector might have to meet increasing losses/decreasing gains in the upcoming years
.

5.1.2 Developments in cash and cash equivalents
Due to the ongoing losses, the equity and the liquid assets decrease steadily. The losses in the care sector in 2008 causes a decrease in capital of approximately 13.8% (€ 96 million concerning the 92 respondents)
.

Concerning all the developments, cure and care organizations have less working capital available. Three of 85 cure organizations have responded that the current account is not sufficient concerning normal operations and 13 out of 85 have responded that the current account is not sufficient concerning any investments
.

The results within the care organizations are even more concerning because 14 out of 119 care organizations have responded that the current account is not sufficient concerning normal operations and 20 out of 119 have responded that the current account is not sufficient concerning any investments
.

5.1.3 Future developments of the financial performance

Mainly due to the senescence, the upcoming years the total costs of Dutch healthcare will increase heavily. Due to other circumstances, such as the economic crisis, the already started retrenchments will only become stronger. This will affect the operational results (and indirect the cash and the cash equivalents and the equity of the organizations) which, concerning some years, have already been under pressure. Potential increase of request of financial support by the DHA and bankruptcies are possible developments concerning the next years.

5.2 Development of executive compensation in Dutch healthcare

The executive compensation in this research handles about the compensation of the members of the executive board. The executive compensation has been increasing concerning some years. The average increases of 2004 (+ 3.4%
), 2005 (+ 3.5%
) and 2006 (+ 4.4%
) shows increases above average nationwide increases.

5.2.1 WOPT

“The policy field of the NWS identifies itself by private execution and collective financing. These private providers of care and welfare are primarily responsible. Consequently, business decisions, including the policy concerning conditions of employment, are not part of the policy field of the Department.

Although the Dutch healthcare is collective financed, several limitations exist by which the NWS cannot have influence on the executive compensation. These limitations have caused by national as well as by international laws and regulations. 

Consequently, the policy concerning conditions of employment is primarily the responsibility of the organizations, their employees, and the sector organizations.”

Since the start of the deregulation of the Dutch healthcare industry and the adoption of the WOPT (Law of disclosure of publicly funded remunerations – Dutch: Wet Openbaarmaking uit Publieke middelen gefinancierde Topinkomens) in 2003, a nationwide discussion has been started regarding the executive compensation in the Dutch public sector. Parliamentary parties, ministries, sector and business associations and even executives of other industries got involved in the discussion of which the end seems to be farther away than some years ago.

Results of yearly analysis of the WOPT during 2003 up till 2007 shows a movement of executive compensation from lower scales (< € 100,000 a year) to higher scales (> € 200,000 a year):
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The figures of 2008 and 2009 will not reported in an adjustable formatting.

According to Tosi et all. (2000), firm size is an important determinant concerning executive payments. However, the analysis of the WOPT has not divided to the sizes of healthcare organizations. 
5.2.2 Sector organizations

“Supervisors and executives seem only to agree to a new compensation code, when all of them receive higher compensations. The parliamentary party CDA (Christian Democratic Appeal) do not recognized no reason in industry without free market processes, like the care concerning the elderly and handicapped, to compensate executives higher than the compensation a minister receives”

The NVTZ (Dutch Corporation of Supervisors in Healthcare organizations – Dutch: Nederlandse Vereniging van Toezichthouders in Zorginstellingen) and the NVZD (Dutch Corporation of Hospital Managers – Dutch: Nederlandse Vereniging van Ziekenhuis Directeuren) have both developed an advice concerning maximum compensation concerning executives in the Dutch healthcare organizations. This advice has based on several remarks of the organization, such as portfolio, number of personnel, revenues, complexity of the organization and the model concerning corporate governance. 

Regarding the WOPT analyses of NWS concerning 2006, the advice of the NVTZ is more temperance than the advice of the NVZD
.

The politics, public and the NWS in particular support the development of these advices, however because they have no legal authority, these advices can be take no notice of by the Dutch healthcare organizations.

5.2.3 Future development of executive compensation

When examine the executive compensation two relevant aspect need to understand
: At first, employment contracts of executives are most of times based on agreements from the past and/or former advices. Consequently, the current executive compensation only provides a limited view of regulation and transparency that has introduced since some years. 

The second relevant aspect in development of executive compensation is the difference between departed and new assigned executives. Most of the annual WOPT-analysis shows that new assigned executives received lower compensation than their predecessor does. The decrease of compensation is on average between 5 and 10%.
After describing the theoretical bases in chapter two till five, in the next chapter prior research will present.
6 Prior research on executive compensation and financial performance

In this chapter, relevant prior researches with regard to the relationship between financial performance and executive compensation will comment. In this, only relevant prior research will included in which the relationship has examined (partly) through cash compensation.

6.1 Former studies with regard to executive compensation and financial performance (non-Netherlands)

At first, former studies with regard to executive compensation and financial performance, which were held outside of the Netherlands will be expelled.

6.1.1 Hall and Liebman (1998)

Some of the most influential studies regarding the relationship between executive compensation and financial performance are from Hall and Liebman (1998) concerning the United States. Their study refer to the period of 1980-1994. Since the study of Hall and Liebman (1998) compensation has normally divided in two categories:

- 
“flow” or “direct” compensation; all compensation received during a year (salary, bonuses, received options and/or stock and other);

-
“stock” or “total” compensation; increase in value of options and stock added to the “flow” compensation.

Based on this study can be determined that on cash compensation slight to no relationship exists between the executive compensation and the financial performance. However, the relation has a positive tendency in the United States.
6.1.2 Conyon and Schwalbach (2000)

Conyon and Schwalbach (2000) performed a comparable study concerning Europe (United Kingdom and Germany). By comparing both samples from large listed companies from the United Kingdom and Germany for the period 1987-1996, they concluded that a positive and significant association exists between cash payments and company performance in both countries.
In comparison to the study of Hall and Liebman (1998) it seems that the sensitivity of cash remuneration compared to the performance of stock is less strong for the United States in comparison to the United Kingdom.

6.1.3 Bryan et. all (2000)

Bryan et. all (2000) held a study with regard to the incentive of stock options and their use in compensation plans. They compared compensation of CEO’s in the real estate business in the United States between 1992 and 1997. They concluded that convincing empirical support exists concerning most theoretical predictions about stock option rewards. The most important prediction is that the pay concerning performance sensitivity is relatively low for cash rewards and relatively high for stock option rewards. 

6.1.4 Schaefer (1998)

Schaefer (1998) examined about 900 listed firms in the United States between 1991 and 1995, He examined the relationship between the executive remuneration and the firm performance. Through the pay-for-performance principle. In addition to the study of Bryan et. all (2000), Schaefer concludes that the average pay-for-performance sensitivity is relatively low, but is significant lower for organizations that have CEO’s on the compensation committee.

6.1.5 Core et. all (2003)

Core et all. (2003) empirically examined standard agency predictions about performance measures and CEO incentives. During the study they examined over 8,000 year observations of CEO’s of listed firms from 1993 to 2000 in the United States. They conclude in their research that cash remuneration has very little incentives concerning CEO’s. In addition, they found a tendency in which the weight of financial and non-financial measures concerning remuneration is shifting more and more in non-financial although the financial measures are still in majority. 

6.1.6 Kraft and Niederpruim (1999)

Kraft and Niederpruim (1999) found that a larger variance of profits reduces the pay performance sensitivity. The examined a selection of listed German firms during 1987 to 1996, specifically for cash remuneration and annual bonuses. 

6.1.7 Garvey and Milbourn (2003)

Besides all this outcomes of studies as described above, Garvey and Milbourn (2003) have examined the pay-for-luck or pay-for-performance principles. They examined almost 14,000 CEO-firm-years from 1992 to 2001 in the United States. They concluded that executives are paid for good luck, but not punished for bad luck. In addition, executive pay is most sensitive to industry or market benchmarks when such benchmarks are up, but much less when they are down.

6.1.8 Summary of outcomes of non-Netherlands studies

Based on these articles regarding international research about the relationship between executive compensation and financial performance and the incentives surrounding this theme, the conclusion can drawn that the relationship is high due to stock or options rewards. In addition, a weak relationship exists when it has just based on cash rewards as salary, bonuses, and pensions. However both are influenced by the fact that executives are normally paid for good luck and not punished for bad luck. Relevant is to signal that most of the prior researches have not focused on specific branches, but are performed concerning stock exchange quoted companies. 

6.2 Development of laws and regulations with regard to executive compensation and financial performance

All studies signaled in paragraph 6.1 have examined in the United States, in the United Kingdom or several other (European) countries, however not in the Netherlands. Mainly, because the Dutch laws and the regulations did not requires disclosing certain information. The changes in laws and regulations which have implemented in the Netherlands since 2002, based on which a more clear view about executive compensation has created. This took three steps, followed by a fourth step that has implemented a law specifically concerning areas that will financed largely with government finances. Dutch healthcare is one of the areas under this law.

6.2.1 Situation until September 2002

With regard to Dutch (listed) companies in comparison to the United States for instance, until September 2002 rules regarding disclosure of executive compensation were limited. Based on laws and regulations by then, in the annual financial statement the compensation for the total group of executives and former executives need to disclose. This compensation included pension reimbursements, loans, guarantees, and (stock) options. Because of privacy regulations, no individual compensation needs to disclose.

6.2.2 Situation after September 2002

IAS19 ‘Employees Benefits’ prescribes the disclosure of the already ascribed, enforced and expired rights of executives during a financial year. In September 2002 in the Netherlands, a law has become effective that has called the Law of disclosure of executive compensation (Dutch: WOB – Wet Openbaarmaking Bestuurdersbeloning). The Dutch Accounting Standards Board (Raad voor de Jaarverslaggeving - Dutch regulator, RJ 271.6 – Employee benefits) in conformity with these developments has recorded regulations to disclose individual data regarding executive compensation, about:

 - 
cash rewards (including emoluments and pension reimbursements);

-
existing option grants;

-
ascribed options;

-
information about shares based on compensation packages;

-
enforced and expired rights during the financial year;

-
the amount of loans and guarantees handed out by the organization for financing the option plans.

6.2.3 Situation started at the reporting year 2004

With the introduction of the Corporate Governance Code in 2003 (Dutch: Code Tabaksblat), starting from 2004 new requirements were established regarding the information in the annual financial statement concerning the executive compensation. This included the disclosure of the total remuneration including options and option grants (per year of assignation, price of the execution and the remaining execution time) and the method of valuation.

6.2.4 WOPT

The adoption of the WOPT (Law of disclosure of publicly funded remunerations – Dutch: Wet Openbaarmaking uit Publieke middelen gefinancierde Topinkomens), as an addendum on the Tabaksblat Code, was established in 2003. This law arranged the publication of all individual compensation concerning executives above the level of the remuneration of Dutch prime minister, concerning employees in areas that will mainly financed through the government. 
6.3 Former studies with regard to executive compensation and financial performance (Netherlands)

At first, former studies with regard to executive compensation and financial performance, which were held outside of the Netherlands will be expelled.

6.3.1 Cornelisse et. all (2005)

Cornelisse et all. (2005) did not found a relationship between executive compensation and financial performance by examining board chairperson’s from listed companies in the Netherlands (AEX, AMX, and Midkap funds) in 2002 and in 2003. 

6.3.2 Terpstra and Swagerman (2006)

Terpstra and Swagerman (2006) did research for the components of remuneration and the changes in compilation of remuneration over the years. They examined 71 listed Dutch firms over 2002 to 2005. In their summary they did not want to formulate an opinion about the relationship between remuneration and firm performance for the examined firms. 
They did conclude that the amount of total remuneration have increased over the years and the compilation of remuneration changed, mainly due to changes in laws and regulations.
6.3.3 Duffhues and Kabir(2007)

Cornelisse et. all (2005) and Terpstra and Swagerman (2006) did not found any relationship between executive compensation and financial performance of their organizations. However some studies later performed did found several relationships, however not all of them are positive relationships. Duffhues and Kabir (2007) found a negative relationship by challenging the widespread belief that executive pay should reflect the firm performance. They examined total management of 135 listed Dutch firms concerning 1998 to 2001. 

6.3.4 Van Ees et. all (2007)

Van Ees et all. (2007) studied the board chairpersons of 135 listed Dutch firms for five years (2002 to 2006). They researched if there was a relationship between the executive compensation of these firms and the (financial) firm performance. They concluded that a positive relationship only exists for (annual) bonuses, however not for fixed remuneration as base salary. 

6.3.5 Mertens et. all (2007)

Mertens et all. (2007) performed a comparable research as Van Ees et. all. (2007), however did not only included board chairpersons, but CEO’s, CFO’s and other board members. They concluded a slight positive relation at the 90 listed companies researched over the years 2002 to 2006. 

6.3.6 Summary of outcomes of Netherlands studies

Based on these articles regarding research at Dutch (listed) firms about the relationship between executive compensation and financial performance, the conclusion can drawn that there is no uniform view of the relationship within the Netherlands. The outcomes of researches held differ from no relationship to (slight) positive and negative relationships. 
6.4 Summary of former studies with regard to executive compensation and financial performance

In the table below a summary of former studies, as described in chapters 6.1 and 6.3, is included. 
	Nr
	Year
	Author(s)
	Object of the study
	Rewards
	Sample
	Conclusions

	1
	1998
	Hall and Liebman
	Examination of correlation between firm performance and CEO payments.
	All
	Fifteen-year panel data set of CEOs in the largest,

publicly traded United States companies.

(United States, 1980-1994)
	Strong relationship between firm

performance and CEO compensation; almost entirely by changes in the value of CEO holdings of stock and stock options.

	2
	2000
	Conyon and Schwalbach
	Examination of the possible implications for executive pay because of the very different corporate governance structures in the United Kingdom and Germany.
	Cash and variable
	A sample of large listed United Kingdom and German companies over the period from 1969 to 1999.

(United Kingdom and Germany, 1969-1999)
	A positive and significant association between cash payments and company performance in both countries. 

	3
	2000
	Bryan, Hwang and Lilien
	Incentive of stock options and their use in compensation plans.
	Cash and options
	Compensation of CEO’s in real estate.

(United States, 1992-1997)
	Convincing empirical support for most theoretical predictions about stock option awards.

	4
	1998
	Schaefer
	Examination of the relationship between CEO remuneration

and firm performance.
	Salary and bonus
	About 900 listed firms.

(United States, 1991-1995)
	The average

pay-performance sensitivity is relatively low, the sensitivity is

significantly lower in firms that have CEO’s on the compensation committee and this difference is asymmetrical.

	5
	2003
	Core, Guay and Verrecchia
	Empirically examine standard agency predictions about performance measures and CEO incentives.
	Cash
	An 8,015 year observations of CEO’s of listed firms from 1993 to 2000.

(United States, 1993-2000)
	Very little CEO incentive from cash compensation, variation in weight of price and non-price performance is increasing.


	Nr
	Year
	Author(s)
	Object of the study
	Rewards
	Sample
	Conclusions

	
	1999
	Kraft and Niederpruim
	Falsification of the prediction that an increasing variance in profits should reduce the profit-relatedness of salaries
	Salary and bonus
	Selection of listed German firms (DAX, MDAX and SDAX) for 1987 through 1996.

(Germany, 1987-1996)
	A larger variance of profits reduces the pay-performance sensitivity.

	5
	2003
	Garvey and Millbourn
	Examination of pay-for-luck or pay-for-performance principle. 
	Salary and bonus
	13,737 CEO – firm years from the period 1992 through 2001, based on CRSP and ExecuComp.

(United States, 1992-2001)
	Executives are paid for good luck, but not punished for bad luck; executive pay is most

sensitive to industry or market benchmarks when such benchmarks are up but much less so when they are down.

	8
	2005
	Cornelisse, Duffhues and Kabir
	Relationship between executive compensation and financial performance of Dutch listed companies (AEX, AMX and Midkap)
	Fixed and bonus
	82 board chairmen

(Netherlands, 2002-2003)
	No relationship between executive compensation and financial performance

	9
	2006
	Terpstra and Swagerman
	Relationship between remuneration and form performance
	All
	CEO’s, CFO’s and board members of 71 listed firms

(Netherlands, 2002-2005)
	Components of remuneration analyzed, no opinion regarding relationship with financial performance

	10
	2007
	Duffhues and Kabir
	Examination of widespread belief that executive pay should reflect firm performance
	All (cash rewards)
	Total management of 135 Dutch listed firms

(Netherlands, 1998-2001)
	Negative relation

	11
	2007
	Van Ees, Van der Laan, Engesaeth and Selker
	Examination of executive compensation of Dutch listed companies and firm performance
	All
	1,695 chairmen rewards over 5 years of 107 firms

(Netherlands, 2002-2006)
	Positive relation on bonuses, no positive relation on fixed


	Nr
	Year
	Author(s)
	Object of the study
	Rewards
	Sample
	Conclusions

	12
	2007
	Mertens, Knop and Strootman
	Examination of the relationship between performance and changes in rewarding
	All (cash rewards)
	90 listed companies (24 AEX, 20 AMX, 42 Midkap) over 2002-2006 for CEO’s, CFO’s and board members

(Netherlands, 2002-2006)
	Slightly positive relation


6.5 Hypothesis

Because other parts of management in these studies have examined over several times periods and in several different countries, the comparability of the studies described in paragraphs 6.1 and 6.3 is low. 

Unfortunately, all these studies have performed at listed companies and still no studies are available for branches that has largely financed through government money. Consequently the hypotheses as stated below can lay a theoretical base concerning the examination of the relationship between the executive compensation and the firm performance in a largely by governmental funds financed industry. 
The next hypotheses have formulated:

H1:
If the firm financial performance is above average, the executive cash compensation is also above average.
H2:
If the firm financial performance is above average, the executive total compensation is also above average.

H3:
If the firm financial performance is above norm on all three measures, the executive cash compensation is above average.
H4:
If the firm financial performance is above norm on all three measures, the executive total compensation is above average.

H5: 
If the firm financial performance is above norm on all three measures, the executive total compensation is above norm.

The hypothesis will examine in chapter eight.

The theoretical base and the developments in the Dutch healthcare and specific in the financial performance and the executive compensation, regarding the relationship between executive compensation and financial performance based on prior research in this chapter has been commented. At the end of this chapter the hypothesis have state. In the next chapter, the research design will found.
7 Research design 

The goal of this research is to investigate the relationship between the executive compensation and the financial performance within Dutch healthcare organization. The research approach, the definition of concepts and methodology, control variables and the data collection will describe in that order. 
7.1 Research approach

Empirical research is research based on direct or indirect observation that will execute to solve problems, examine relationships and/or building theoretical knowledge. Two generally accepted research approaches exist, quantitative research and qualitative research. Generally, qualitative research is subjective and to quantitative research is objective. Qualitative research will use to explore and to understand people's beliefs, experiences, attitudes, behavior, and interactions. It generates non- numerical data. In healthcare, qualitative techniques have commonly used in research documenting the experience of chronic illness and in studies about the functioning of organizations. Quantitative research generates numerical data or data that can convert into numbers.

Because the aim of this research is to determine the relationship between one element (an independent variable) and another element (a dependent or outcome variable), this study can be qualified as quantitative. 

7.2 Definition of concepts

It is essential to specific define the three main used terms in this research, executive compensation, financial performance and quality of service. All other used terms are common used or self-explanatory and need no further explanation. With respect to the research question, the executive compensation is the dependent variable and the firm performance is the independent variable. 

7.2.1 Executive compensation

Because of the fact that Dutch Healthcare organizations are not publicly held the executive compensation package can consists different components, such as base salary, (annual) bonus plan, stock options and other forms of incentives (restricted stock, long-term incentive plans and retirement plans). In addition, executives receive compensation concerning secondary measures, such as expenses or a company car. These compensations will not exclude in the total compensation. On the one hand, the amounts involved are small and on the other hand, these compensations can be specific about allowance concerning expenses. 
Based on the formats provided by the government due to the WOPT and the WTZi (refer to appendix A and B concerning both formats), the next two measurements of executive compensation will use:

1) Total executive cash compensation (base salary and (annual) cash bonuses);

2) Total executive compensation.

Because no direct linkage exist between the performances of the executive and the organization at one hand and the repatriation grant on the other hand, this compensation will correct for cash and total remuneration.

The handled norm with regard to the executive compensation is the remuneration of the prime minister (with regard to the WOPT):

	Year
	Norm

	2006
	€ 171.000

	2007
	€ 169.000

	2008
	€ 181.000

	2009
	€ 188.000

	2006-2009
	€ 177.250


7.2.2 Financial performance

The financial performance of Dutch Healthcare organizations can measure by a large variety of measures. In conformity with the concept of the balanced scorecard, the right measures need to chosen, the chosen measures are the net revenue ratio, the budget ratio and the solvency ratio (current ratio). These Key Performance Indicators are generally accepted in Dutch Healthcare, and are handled for instance in sector reports and studies by the Central Statistical office (2009)
.

Because of both operational results and liquid assets are under pressure and profitability cannot be a sufficient measure concerning financial performance in a time of ongoing losses, the financial performance of the organizations will be measured against the norms and the averages of the industry and the sub industries. All three ratios will individually rank from 1.0 to 1000.0. The total financial performance is the average of the three measures, all weighted one third of total score.

Net revenue ratio
The net revenue ratio will calculated by dividing the net revenue through the total revenue of the organization. Generally, a net revenue ratio above 1,5% is considered reasonable. 

Budget ratio

The budget ratio will calculated by dividing the total equity of the organization through the total revenue of the organization. Generally, a budget ratio above 12%
 will consider reasonable.

Solvency (current ratio)

The solvency (current ratio) will calculate by dividing the current assets of the organization through the current liabilities of the organization. Generally, a current ratio above 1
 will consider reasonable.
Summarized the next norms will used concerning the financial measures: 

	Measure
	Norm

	Net revenue ratio
	1,5%

	Budget ratio
	12.0%

	Solvency 
	1,00


7.3 Research methodology

Because no models already available concerning measuring the financial performance in combination with the executive compensation, separate measurements will use to combine both variables in this research.

7.3.1 Executive compensation
The measuring of executive compensation will base on cash and total remuneration. The cash compensation of each executive will measured through the sum of the gross salary including holiday allowances, year-end bonus and other fixed compensations and bonuses (Appendix A - WTZI format executive compensation, numbers 9 and 14).

The total compensation is accounted by the sum of the cash compensation, gross reimbursement of expenses, employers contribution to social security and employers contribution to pension and (flexible) early retirement plans (Appendix A - WTZI format executive compensation, numbers 9 to 12 and 14.

The average executive compensation is accounted by dividing the cash or total compensation of all executives in research by the number of executives. The executives will be evaluated if under or above the average. 

The multiple year average executive compensation is accounted by dividing the cash or total compensation of all executives from 2006 up to 2009 in research by the number of executives in these years. The executives will be evaluated if under or above the average. 
The norm regarding executive compensation concerning each year will use as described in paragraph 7.2.1. The executives remuneration will be evaluated if under or above the norm. Based on the development of executive compensation as shown in paragraph 5.2 the expectation is that this is not resulting in an equally divided population of 50% under and 50% above norm.

7.3.2 Financial performance 
The measuring of financial performance is the sum of the weighted rankings concerning budget ratio, net revenue ratio and solvency ratio. The weighted averages of all three measures are accounted by ranking each of these three outcomes on a scale of 1 up to 1000, with 1 digit. The multiple year financial performance is the sum of the weighted averages concerning all three measures over the years 2006 up to 2009. Both resulting in 50% of the organizations above and 50% of the organizations under the average.

The norm regarding the three measures of financial performance will used as described in paragraph 7.1.2. The financial performance will be evaluated if under or above the norm. Based on the development of financial performance as shown in paragraph 5.1 the expectation is this is not resulting in an equally divided population of 50% under and 50% above norm.

7.4 Control variables

As stated in the literature, a variety of factors can influence the financial performance and/or the executive compensation. The selected control variables will describe in the next sub paragraphs. 

7.4.1 Time
All these measurements will not only execute on one single year, but also over four years (2006 until 2009). Consequently, only organizations that have not merged during those years will be part of the execution over four years, due to the fact of comparability:

	Time
	Year

	Year I
	2006

	Year II
	2007

	Year III
	2008

	Year IV
	2009

	Year V
	2006 until 2009


7.4.2 Firm size

As signaled in paragraph 5.2.1, firm size is an important determinant concerning executive payments. The total revenues of an organization will determine the firm size. Based on the benchmark used by one of the largest associations for nursery, elderly, and homecare, ActiZ, four different levels of firm size are determined:

	Firm size
	Revenue

	Size I
	Less than € 10 million

	Size II
	Between € 10 and € 40 million

	Size III
	Between € 40 and € 100 million

	Size IV
	Above € 100 million


(Source: ActiZ Benchmark in de zorg 2010, table 6-15)

7.4.3 Corporate Governance model

As signaled in paragraph 4.5.3 the Dutch healthcare organizations are familiar with the two-tier-model with regard to corporate governance. Based on the understanding two different kinds of governance models can identify:

	Model
	Description

	Model I
	Executive board with a supervisory board

	Model II
	Other compilation


7.4.4 Number of executives

The third control variable identified is the number of executives in the executive board. Three different levels of numbers of executives will identify:

	Size of the executive board
	Number of executives

	Board size I
	One executive

	Board size II
	Two executives

	Board size III
	More than two executives


7.4.5 Sub sector

The fourth and last control variable identified is the sub sector of Dutch healthcare. The compilation as stated in paragraph 4.4.2 will identify:

	Sub sector
	Description

	Sub sector I
	Academic hospitals

	Sub sector II
	Local and specialized hospitals

	Sub sector III
	Mental health

	Sub sector IV
	Invalid care

	Sub sector V
	Nursing, elderly and homecare

	Sub sector VI
	Combination of 2 or more sub sectors


7.5 Data collection

The data will collect through DiGiMV. DiGiMV is electronic data storage in which all financial data of the organization and the executive compensation is available. This database contains these data from 2006 and forth. These data are public and consequently can use concerning this research.

These data represent about 98% percent of the total of Dutch healthcare organizations and about 98% of the total (governmental) budget concerning Healthcare (in these sub-industries) over 2006, 2007, 2008 and 2009.

The executive and financial figures of the organizations in the research will only be included when concerning all three financial figures, the numerator and denominator have report in DigiMV and in addition, if the remuneration figures of at least one executive have reported in DigiMV. If one of these figures has not report in DigiMV, the executive(s) and the corresponding organizations in this research will not be included.

As earlier described in paragraph 1.5.1, the research is limited to the Dutch healthcare industry and within this to hospitals, mental care, valid care, nursery care, elderly care, and home care. Those organizations are the organizations that are restricted under the WTZi, and therefore obliged to public their annual figures.

In the next chapter the empirical part of this research will perform.
8 Research results

In this chapter, the research results will expel. In the first paragraph the revision of data from DigiMV to the research will describe. After that, a summary of the results will describe and the research results will compared through the control variables. 
8.1 Data: from DigiMV to research

As described in paragraph 7.5 the data collection will perform by DigiMV. However to ensure the research and the outcomes are reliable the data collected through has to be revised. If one of the executive and financial figures of the organizations has not reported through DigiMV, the executive(s) and corresponding organizations in this research will not included. The overview of organizations excluded from research for each year, is added in appendices F1 to F4, including the recurring control variables. To expound the total organizations, executives and control variables that in the research have included a summary in appendix F5 has add.
Because of this revision, a decrease in numbers of executives and recurring organizations in comparison between DigiMV (D) and research (R) has occurred. This revision had influence on averages, however the effect on the measures of financial performance is marginal, the influence on average cash and total remuneration is significant. Both will be expound in next sub chapters.

8.1.1 DigiMV to research: marginal influence on average financial performance

The influence of the revision of data from DigiMV (D) to research (R) on averages for measures of financial performance is marginal. Most averages as presented in the table below are equal between DigiMV and research. Largest difference is on budget ratio in 2007 for 0.4 percent point:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	2009
	2008
	2007
	2006
	 

	 
	
	D
	R
	D
	R
	D
	R
	D
	R
	 

	 
	Net revenue ratio
	1.9%
	1.9%
	1.2%
	1.2%
	0.7%
	0.6%
	0.9%
	0.9%
	 

	 
	Budget ratio
	15.8%
	15.9%
	15.0%
	15.0%
	12.0%
	12.4%
	12.3%
	12.3%
	 

	 
	Solvency (current ratio)
	0.84
	0.84
	0.85
	0.85
	0.77
	0.78
	0.88
	0.88
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


The table as shown above is a summary of the financial performance as shown in the Appendices F1 to F4.

8.1.2 DigiMV to research: significant influence on average cash and total remuneration

The influence of the revision of data from DigiMV (D) to research (R) on averages for cash and total remuneration is significant. The difference between DigiMV and research for both cash and total remuneration lies between 30 to 40%, whereby the average remuneration in research is always higher than the one in DigiMV.
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	2009
	2008
	2007
	2006
	 

	 
	
	D
	R
	D
	R
	D
	R
	D
	R
	 

	 
	Cash
	 € 96.655
	€129.763 
	€ 86.675
	€ 123.240 
	 € 90.664 
	€ 124.360
	 € 92.581 
	€ 119.446 
	 

	 
	Total
	€134.569 
	€182.336 
	€ 87.471 
	€ 124.318
	€109.038 
	€ 143.704
	€108.235
	€ 139.081 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


The table shown before is a summary of the financial performance as presents in the Appendices F1 to F4.
8.2 Summary - hypotheses
As described in paragraph 6.5, the hypotheses are as follow:

H1:
If the firm financial performance is above average, the executive cash compensation is also above average.

H2:
If the firm financial performance is above average, the executive total compensation is also above average.

H3:
If the firm financial performance is above norm on all three measures, the executive cash compensation is above average.

H4:
If the firm financial performance is above norm on all three measures, the executive total compensation is above average.

H5: 
If the firm financial performance is above norm on all three measures, the executive total compensation is above norm.

In the following sub paragraphs, the outcomes per hypothesis will expel.

8.2.1 Hypothesis 1: average financial performance – average cash compensation

For the validation of hypothesis 1, the average financial performance will compare to the average cash compensation. Over the years 2006 up to 2009, 838 executives have identified with cash compensation above average and in addition, their organization is financially performing above average. This represents 20.4% of total executives (4,113) over these years. At the same time almost 80% of the executives (3,275) receive cash compensation above average, however their organization is financially not performing above average. 

8.2.2 Hypothesis 2: average financial performance – average total compensation

For the validation of hypothesis 2, the average financial performance will compared to the average total compensation. Over the years 2006 up to 2009, 798 executives have identified with total compensation above average and in addition, their organization is financially performing above average. This represents 19.4% of total executives (4,113) over these years. At the same time more than 80% of the executives (3,315) receive total compensation above average, however their organization is financially not performing above average. 

8.2.3 Hypothesis 3: norm financial performance – average cash compensation

For the validation of hypothesis 3, the norm financial performance for all the three measures will compare to the average cash compensation. Over the years 2006 up to 2009, 373 executives have identified with cash compensation above average and in addition, their organization is financially performing above norm on all three measures. This represents 9.1% of total executives (4,113) over these years. At the same time more than 90% of the executives (3,740) receive cash compensation above average, however their organization is financially not performing above norm on net revenue ratio, budget ratio and/or solvency (current ratio). 

8.2.4 Hypothesis 4: norm financial performance – average cash compensation

For the validation of hypothesis 4, the norm financial performance for all three measures will compare to the average total compensation. Over the years 2006 up to 2009, 363 executives have identified with total compensation is above average and in addition their organization is financially performing above norm on all three measures. This represents 8.8% of total executives (4,113) over these years. At the same time more than 90% of the executives (3,750) receive total compensation above average, however their organization is financially not performing above norm on net revenue ratio, budget ratio and/or solvency (current ratio).
8.2.5 Hypothesis 5: norm financial performance – norm total compensation
For the validation of hypothesis 5, the norm financial performance for all the three measures will compare to the norm total compensation. Over the years 2006 up to 2009, 227 executives have identified with total compensation above norm and in addition, their organization is financially performing above norm on all the three measures. This represents 5.5% of the total executives (4,113) over these years. At the same time almost 95% of the executives (3,886) receive total compensation above norm, however their organization has financially not performing above norm on net revenue ratio, budget ratio and/or solvency (current ratio).
8.3 Control variables

Through the control variables will expel if cross section analyses create another view on the presented results. This will perform through the following control variables:

- 
Time (paragraph 8.4.1);

-
Firm size (paragraph 8.4.2);

-
Corporate Governance model (paragraph 8.4.3);

-
Number of executives (paragraph 8.4.4); and

-
Sub sector (paragraph 8.4.5).

8.3.1 Control variable: Time

As presented in the table below the times of accepted hypothesis and the recurring percentages show the relationship for the control variable time:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	CONTROL VARIABLE 7.4.1 – Time
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	YEAR I: 2006
	
	YEAR II: 2007
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	      178 
	      178 
	        54 
	        54 
	        28 
	
	      144 
	      147 
	        42 
	        40 
	        33 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	21%
	21%
	6%
	6%
	3%
	
	20%
	21%
	6%
	6%
	5%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	YEAR III: 2008
	
	YEAR IV: 2009
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	      267 
	      277 
	      119 
	      126 
	        42 
	
	     243 
	     160 
	     155 
	       97 
	     160 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	20%
	20%
	9%
	9%
	3%
	
	20%
	13%
	13%
	8%
	13%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	YEAR IV: 2006-2009
	
	
	
	
	
	
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	
	
	
	
	
	 

	 
	     838 
	      798 
	       373 
	       363 
	       227 
	
	
	
	
	
	
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	
	
	
	
	
	 

	 
	20%
	19%
	9%
	9%
	6%
	
	
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


Not all three interesting outcomes as described in paragraph 8.3 are available for the control variable number of executives. At first the decreasing scale in matches visible, by comparison partially via norm and partially via averages to comparison only via norms is not available for all years. Year IV (2009) shows for hypothesis five a higher outcome than for hypothesis four. 

Secondly, both measuring financial performance on averages as on norms, the matches based on cash executive compensation are always higher than the matches based on total executive compensation are.  

Thirdly when comparing executive compensation to the norms of financial performance more than the half less matches have found. For Year IV (2009) it is visible that compared to norms of executive (total) compensation, the outcome of hypothesis five is equal to the outcome of hypothesis three and exceeds the outcome of hypothesis four. A relatively high number of executives that does not exceed the norm in comparison to other years cause this. The large amount of mergers and acquisitions that have especially detect in the nursing, elderly and home care in the last years, already described in paragraph 4.4.2, might be a possible reason for this founding in. This will be evaluated in paragraph 8.4.5 were the control variable sub sector is evaluated.

Based on the control variable time can determine that that no (positive) relationship can identified between the executive compensation and the financial performance of their organization. In addition time has no influence on this outcome.

8.3.2 Control variable: Firm size

As presented in the table below the times of accepted hypothesis and the recurring percentages show the relationship for the control variable firm size:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	CONTROL VARIABLE 7.4.2 - Firm size
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	SIZE I: Revenue < € 10 million
	
	SIZE II: Revenue > € 10 and < € 40 million
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	         89 
	        79 
	        49 
	        39 
	       22 
	
	      251 
	      251 
	      129 
	      139 
	       57 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	7%
	7%
	4%
	3%
	2%
	
	26%
	26%
	13%
	14%
	6%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	SIZE III: Revenue > € 40 and < € 100 million
	
	SIZE IV: Revenue > € 100 million
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       279 
	      255 
	      108 
	     101 
	       72 
	
	      219 
	      213 
	         87 
	         84 
	        76 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	29%
	27%
	11%
	11%
	8%
	
	23%
	22%
	9%
	9%
	8%
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


Not all three interesting outcomes as described in paragraph 8.3 are available for the control variable number of executives. At first the decreasing scale in matches visible, by comparison partially via norm and partially via averages to comparison only via norms is not available for all board sizes. Firm size two, with revenues between 10 and 40 million Euro, shows for hypothesis four a higher outcome than for hypothesis three. However the difference is only 0.4 percent point, were further investigation to the cause is not necessary. 
Secondly the matches based on cash executive compensation are always higher than the matches based on total executive compensation, both measuring financial performance on averages as on norms. As described before this is not valid for firm size II, where hypothesis four (total compensation) exceeds hypothesis three (cash compensation).
Thirdly when comparing executive compensation to the norms of financial performance more than the half less matches have found. 

For firm size I (revenue under 10 million) it is visible that the matches on all five hypotheses is subsequently lower than for all other firm sizes. This is caused by a relatively high number of executives that does exceed the average or norm in comparison to other firm sizes. A possible reason for this might be found in the corporate governance model whereby small organizations has not always supervisory boards in place to control the remuneration of executives, as already described in paragraph 4.5.3. This will be evaluated in paragraph 8.4.3 were the control variable corporate governance model is evaluated.

Based on the control variable firm size can determine that no (positive) relationship can identified between the executive compensation and the financial performance of their organization. In addition, firm size has no influence on this outcome.

8.3.3 Control variable: Corporate Governance model

As presented in the table below the times of accepted hypothesis and the recurring percentages show the relationship for the control variable corporate governance model:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	CONTROL VARIABLE 7.4.3 - Governance model
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	MODEL I: Executive and supervisory board
	
	MODEL II: Other compilation
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       807 
	       770 
	     362 
	     354 
	     222 
	
	        31 
	         28 
	         11 
	           9 
	           5 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	21%
	20%
	9%
	9%
	6%
	
	10%
	9%
	4%
	3%
	2%
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


All three interesting outcomes as described in paragraph 8.3 are available for the control variable number of executives. 
Based on the control variable governance model can determine that that no (positive) relationship can identified between the executive compensation and the financial performance of their organization. In addition the governance model has no influence on this outcome.
8.3.4 Control variable: Number of executives

As presented in the table below the times of accepted hypothesis and the recurring percentages show the relationship for the control variable number of executives:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	CONTROL VARIABLE 7.4.4 - Number of executives
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	BOARD SIZE I: One executive
	
	BOARD SIZE II: Two executives
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       248 
	       242 
	      118 
	      121 
	        61 
	
	    339 
	    326 
	     156 
	      152 
	         91 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	19%
	19%
	9%
	10%
	5%
	
	23%
	22%
	10%
	10%
	6%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	BOARD SIZE III: More than two executives
	
	
	
	
	
	
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	
	
	
	
	
	 

	 
	       251 
	       230 
	         99 
	         90 
	         75 
	
	
	
	
	
	
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	
	
	
	
	
	 

	 
	18%
	18%
	9%
	9%
	5%
	
	
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


Not all three interesting outcomes as described in paragraph 8.3 are available for the control variable number of executives. At first the decreasing scale in matches visible, by comparison partially via norm and partially via averages to comparison only via norms is not available for all board sizes. Board size one, with one executive, shows for hypothesis four a higher outcome than for hypothesis three. However the difference is only 0.3 percent point, were further investigation to the cause is not necessary. 
Secondly the matches based on cash executive compensation are always higher than the matches based on total executive compensation, both measuring financial performance on averages as on norms. As described before this is not valid for board size I, where hypothesis four (total compensation) exceeds hypothesis three (cash compensation).
Thirdly when comparing executive compensation to the norms of the financial performance more than the half less matches have found. The decrease for control variable board size is not at large compared to the general outcomes.
Based on the control variable number of executives can determine that no (positive) relationship can identified between the executive compensation and the financial performance of their organization. In addition the number of executives has no influence on this outcome.
8.3.5 Control variable: sub sector

As presented in the table below the times of accepted hypothesis and the recurring percentages show the relationship for the control variable sub sector:

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	CONTROL VARIABLE 7.4.5 - Sub sector
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	SUB SECTOR I: Academic hospital
	
	SUB SECTOR II: Other hospitals
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	         19 
	         19 
	           6 
	          6 
	          6 
	
	      154 
	      145 
	       67 
	       64 
	      58 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	32%
	32%
	10%
	10%
	10%
	
	27%
	25%
	12%
	11%
	10%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	SUB SECTOR III: Mental health
	
	SUB SECTOR IV: Invalid care
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       136 
	       137 
	        63 
	        68 
	       35 
	
	       123 
	      108 
	        53 
	       44 
	       21 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	20%
	21%
	9%
	10%
	5%
	
	18%
	16%
	8%
	7%
	3%
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	SUB SECTOR V: Nursing/elderly/ homecare
	
	SUB SECTOR VI: Combination of 2 or more
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       272 
	       268 
	      121 
	     125 
	       62 
	
	       120 
	      114 
	        53 
	       52 
	        44 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	49%
	49%
	22%
	23%
	11%
	
	25%
	24%
	11%
	11%
	9%
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


Not all three interesting outcomes as described in paragraph 8.3 are available for the control variable number of executives. At first the decreasing scale in matches visible, by comparison partially via norm and partially via averages to comparison only via norms is not available for all sub sectors. Sub sector III (mental health) and sub sector V (nursing, elderly and homecare), shows for hypothesis four a higher outcome than for hypothesis three. However the differences are below 0.5 percent point, were further investigation to the cause is not necessary. 

Secondly the matches based on cash executive compensation are always higher than the matches based on total executive compensation, both measuring financial performance on averages as on norms. As described before this is not valid for sub sector III (mental health) and for sub sector V (nursing, elderly and homecare), where hypothesis four (total compensation) exceeds hypothesis three (cash compensation).

Thirdly when comparing executive compensation to the norms of financial performance more than the half less matches have found. The decrease for control variable sub sector is not at large compared to the general outcomes.

Interesting outcome are the high percentages of matches for sub sector V, nursing, elderly and home care. This is caused by a relatively high number of executives that does not exceed the norm in comparison to other sub sectors. A possible reason for this might be found in the large amount of mergers and acquisitions that especially in this sub sector exist the last years as already described in paragraph 4.4.2 and 8.4.2.
Based on the control variable sub sector can determine that no (positive) relationship can identified between the executive compensation and the financial performance of their organization. In addition, the number of executives has no influence on this outcome.
The following chapter contains the conclusions and the recommendations.
9 Conclusions

9.1 Introduction
First Based on the answers of all the sub questions and the tested hypotheses, in this chapter the research question will answered. At front a summary of this research will be expelled. After that the conclusion will be drawn, followed by some demarcation and limitations. At closing some recommendations for further research will be stated.

9.2 Research summary

First the relevance of this research passed in review. Due to the persistent media attention for remuneration in Dutch industries that are largely or complete financed through governmental funds it is relevant from out a social point of view. In these kinds of industries it is not about if the executive is worth his remuneration, but if his remuneration does not exceed the prime-minister norm. 

Related to the relevance of this research, the added value of it is important. This research will be one of few performed in the Netherlands in an industry largely financed through governmental funds. This research could provide new insights and create a base for further researches.

To actual perform the research the framework of reference was constructed using several economical theories, followed by the content of terms – financial performance and executive compensation. Next the content of term and prior research regarding the Dutch healthcare organizations has been expelled, followed by a view on the developments of financial performance and executive compensation in the Dutch Healthcare. 

The final piece of the theoretical bases is the examination of prior research regarding financial performance resulting in five hypotheses to test during the empirical part of the research. 

After the theoretical bases, historical developments and formulation of the hypothesis the research design is constructed. The research contained 4,113 executives of Dutch healthcare organizations for cash as well as for total remuneration. The financial performance of organizations was measured against averages and norms. Because no norms are available the same has performs for total compensation, for cash compensation only comparison with averages has been examined. 

In order to verify or falsify the formulated hypotheses all variables have use into five models as control variables have defined. 

The research is closed by the research results as described in the former chapter and the research conclusion as described in the following paragraph.

9.3 Conclusion

As formulated in paragraph 1.3 the research question was defined as:

Does a positive relation exist between the executive compensation and the financial performance of their organization in the Dutch healthcare?

After the research had been executed because no significant, nor statistical relationship can be demonstrated has detected the result is that all five hypothesis need rejected. . In addition, the control variables show no significant or statistical relationship between the financial performance and the executive compensation. As presented in the table below the times of accepted hypothesis and the recurring percentages show no relationship:

	 
	 
	 
	 
	 
	 
	 

	 
	SUMMARY
	 

	 
	H1 (n)
	H2 (n)
	H3 (n)
	H4 (n)
	H5 (n)
	 

	 
	       838 
	       798 
	       373 
	       363 
	       227 
	 

	 
	H1 (%)
	H2 (%)
	H3 (%)
	H4 (%)
	H5 (%)
	 

	 
	20.4%
	19.4%
	9.1%
	8.8%
	5.5%
	 

	 
	 
	 
	 
	 
	 
	 


Several outcomes of the research deserve some extra attention. First a decreasing exists scale in matches visible by comparison all to averages (hypotheses one and two), via partially norm and partially averages (hypotheses three and four) to comparison to only norms (hypothesis five). Based on the measuring both financial performance and executive compensation on averages the matches were the hypotheses are accepted are around 20%. However, measuring against norms concerning both results only 5.5% matches exists. 

Secondly the matches based on cash executive compensation is always higher than the matches based on total executive compensation, both measuring financial performance on averages as on norms. The difference between cash and total is 1.0 percent point when measuring financial performance on averages and 0.3 percent point when measuring on norms.

Third, a closer look at hypotheses one and two compared to three and four. When comparing executive compensation to the norms of financial performance more than the half less matches have found. The comparison has determined that organizations can be above average on financial performance, however not performing above norms that stakeholders have formed.

Based on the outcomes as expelled in the table before has determine that no (positive) relationship have identified between the executive compensation and the financial performance of their organization.
Based on the outcomes of the research, the rejection of all five hypotheses, the conclusion is that no relationship exists between the firm performance and the executive compensation in the Dutch Healthcare. This is a conclusion that, in addition, exists in several former researches in different countries; however, none of them within industries largely financed through governmental funds.
9.4 Demarcation

As described in paragraph 1.5.1 two demarcations have been identified. First the research is limited to the Dutch healthcare industry. Second only regular compensations are part of this research.

During this research no further demarcations have been identified.

9.5 Limitations

As described in paragraph 1.5.2 two limitations have been identified. First the influence of mergers and acquisitions of organizations. Second the changes in executives.

During the research another limitation has occurred, the reliability of the data concluded in DigiMV. As signaled in the research approach (paragraph 7.6 – data collection) the data concerning the research has been completely collected through DigiMV. As signaled in paragraph 8.1 to ensure the reliability of the outcomes several executives and / or organizations is the research have exclude . A possibility exists to complete the current used database with data collected from annual reports. This is only possible for as far these data were excluded n these annual reports. Due to the purpose of this research and the labor-intensive work the current research has not been extended with this handling.

9.6 Recommendation

Due to the demarcation and the limitations several future research possibilities consists precede the research. The most interesting recommendation is measuring the executive costs in relation to total cost of personnel. Based on the results in this research the number of executives could differ for several organizations. However in this research no investigation has performed to the total executive costs. For instance one hospital could have one executive with a remuneration above norm and average, however another same sized hospital could have three executives all three with a remuneration just below norm and average. However the total executive cost could be much higher for the second hospital as is it for the first hospital.

Another important recommendation for further research is adding data to the current research data of all organizations and executives of which no or only incomplete data was available in DigiMV. This data can probably for the largest part, be collected by reviewing all the annual reports of the selected organizations. 
In addition, the development of a balanced scorecard, where the executive compensation will bases on measures not only developed by the executives, but also by stakeholders, can be a very interesting subject for further investigation. 
Other possibilities to precede the research might be:

-
Introduction of the control variable “Big 4 auditor”;
- 
Extension of the research to other countries;

-
Repetition of this research with a global measure of quality;

-
Repetition of this research with a larger amount of years;

-
Duplication of this research to other industries largely financed by governmental funds.


Appendix A - WTZI format executive compensation

	
	
	
	
	
	
	
	
	
	

	
	23. Remuneration of executives
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	Which governance model is applicable to your organization?
	

	
	What is the composition of the board of directors?
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	Name 1
	
	Name 2
	
	
	

	
	1
	When was the individual started to be employed as a director in your organization?
	
	
	
	
	
	

	
	2
	Is the individual at this moment still a part of the board?
	
	
	
	
	
	

	
	3
	Until which date the individual was employed as a director in your organization.
	
	
	
	
	
	

	
	4
	Has the individual been chair of the board during the year?
	
	
	
	
	
	

	
	5
	How many months has the individual been the chair of the board during the year? 
	
	
	
	
	
	

	
	6
	What is the nature of the (labor) agreement?
	
	
	
	
	
	

	
	7
	Which salary conditions were applied?
	
	
	
	
	
	
	

	
	8
	What is the part-time percentage?
	
	
	
	
	
	
	

	
	9
	Gross salary including holiday allowances, year-end bonus and other fixed compensations
	
	
	
	
	
	

	
	
	a. Of which the sale of hours of leave
	
	
	
	
	
	
	

	
	
	b. Of which subsequent payment regarding previous years
	
	
	
	
	
	

	
	10
	Gross reimbursement of expenses
	
	
	
	
	
	
	

	
	11
	Employer's contribution to social security
	
	
	
	
	
	
	

	
	12
	Employer's contribution to pension and (flexible) early retirement plans
	
	
	
	
	
	

	
	13
	Resignation compensation
	
	
	
	
	
	
	

	
	14
	Bonuses
	
	
	
	
	
	
	
	
	

	
	15
	Total income (9 till 14, excluding 9a and 9b)
	€ 0
	
	€ 0
	
	
	

	
	16
	Listed value of company car
	
	
	
	
	
	
	

	
	17
	Employee contribution concerning company car
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	Notes:
	 
	 
	 
	 
	 
	 
	 
	
	

	
	 
	
	
	
	
	
	
	
	 
	
	

	
	 
	
	
	
	
	
	
	
	 
	
	

	
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	

	
	
	
	
	
	
	
	
	
	
	
	


 (Translation based on model annual account Dutch healthcare, 2009) 
Appendix B - WOPT format

	
	
	
	
	
	
	
	
	
	
	

	
	24. Law of disclosure of publicly funded remunerations (WOPT)
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	The remuneration of directors over 2009 that are accounted concerning under the WOPT are as follows:
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	Name 1
	
	Name 2
	
	

	
	1
	Name of individual (function)
	
	
	
	
	
	

	
	2
	Employed since (date) 
	
	
	
	
	
	

	
	3
	Employed till (date)
	
	
	
	
	
	

	
	4
	Taxable wage (in €)
	
	
	
	
	
	

	
	5
	Provisions concerning the benefit of rewards payable on term (in €)
	
	
	
	
	

	
	6
	Payments related to termination of employment
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	Total remuneration under the WOPT (4, 5 and 6)
	
	€ 0
	
	€ 0
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	7
	Remuneration 2008
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	Motivation concerning the excess of remuneration higher than the average taxable wage per year by prime-minister.
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	Notes:
	 
	 
	 
	 
	 
	 
	 
	

	
	 
	
	
	
	
	
	
	
	 
	

	
	 
	
	
	
	
	
	
	
	 
	

	
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	
	
	
	
	
	
	
	
	
	
	


 (Translation based on model annual account Dutch healthcare, 2009) 
Appendix C

C-1 Waiting lists in elderly care

	 
	 
	 
	 
	 
	 
	 
	 

	 
	Waiting lists in elderly care
	 

	 
	
	
	
	
	
	
	 

	 
	
	15-05-00
	10-01-01
	11-01-02
	10-01-03
	1-01-05
	 

	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	
	 

	 
	Total persons on waiting lists
	  101,677 
	    87,276 
	    74,382 
	    54,244 
	  52,036 
	 

	 
	      - with transitional arrangements
	    52,180 
	    51,030 
	    40,841 
	    34,643 
	
	 

	 
	      - without transitional arrangements
	    49,497 
	    36,246 
	    33,541 
	    19,601 
	
	 

	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 


(Source: State 4.1, “Gezondheid en zorg in cijfers 2009, Central Statistical Office) 

C-2 Number of people above 65 years old in elderly care

	 
	 
	 
	 
	 
	 
	 

	 
	Number of people of 65 years and above in nursing, elderly and homecare
	 

	 
	
	
	
	
	
	 

	 
	
	2004
	2005
	2006
	2007
	 

	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	 

	 
	Number of people of 65 years and above
	 2,251,154 
	  2,288,670 
	 2,330,459 
	 2,368,352 
	 

	 
	
	
	
	
	
	 

	 
	Total receivers care
	    636,571 
	    633,061 
	    642,969 
	    644,920 
	 

	 
	     - nursing care
	      98,809 
	      95,849 
	      92,810 
	      89,867 
	 

	 
	     - elderly care
	      56,115 
	      57,253 
	      57,872 
	      58,498 
	 

	 
	     - homecare
	    481,647 
	    479,959 
	    492,287 
	    496,555 
	 

	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 


(Source: State 4.2, “Gezondheid en zorg in cijfers 2009, Central Statistical Office) 

Appendix D – Successful candidates healthcare and welfare education

	 
	 
	 
	 
	 
	 
	 

	 
	Number of graduates in healthcare and welfare
	 

	 
	
	
	
	
	
	 

	 
	School year
	2001/02
	2003/04
	2005/06
	2007/08*
	 

	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	 

	 
	Total graduates
	      53,530 
	      61,634 
	      62,639 
	      67,449 
	 

	 
	
	
	
	
	
	 

	 
	Professional training
	      36,148 
	      44,416 
	      45,465 
	      48,805 
	 

	 
	     - vocational learning ways
	      15,528 
	      18,184 
	      12,657 
	      12,646 
	 

	 
	     - full-time learning ways
	      19,016 
	      24,340 
	      27,900 
	      29,801 
	 

	 
	     - part-time learning ways
	       1,604 
	        1,892 
	        1,762 
	       1,828 
	 

	 
	     - examinee
	
	
	        3,146 
	       4,530 
	 

	 
	
	
	
	
	
	 

	 
	Higher professional training
	      12,406 
	      12,211 
	      11,777 
	      12,802 
	 

	 
	     - bachelor
	
	
	      11,669 
	      12,530 
	 

	 
	     - continuing education
	
	
	          108 
	          272 
	 

	 
	
	
	
	
	
	 

	 
	Scientific education
	       4,976 
	        5,007 
	        5,397 
	       5,842 
	 

	 
	     - post graduate
	       3,032 
	        2,751 
	        2,486 
	       1,940 
	 

	 
	     - continuing education
	       1,944 
	        2,130 
	        2,239 
	       2,364 
	 

	 
	     - masters degree
	
	           126 
	          672 
	       1,538 
	 

	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	 

	 
	* tentative figures
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 


(Source: Tabel D6, “Gezondheid en zorg in cijfers 2009, Central Statistical Office) 

Appendix E – Key figures Dutch Healthcare expenses

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Exploitation and personnel of healthcare organizations
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	Academic
	Local and 
	Mental
	Invalid
	Nursing,
	Welfare
	 

	 
	
	hospitals
	specialized
	care
	care
	Elderly,
	
	 

	 
	
	
	hospitals
	
	
	home care
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	
	
	 

	 
	2007
	million euro's
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	Revenues
	
	
	
	
	
	
	 

	 
	Total revenues
	         5,210 
	      11,979 
	    4,630 
	      5,883 
	      13,597 
	      6,466 
	 

	 
	     - Net turnover
	         3,772 
	      11,207 
	    3,972 
	      5,527 
	      11,848 
	      5,183 
	 

	 
	     - Other revenues
	         1,438 
	           772 
	       658 
	         356 
	        1,749 
	      1,283 
	 

	 
	
	
	
	
	
	
	
	 

	 
	Expenses
	
	
	
	
	
	
	 

	 
	Total expenses
	         5,071 
	      11,551 
	    4,519 
	      5,719 
	      13,456 
	      6,126 
	 

	 
	     - Cost of labor
	         2,885 
	        6,363 
	    3,031 
	      3,752 
	        8,581 
	      3,677 
	 

	 
	     - Depreciation of fixed assets
	            261 
	           936 
	       204 
	         266 
	           703 
	         186 
	 

	 
	     - Other operating expenses
	         1,925 
	        4,252 
	    1,284 
	      1,701 
	        4,172 
	      2,263 
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	abs,
	
	
	
	
	
	 

	 
	Employees
	
	
	
	
	
	
	 

	 
	Employments
	       61,870 
	    195,600 
	  80,010 
	  148,250 
	    388,660 
	  137,091 
	 

	 
	Years of employment
	       49,600 
	    136,280 
	  60,080 
	    92,570 
	    210,230 
	    88,109 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	
	
	
	
	
	
	 

	 
	2008
	million euro's
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	Revenues
	
	
	
	
	
	
	 

	 
	Total revenues
	         5,841 
	      12,699 
	    4,862 
	      6,463 
	      14,360 
	
	 

	 
	     - Net turnover
	         3,775 
	      11,866 
	    4,055 
	      6,068 
	      12,679 
	
	 

	 
	     - Other revenues
	         2,066 
	           833 
	       807 
	         395 
	        1,681 
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	Expenses
	
	
	
	
	
	
	 

	 
	Total expenses
	         5,706 
	      12,245 
	    4,752 
	      6,251 
	      14,132 
	
	 

	 
	     - Cost of labor
	         3,218 
	        6,739 
	    3,187 
	      4,015 
	        9,044 
	
	 

	 
	     - Depreciation of fixed assets
	            291 
	           961 
	       214 
	         291 
	           683 
	
	 

	 
	     - Other operating expenses
	         2,197 
	        4,545 
	    1,351 
	      1,945 
	        4,405 
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	abs,
	
	
	
	
	
	 

	 
	Employees
	
	
	
	
	
	
	 

	 
	Employments
	       68,060 
	    201,480 
	  81,380 
	  153,500 
	    390,940 
	
	 

	 
	Years of employment
	       52,790 
	    138,110 
	  61,560 
	    96,280 
	      21,910 
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 


(Source: Tabel D1, “Gezondheid en zorg in cijfers 2009, Central Statistical Office) 

Appendix F – Key figures
F-1 – Key figures DigiMV 2006 and linkage with the research

	 
	 
	 
	 
	 

	 
	YEAR 2006
	 

	 
	
	
	
	 

	 
	
	DigiMV
	Research
	 

	 
	Total organizations
	                                     726 
	                                     574 
	 

	 
	Size
	 
	 
	 

	 
	 - Size I
	                                     217 
	                                     202 
	 

	 
	 - Size II
	                                     189 
	                                     183 
	 

	 
	 - Size III
	                                     127 
	                                     126 
	 

	 
	 - Size IV
	                                       64 
	                                       63 
	 

	 
	 - Unknown
	                                     129 
	                                       -   
	 

	 
	Model
	 
	 
	 

	 
	 - Model I
	                                     622 
	                                     556 
	 

	 
	 - Model II
	                                       19 
	                                       18 
	 

	 
	 - Unknown
	                                       85 
	                                       -   
	 

	 
	Board size
	 
	 
	 

	 
	 - Board size I
	                                     322 
	                                     289 
	 

	 
	 - Board size II
	                                     195 
	                                     179 
	 

	 
	 - Board size III
	                                     118 
	                                     106 
	 

	 
	 - Unknown
	                                       91 
	                                       -   
	 

	 
	Sub sector
	 
	 
	 

	 
	 - Sub sector I
	                                         4 
	                                         4 
	 

	 
	 - Sub sector II
	                                       81 
	                                       56 
	 

	 
	 - Sub sector III
	                                       87 
	                                       76 
	 

	 
	 - Sub sector IV
	                                     111 
	                                     101 
	 

	 
	 - Sub sector V
	                                     366 
	                                     305 
	 

	 
	 - Sub sector V
	                                       39 
	                                       32 
	 

	 
	 - Unknown
	                                       38 
	                                       -   
	 

	 
	
	
	 
	 

	 
	Net revenue 
	 €                      227,810,315 
	 €                      226,783,944 
	 

	 
	Total revenue 
	 €                 26,248,524,904 
	 €                 25,825,095,906 
	 

	 
	Net revenue ratio
	0.9%
	0.9%
	 

	 
	Total equity
	 €                   3,227,994,888 
	 €                   3,168,307,696 
	 

	 
	Total revenue 
	 €                 26,248,524,904 
	 €                 25,825,095,906 
	 

	 
	Budget ratio
	12.3%
	12.3%
	 

	 
	Total current assets
	 €                   6,609,326,108 
	 €                   6,495,184,767 
	 

	 
	Total current liabilities
	 €                   7,475,830,821 
	 €                   7,368,537,434 
	 

	 
	Solvency (current ratio)
	                                    0.88 
	                                    0.88 
	 

	 
	
	
	
	 

	 
	Total executives
	                                  1,134 
	                                     848 
	 

	 
	Total cash remuneration
	 €                      104,987,081 
	 €                      101,289,930 
	 

	 
	Average cash remuneration
	 €                              92,581 
	 €                            119,446 
	 

	 
	Total executives
	                                  1,134 
	                                     852 
	 

	 
	Total remuneration
	 €                      122,738,288 
	 €                      118,497,206 
	 

	 
	Average total remuneration
	 €                            108,235 
	 €                            139,081 
	 

	 
	 
	 
	 
	 


F-2 – Key figures DigiMV 2007 and linkage with the research
	 
	 
	 
	 
	 

	 
	YEAR 2007
	 

	 
	
	
	
	 

	 
	
	DigiMV
	Research
	 

	 
	Total organizations
	                                     947 
	                                     503 
	 

	 
	Size
	 
	 
	 

	 
	 - Size I
	                                     298 
	                                     226 
	 

	 
	 - Size II
	                                     151 
	                                     127 
	 

	 
	 - Size III
	                                     101 
	                                       91 
	 

	 
	 - Size IV
	                                       59 
	                                       59 
	 

	 
	 - Unknown
	                                     338 
	                                       -   
	 

	 
	Model
	 
	 
	 

	 
	 - Model I
	                                     759 
	                                     417 
	 

	 
	 - Model II
	                                     162 
	                                       74 
	 

	 
	 - Unknown
	                                       26 
	                                       12 
	 

	 
	Board size
	 
	 
	 

	 
	 - Board size I
	                                     424 
	                                     220 
	 

	 
	 - Board size II
	                                     240 
	                                     131 
	 

	 
	 - Board size III
	                                     166 
	                                       96 
	 

	 
	 - Unknown
	                                     117 
	                                       56 
	 

	 
	Sub sector
	 
	 
	 

	 
	 - Sub sector I
	                                         5 
	                                         3 
	 

	 
	 - Sub sector II
	                                     105 
	                                       77 
	 

	 
	 - Sub sector III
	                                     135 
	                                       70 
	 

	 
	 - Sub sector IV
	                                     141 
	                                       81 
	 

	 
	 - Sub sector V
	                                     476 
	                                     234 
	 

	 
	 - Sub sector VI
	                                       61 
	                                       38 
	 

	 
	 - Unknown
	                                       24 
	                                       -   
	 

	 
	
	
	 
	 

	 
	Net revenue 
	 €                      148,125,613 
	 €                      136,762,072 
	 

	 
	Total revenue 
	 €                 22,586,839,677 
	 €                 21,182,446,077 
	 

	 
	Net revenue ratio
	0.7%
	0.6%
	 

	 
	Total equity
	 €                   2,718,630,306 
	 €                   2,624,180,382 
	 

	 
	Total revenue 
	 €                 22,586,839,677 
	 €                 21,182,446,077 
	 

	 
	Budget ratio
	12.0%
	12.4%
	 

	 
	Total current assets
	 €                   5,525,825,669 
	 €                   5,248,727,043 
	 

	 
	Total current liabilities
	 €                   7,144,817,849 
	 €                   6,698,751,819 
	 

	 
	Solvency (current ratio)
	                                      0.8 
	                                      0.8 
	 

	 
	
	
	
	 

	 
	Total executives
	                                  1,565 
	                                     683 
	 

	 
	Total cash remuneration
	 €                      141,889,018 
	 €                        84,938,148 
	 

	 
	Average cash remuneration
	 €                              90,664 
	 €                            124,360 
	 

	 
	Total executives
	                                  1,565 
	                                     712 
	 

	 
	Total remuneration
	 €                      170,643,863 
	 €                      102,317,175 
	 

	 
	Average total remuneration
	 €                            109,038 
	 €                            143,704 
	 

	 
	 
	 
	 
	 


F-3 – Key figures DigiMV 2008 and linkage with the research

	 
	 
	 
	 
	 

	 
	YEAR 2008
	 

	 
	
	
	
	 

	 
	
	DigiMV
	Research
	 

	 
	Total organizations
	                                  1,065 
	                                  1,008 
	 

	 
	Size
	 
	 
	 

	 
	 - Size I
	                                     510 
	                                     478 
	 

	 
	 - Size II
	                                     241 
	                                     241 
	 

	 
	 - Size III
	                                     174 
	                                     173 
	 

	 
	 - Size IV
	                                     117 
	                                     116 
	 

	 
	 - Unknown
	                                       23 
	                                       -   
	 

	 
	Model
	 
	 
	 

	 
	 - Model I
	                                     879 
	                                     849 
	 

	 
	 - Model II
	                                     162 
	                                     141 
	 

	 
	 - Unknown
	                                       24 
	                                       18 
	 

	 
	Board size
	 
	 
	 

	 
	 - Board size I
	                                     506 
	                                     488 
	 

	 
	 - Board size II
	                                     309 
	                                     291 
	 

	 
	 - Board size III
	                                     226 
	                                     210 
	 

	 
	 - Unknown
	                                       24 
	                                       19 
	 

	 
	Sub sector
	 
	 
	 

	 
	 - Sub sector I
	                                         5 
	                                         5 
	 

	 
	 - Sub sector II
	                                     174 
	                                     150 
	 

	 
	 - Sub sector III
	                                     158 
	                                     150 
	 

	 
	 - Sub sector IV
	                                     130 
	                                     123 
	 

	 
	 - Sub sector V
	                                     508 
	                                     491 
	 

	 
	 - Sub sector VI
	                                       71 
	                                       70 
	 

	 
	 - Unknown
	                                       19 
	                                       19 
	 

	 
	
	
	 
	 

	 
	Net revenue 
	 €                      547,622,618 
	 €                      545,379,057 
	 

	 
	Total revenue 
	 €                 45,233,265,150 
	 €                 44,891,200,313 
	 

	 
	Net revenue ratio
	1.2%
	1.2%
	 

	 
	Total equity
	 €                   6,787,484,353 
	 €                   6,751,471,879 
	 

	 
	Total revenue 
	 €                 45,233,265,150 
	 €                 44,891,200,313 
	 

	 
	Budget ratio
	15.0%
	15.0%
	 

	 
	Total current assets
	 €                 12,376,344,861 
	 €                 12,283,282,792 
	 

	 
	Total current liabilities
	 €                 14,609,958,080 
	 €                 14,533,401,713 
	 

	 
	Solvency (current ratio)
	                                      0.8 
	                                      0.8 
	 

	 
	
	
	
	 

	 
	Total executives
	                                  1,963 
	                                  1,359 
	 

	 
	Total cash remuneration
	 €                      170,142,053 
	 €                      167,483,109 
	 

	 
	Average cash remuneration
	 €                              86,675 
	 €                            123,240 
	 

	 
	Total executives
	                                  1,963 
	                                  1,359 
	 

	 
	Total remuneration
	 €                      171,706,040 
	 €                      168,948,507 
	 

	 
	Average total remuneration
	 €                              87,471 
	 €                            124,318 
	 

	 
	 
	 
	 
	 


F-4 – Key figures DigiMV 2009 and linkage with the research

	 
	 
	 
	 
	 

	 
	YEAR 2009
	 

	 
	
	
	
	 

	 
	
	DigiMV
	Research
	 

	 
	Total organizations
	                                  1,079 
	                                     972 
	 

	 
	Size
	 
	 
	 

	 
	 - Size I
	                                     469 
	                                     436 
	 

	 
	 - Size II
	                                     227 
	                                     226 
	 

	 
	 - Size III
	                                     173 
	                                     171 
	 

	 
	 - Size IV
	                                     140 
	                                     139 
	 

	 
	 - Unknown
	                                       70 
	                                       -   
	 

	 
	Model
	 
	 
	 

	 
	 - Model I
	                                     846 
	                                     814 
	 

	 
	 - Model II
	                                     109 
	                                       98 
	 

	 
	 - Unknown
	                                     124 
	                                       60 
	 

	 
	Board size
	 
	 
	 

	 
	 - Board size I
	                                     493 
	                                     468 
	 

	 
	 - Board size II
	                                     332 
	                                     310 
	 

	 
	 - Board size III
	                                     185 
	                                     174 
	 

	 
	 - Unknown
	                                       69 
	                                       20 
	 

	 
	Sub sector
	 
	 
	 

	 
	 - Sub sector I
	                                         4 
	                                         4 
	 

	 
	 - Sub sector II
	                                     171 
	                                     143 
	 

	 
	 - Sub sector III
	                                     171 
	                                     164 
	 

	 
	 - Sub sector IV
	                                     143 
	                                     138 
	 

	 
	 - Sub sector V
	                                     460 
	                                     443 
	 

	 
	 - Sub sector VI
	                                       79 
	                                       78 
	 

	 
	 - Unknown
	                                       51 
	                                         2 
	 

	 
	
	
	 
	 

	 
	Net revenue 
	 €                      937,811,751 
	 €                      930,250,218 
	 

	 
	Total revenue 
	 €                 48,971,364,521 
	 €                 48,617,882,015 
	 

	 
	Net revenue ratio
	1.9%
	1.9%
	 

	 
	Total equity
	 €                   7,744,429,707 
	 €                   7,737,578,500 
	 

	 
	Total revenue 
	 €                 48,971,364,521 
	 €                 48,617,882,015 
	 

	 
	Budget ratio
	15.8%
	15.9%
	 

	 
	Total current assets
	 €                 12,730,013,524 
	 €                 12,657,909,281 
	 

	 
	Total current liabilities
	 €                 15,168,052,747 
	 €                 15,106,712,687 
	 

	 
	Solvency (current ratio)
	                                      0.8 
	                                      0.8 
	 

	 
	
	
	
	 

	 
	Total executives
	                                  1,622 
	                                  1,190 
	 

	 
	Total cash remuneration
	 €                      156,774,508 
	 €                      154,417,541 
	 

	 
	Average cash remuneration
	 €                              96,655 
	 €                            129,763 
	 

	 
	Total executives
	                                  1,622 
	                                  1,190 
	 

	 
	Total remuneration
	 €                      218,270,883 
	 €                      216,979,738 
	 

	 
	Average total remuneration
	 €                            134,569 
	 €                            182,336 
	 

	 
	 
	 
	 
	 


Appendix G – Key figures of the research (2006, 2007, 2008 and 2009)
	Research

	
	
	
	
	

	
	2009
	2008
	2007
	2006

	Total organizations
	              972 
	             1,008 
	                503 
	                574 

	Size
	 
	 
	 
	 

	 - Size I
	              436 
	                478 
	                226 
	                202 

	 - Size II
	              226 
	                241 
	                127 
	                183 

	 - Size III
	              171 
	                173 
	                  91 
	                126 

	 - Size IV
	              139 
	                116 
	                  59 
	                  63 

	 - Unknown
	                  -   
	                  -   
	                  -   
	                  -   

	Model
	 
	 
	 
	 

	 - Model I
	              814 
	                849 
	                417 
	                556 

	 - Model II
	                98 
	                141 
	                  74 
	                  18 

	 - Unknown
	                60 
	                  18 
	                  12 
	                  -   

	Board size
	 
	 
	 
	 

	 - Board size I
	              468 
	                488 
	                220 
	                289 

	 - Board size II
	              310 
	                291 
	                131 
	                179 

	 - Board size III
	              174 
	                210 
	                  96 
	                106 

	 - Unknown
	                20 
	                  19 
	                  56 
	                  -   

	Sub sector
	 
	 
	 
	 

	 - Sub sector I
	                  4 
	                    5 
	                    3 
	                    4 

	 - Sub sector II
	              143 
	                150 
	                  77 
	                  56 

	 - Sub sector III
	              164 
	                150 
	                  70 
	                  76 

	 - Sub sector IV
	              138 
	                123 
	                  81 
	                101 

	 - Sub sector V
	              443 
	                491 
	                234 
	                305 

	 - Sub sector VI
	                78 
	                  70 
	                  38 
	                  32 

	 - Unknown
	                  2 
	                  19 
	                  -   
	                  -   

	
	
	
	
	

	Net revenue (*1.0 mio)
	 €    930,250 
	 €       45,379 
	 €      136,762 
	 €      226,784 

	Total revenue (*1.0 mio)
	 € 8,617,882 
	 € 44,891,200 
	 € 21,182,446 
	 € 25,825,096 

	Net revenue ratio
	1.9%
	1.2%
	0.6%
	0.9%

	Total equity (*1.0 mio)
	 € 7,737,579 
	 €   6,751,472 
	 €   2,624,180 
	 €   3,168,308 

	Total revenue (*1.0 mio)
	€48,617,882 
	 € 44,891,200 
	 € 21,182,446 
	 € 25,825,096 

	Budget ratio
	15.9%
	15.0%
	12.4%
	12.3%

	Total current assets (*1.0 mio)
	 €12,657,909 
	 € 12,283,283 
	 €   5,248,727 
	 €   6,495,185 

	Total current liabilities (*1.0 mio)
	 €15,106,713 
	 € 14,533,402 
	 €   6,698,752 
	 €   7,368,537 

	Solvency (current ratio)
	                 0.8 
	                 0.8 
	                 0.8 
	                 0.9 

	
	
	
	
	

	Total executives
	             1,190 
	             1,359 
	                683 
	                848 

	Total cash remuneration  (*1.0 mio)
	 €      154,418 
	 €      167,483 
	 €        84,938 
	 €      101,290 

	Average cash remuneration
	 €      129,763 
	 €       123,240 
	 €       124,360 
	 €       119,446 

	Total executives
	             1,190 
	             1,359 
	                712 
	                852 

	Total remuneration (*1.0 mio)
	 €      216,980 
	 €       168,949 
	 €       102,317 
	 €       118,497 

	Average total remuneration
	 €      182,336 
	 €       124,318 
	 €       143,704 
	 €       139,081 


Appendix H – Total overview and overview of control variables per hypotheses

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	
	SUMMARY
	
	 

	 
	
	Total
	Time
	Firm size
	
	 

	 
	
	Total
	Year I
	Year II
	Year III
	Year IV
	Year V
	Size I
	Size II
	Size III
	Size IV
	
	 

	 
	H1 (%)
	20,4%
	20,9%
	20,2%
	19,6%
	20,4%
	20,4%
	7,4%
	25,6%
	29,1%
	22,6%
	
	 

	 
	H2 (%)
	19,4%
	20,9%
	20,6%
	20,4%
	13,4%
	19,4%
	6,5%
	25,6%
	26,6%
	22,0%
	
	 

	 
	H3 (%)
	9,1%
	6,3%
	5,9%
	8,8%
	13,0%
	9,1%
	4,1%
	13,2%
	11,3%
	9,0%
	
	 

	 
	H4 (%)
	8,8%
	6,3%
	5,6%
	9,3%
	8,2%
	8,8%
	3,2%
	14,2%
	10,5%
	8,7%
	
	 

	 
	H5 (%)
	5,5%
	3,3%
	4,6%
	3,1%
	13,4%
	5,5%
	1,8%
	5,8%
	7,5%
	7,9%
	
	 

	 
	
	
	
	
	
	
	
	
	
	
	
	
	 

	 
	
	SUMMARY
	 

	 
	
	Governance model
	Board size
	Sub sector
	 

	 
	
	Model I
	Model II
	Size I
	Size II
	Size III
	Sub I
	Sub II
	Sub III
	Sub IV
	Sub V
	Sub VI
	 

	 
	H1 (%)
	21,2%
	10,3%
	19,5%
	22,8%
	18,4%
	32,2%
	26,8%
	20,5%
	18,5%
	49,4%
	25,5%
	 

	 
	H2 (%)
	20,2%
	9,3%
	19,0%
	21,9%
	17,9%
	32,2%
	25,2%
	20,6%
	16,2%
	48,6%
	24,2%
	 

	 
	H3 (%)
	9,5%
	3,7%
	9,3%
	10,5%
	8,7%
	10,2%
	11,7%
	9,5%
	8,0%
	22,0%
	11,3%
	 

	 
	H4 (%)
	9,3%
	3,0%
	9,5%
	10,2%
	9,0%
	10,2%
	11,1%
	10,2%
	6,6%
	22,7%
	11,0%
	 

	 
	H5 (%)
	5,8%
	1,7%
	4,8%
	6,1%
	4,5%
	10,2%
	10,1%
	5,3%
	3,2%
	11,3%
	9,3%
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