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I. Executive summary

The objective of this work 1s to understand why the establishment of a profit sharing scheme
can become teresting for a start-up or a company.
Part 1 consists in a short and general explanation of profit sharing and the benefits this concept
can bring to employer and workers. There are numerous schemes in Belgium. The present
paper will focus on each of them, classified separately according to the category they belong to.
Implementing a scheme requires a clear understanding of the intent and its related
expectations. It 1s essential thus to avoid any effects that would be contrary to the common
mterest. Moreover, every scheme cannot be related to all types of company. As explained in the
body of this report, some schemes give the workers the right to acquire shares in the company.
This selling of assets can lead to different problems if the shareholders of the company are not
adequately protected. A part of this report is about the implementation of various procedures
or measures to protect the shareholders before using a scheme.

It 1s only recently that each unit or share represents a portion of the value of the company. It 1s,
though, difficult to estimate the exact value of a start-up or new enterprise. As a growing number
of profit sharing schemes are based on the capital stock, the valuation of the company must be
correct. We will come back to this point on many occasions later in this report.

II. Background imnformation

In the majorty of companies established in Belgium, one of the most important costs 1s
certainly hiring. If an employer wants to hire, he/she will have to pay extra contributions on top
of the eligible payroll. This situation leads to discouragement and prevents therefore
entrepreneurship. Let's take for example the case of an employee getting a € 1000 gross
additional pay.

Emplovee :

additional pay: 1000€
-Sodial security employee (13.07%)_: ________________________ -130.70€
taxable remuneration: 869.30€
-payroll tax: -434.65€
-additional percentages to state taxes 7%_:_____________________ -30.43€
net remuneration: 404.22€

Employer

Gross remuneration 1000€
employer's contribution(32.4%) : 324.00€
company tax 33.99%) -450.00€

Cost as employer: 874.00€

It 1s true that companies need human resource capacities to carry out a project. They obviously
need mcomes to pay their workers and sometimes, they need more money to attract the ideal
canditates. That 1s probably one of the reasons why new enterprises seem to be less attractive
than large and multinational companies if we consider their fewer financial means. The
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European Union has been aware of this situation for decades. This has resulted i different
procedures to make enterprises more attractive and to deal with the current paying problem. In
the 2000s the European Union created the profit sharing. This scheme allows enterprises to pay
their workers in different ways. Employees can get a part of the capital or receive profits. In this
way, profit sharing can be considered to be a tax-effective scheme. The methods that Europe
has implemented offer a better remuneration and mitigate several problems. As already
mentioned above, "key" partners are hard to find in the labour market. This situation leads to a
"'war for talents", implying that every company tries to give its best to attract the desired
candidate. Besides, the profit sharing scheme allows to struggle with demotivation and reduced
work efforts. Today, it 1s not unusual to see employees less involved in their tasks, which causes
disinterest and dissatisfaction among them.

Several schemes have been created. This work consists in the study of each of them in order to
make new enterprises more attractive and to reduce the current problems. The ultimate aim 1s
to challenge mutinational companies in the labour market.

III.  Development of the key lessons related to the topic

Profit sharing 1s a scheme established for the employees of a specific company to reward them
i the form of share or extra pay. It enables therefore to offer a variable compensation
conditioned on the achievement of objectives linked to the imtrinsic performance of the
company. This scheme also allows to get the employees motivated and to attract "key" staff,

which leads to a better attractivity in comparison with large enterprises.

Why use such a system?

Profit sharing can be attractive both for employer and worker. First of all, many benefits must

be considered for a start-up or a company in general:

* a different but attractive remuneration: Many enterprises have difficulties in hiring the
1deal candidate. Indeed, small and medium-sized companies are the main source of
employment i Belgium. But the problem 1s that they sometimes have trouble
competing with larger or multinational companies. This 1s particularly true concerning
start-ups because they need experts to develop their products or services. Profit sharing
schemes are meant to challenge other companies and to hire key workers who would

not normally be interested in working for small companies.
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Worker motivation : The greatest wish of the management of the company is to make
sure each employee 1s giving their best so that the company performs well. Profit-sharing
schemes mmply a greater involvment of the employees and shouldn't lead to worsening
relations between management and employees. Quite the opposite, the employees will
have a better understanding of the overall objectives as well as strategic and management

decisions. This should lead to a common objective between management and labour.

Salary optimization: Social charges can be heavy in Belgium, but these can be reduced
by profit-sharing schemes. At the same time, an attractive salary should be guaranteed.
Indeed, some schemes shouldn't be regarded as remuneration, and then lower variable

compensation costs become possible.

In addition to a great number of benefits these schemes give the employer, here are some of the

employees:

Higher sense of belonging : While using profit-sharing schemes, the employees are
more mvolved and productive. They take more mitiatives and come up with new plans
and 1deas. As a resullt, the company keeps growing and the employees give their best to
be part of the success of the company.

long-term gain: Some schemes give the opportunity to acquire an equity stake. With
time, the employe who holds shares can get a high remuneration. Indeed, The value of

stock for a start-up may sharply rise in a short period of time.

Profit-sharing schemes in Belgium

Different types of profit-sharing schemes are to be found:

profit sharing: The objective of this scheme 1s to share the profits between the
shareholders and the employees. In this way, the employees get cash benefits related to
the company profit.

capital holding: The employees can get shares of the company they work for. While
holding some capital, the employees get more interested in the results of the company.
Holding shares means receiving dividends or an appreciation of the employee-owned
capital. Besides, it allows the employees to get, in some cases, a voting right.

stock or subscription option: This scheme aims at offering shares after a definite period

of ime. At the end of this term, the beneficiary can exercise their options.
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This table mcludes all the implemented schemes. They are classified according to the above-

mentioned categories they belong to.

Profit sharing |
Profit-sharing Capital holding Options
profit participation plan capital shareholdings ‘Warrants-subscription
option

mvestment savings plan Convertible bonds Stock-options -

Share Options

Bonus plan Share subscription without a
discount
Beneficiary shares Tax Shelter

The purchase of shares
granted to employees

Spontaneous purchase of
shares by the employees

Explanation of the different schemes

a) profit participation plan and investment savings plan

Profit-sharing was implemented by the government to increase the interest and the motivation
of the employees. While being imterested m business management, the staff's productivity
(except heads of department and administrators') is increasing, which constitutes a rather good

approach to challenge bigger companies.

With this scheme, the employees receive a part of the profits either in cash (profit participation)
or in shares ( capital shareholdings). The "granted" shares are part of the company shares or can
be related to a capital increase. The shares are granted when one of the main objectives 1s met.
The objectives should be measurable, realistic and clearly defined and should be

communicated to all.

The scheme may be used to implement an investment savings plan. The part of the profits
allocated to the employees are invested in capital assets and must be regarded as a loan to the

company. Therefore, The sum to be recovered bears interest and has a defined time period.
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Every company can implement these three kinds of scheme. To that end, a specific collective

labour agreement or an act of adherence (for the companies without union delagations) should

be established.

Every employer who opts for this kind of scheme receives a tax concession. Indeed, the
scheme can't be viewed as a remuneration and 1s therefore exempt from personal income tax.
However, an additional tax can be determined related to the scheme the company has

mmplemented (profit participation plan, capital shareholdings or investment savings plan)

b) Bonus plan

With this scheme, the employees are paid cash if an objective 1s achieved. The objective 1s
closely related to the mmplemented scheme, which can involve every single worker of the
company (wether interim or permanent). The management can't be part of the scheme and the
employees should be selected through an objective and transparent procedure without

prejudice and discrimination. All the staff can get involved or just a definite group.

The objective should be collective, not individual. Moreover, it should be measurable, clearly
defined and should be communicated to all. While implementing this scheme, the achievement
of the common objective can't be certain. If the objective 1s achieved, the employees receive a
certain amount. In other cases (the objective 1s not or partly achieved), no percentage of the

amount 1s distributed.

The objective should'nt be time-related but needs to last more than three months. While being
part of the scheme, the staff should be aware of the remaining work to meet the objective. This
kind of scheme can be implemented by every type of company and needs to be viewed as way
of remunerating. Therefore, social security contributions and payroll tax are fees to be

calculated.
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¢) Convertible bonds

This scheme allows the holders to convert their bonds into shares (equity). The interest rate 1s
usually lower than the one proposed by the banks. The conversion implies a capital increase.
This principle can be related to warrants (see below). Indeed, securities can be converted into
shares.

Only limited companies can implement this type of scheme at the time of 1ssuance. There 1s no
restriction for the obligated person. However, there will be a capital increase that needs to
respect the conditions applying to contributions in kind. The conversion period has a
maximum of ten years. The conversion allows a tax reduction for a natural person. In this way,
the worker who takes part in the scheme 1s eligible for a tax mcentive, which corresponds to
his/her imvestment multiplied by 30% or 409%, 1.e., a "special average rate including a tax break".

However, the maximum eligible amount 1s set at 600 EUR. Capital gains can't be taxed.

d) Share subscription without a discount

Here, The company (limited company or limited partnership) can get the employees interested
by increasing the capital. The staff can buy diffrent shares at a favourable price. Some

conditions must be resepcted to implement such a scheme :

* The share price can't be lower than 20 9% of its price.

¢ Two dividends must be distributed for the three last financial years.

* The amount of the capital increase must be lower than 209 of the share capital.

* The shareholders have a voting right.

* FEach share 1s personal and non-transferable for five years (except for death, dismissal,
).

* The employees must have a seniority between 6 and 36 months when the subscription

1s opened.
Procedure :

*  Company board gathers to decide modalities and conditions

*  Proposal and presentation of the plan to the staff which meets the objective criteria.
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e Capital increase.

e) Tax shelter

The objective of this scheme 1s to attract investors for the start-ups. The tax shelter scheme gives
the mvestors an access to tax mcentives when they acquire parts of the company or company
shares. This scheme can be set up when the company 1s established or when there 1s a capital

icrease four years after its registrartion.
Some  conditions must be respected to implement such a  scheme

* The head office of the company must be in Belgium and the start-up must have been
registered after 2013.

* The company can't be the result of a merger.

* The company must be considered "small" according to the article 15 of the Belgian
Company Code.

* The company can't be mvolved in treasury, financing, investing and managing functions.

* The company can't be active in the construction or housing industry.

* The company is not a listed company.

* The company has never experienced a capital decrease and has never distributed
dividends.

* The company has never been the subject of collective insolvency proceedings.

* The amounts mnvested can't be used to distribute dividends, get parts or take out a loan.

* The company has never received 250.000 EUR before via this scheme.

The tax incentive this scheme gives cannot be combined with tax cuts resulted from the
purchase of parts or shares of the employer. No member of the management 1s allowed to use
this scheme to exploit this benefit.  However, the employees have the right to use it. The
mvestment made 1s lmited to 309 of the share capital of the company. If the investment
exceeds this amount, the excess won't be taken into account for the tax cut calculation. This

scheme must be kept for 48 months.

The person who invested in such a company has to state this scheme in his/her tax declaration

and prove that his/her investment was eligible.
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Tax cut represents 309% of the amount (45% 1if the company is regarded as a microentreprise).

This amount 1s limited to 100.000 EUR per tax period and per person.

If the above-mentionned conditions or the duration of 48 months are not respected, the

mvestor will have to pay back the tax cut corresponding to the remaining period.

f)  The purchase of shares granted to employees

Both "SPRL" (private limited company) and "SA" (public hability company) can buy their stock

to give 1t to their employees.

Conditions :
e Only the employees of the company can receive shares.
*  The company can own maximum 20% of the subscribed capital
* The purchasing of shares can be made via the distributable net income available to the
company.
* The share buyback necessarily involves fully paid shares

* In order to respect their rights, the shareholders have to agree with the procedure.

After buying its shares, the company has to distribute them within a year (during this period of
time, the voting right 1s suspended for these parties). All the non-distributed shares are to be

considered null and void.

These shares are irrevocably to be cancelled by the company board. When a company buys its
own stock, a withholding of 30% 1s applied. This kind of scheme 1s viewed as a remuneration

and 1s therefore taxable.
g) Spontanous purchase of shares by the employees (Monory-bis)
The employees can get shares of the company they work for.
Some  conditions must be respected to i1mplement such a  scheme

* The shareholder must be part of the company. He/she must be paid by the company.

* The employees need to keep the shares for at least 5 years.
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e This scheme can't absolutely be added up to a pension savings plan.
e Securities representing the capital must be released in cash and are to be deducted from

the employees' wages.

h) Warrants-subscription option

This scheme allows to buy shares at a specified price when a capital increase 1s decided.

For the stock options (warrants), the shares need to be i1ssued by the company on its own

treasury shares. The issuing of a notarial deed 1s necessary to certify these changes.

These schemes afford some flexibility to the employees. They can decide when they want to
exercise their option. However, the beneficiary should know that his/her shares are taxable
while being sold. In this way, he/she should sell them when the profit 1s higher than the amount

of the tax. An example of warrants-subscription 1s on annexe 1.

This kind of scheme 1s available to any employee who has business relationships with the
company (staff, managers, suppliers, ...). Only public limited companies can 1implement this

type of scheme.

The maximum amount of the shares for allocation can't exceed 20 % of the company capital.
One should know that warrants are taxable while being granted. However, the profit made

when the employee exercises his/her option can't be taxable.

There are other schemes without specific regulations such as the issuance of beneficiary shares
for staft (sale of shares that do not represent the capital, at a reduced price in exchange for
assets (either in cash or in kind) ), share purchase program with discount (free share distribution
gratuitement or with a discount), Being less well-known and used, these schemes are not part of

this work. A comparison of the different profit sharing 1s on annexe 2.
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Protective measures for shareholders
When it comes to an equity stake, it 1s usually preferable, if not necessary, to take protective

measures for the company and its shareholders. When a member of the staff owns shares, 1t
gives him/her many rights. He or she can access to all information they need and they have an
mtervention and control right. However, the establishment of such a scheme can be strictly

limited to restrictive terms and clauses.

Besides, a shareholders' agreement should be recorded in order to protect the company and its
shareholders. This agreement has to be viewed as a contract containing certain rules that cannot
be contrary to company's articles and company code. Unlike the articles, this agreement 1s

private and needs to be signed by each shareholder.

Valuation of a start-up

When a scheme aiming at transfering and selling shares to employees 1s 1mplemented, it 1s
important to know the value of the company. This value will determine the social and tax costs
related to the established plan. However, it 1s not easy to determine the valuation of a start-up.
Indeed, most of them don't have capital assets and their growth are impossible to foresee. Many

start-ups won't generate any revenue in the first years.

In this way, two options can be considered while implementing a profit-sharing scheme:
* The company has already been valuated through the subscription of new shareholders.
The start-up keeps this valuation.
* Assessment methods will be used because the comapny has never been valuated.
Different methods can be used (multiple EbitDA, comparison with other companies,

sales revenue, ...).

Checking and estimating the valuation of a start-up can become a difficult task because it 1s not a
fixed value. Thats 1s te reason why the tax administration will use any available information to

give a market value to the shares.
IV.  Questionings

Key questions and their answers related to the topic. These questions can be linked to section &3

and offer new msights into the importance of some crucial points.
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What needs to be considered while implementing a scheme?
It 1s extremely important to get advised if one wants to avoid unpleasant surprises when

mmplementing incentive schemes. For example, if an employee has received some parts of the
company, steps must be taken to make sure that he or she will lose them if they leave the
company. This detail becomes highly important if we consider that the employee in question

joins the competition. He or she can't be a member of the board (like any other shareholder).

What are the disadvantages of such a scheme?
The ultimate goal of a scheme 1s to get the company's employees motivated and to give them

aims to achieve. It 1s about sharing the same interests. The aims need to be realistic, demanding
and challenging. The worst mistake the company could make 1s to set an objective that cannot

be achieved. This scheme could demotivate the staff and have a reverse effect.

Another problem could arise if the advantage 1s given to the whole staff even though a member
of the group doesn't deserve it. It can have negative and destructive effects on the company and
its cohesion. Indeed, some employees wouldn't understand why a member who 1s not heavily

mvolved in the company receives exactly the same advantages.

What advice can be given to a start-up that wants to implement this scheme?
A key person is a must if the company's wish 1s to implement such a scheme. If a start-up thinks

it needs an employee who can grow up wiht it, the scheme can become a solution. Besides, the
company can first offer the employee a "normal" wage and then propose him/her to receive
some shares 1if the goals are reached. A person who does not meet the requirements should not
be given shares or social parts because it would be very hard to get them back (or at a very

outrageous price).

Is 1t necessary to meet lawyers, notaries or other specialists to implement schemes?
It depends on the schemes to implement. For some, it 1s useless to meet specialists. However,
even If this stage i1s not compulsory, having a meeting with such specialists allows to avoid

damage that could be 1rreversible to the company.
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V. Examples et illustrations

Paul wants to launch a start-up offering a software that enables an automatic calculation of the
hours the workers have spent on the site. Having received favourable responses from different

companies active in the same sector, he would like to develop the software.

However, he 1s an accountant by profession and he 1s not trained to develop a such a software.
He needs to hire a computer scientist, a complex task if we consider that this profile is one of

the most sought after.

Paul hired Thomas, the 1deal candidate to develop his software. To attract him, he offered him
a standard contract and also the opportunity to purchase social parts of the start-up by the end
of his first year in the company. Paul 1s ready to give 5% of his company if the first version of
the software 1s developped by the end of the year. This strategy allows Paul to hire Thomas to
ensure the product development. Paul has not taken a high risk because he hired Thomas
under certain conditions: Thomas will only receive social parts of the company after one year if

he meets Paul's requirements and 1if he shows mterest in the company.

VI. To learn more about my work

1 would like to express my sincere thanks to the following people:

Mr Hansenne Paul: He helped me to better understand mcentive and profit-sharing schemes.

He wrote his masters thesis on incentive schemes.

Mpr Fellin Benoit: Employee for Meusinvest. He has good knowledge of implementing imcentive

schemes and knows therefore how this process works.

Mr Brogmez Hubert: Manager of a company who has implemented a profit-sharing scheme.

He gave me professional advice and explained the methods used to implement such schemes.
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VII. Annexes

Annexe 1 : example of Warrants-subscription option (french) (https://www.ibr-ire.be)

Exemple

Données

- Options portant sur 5.000 actions

- Date d'octroi: 1 mars 2006

- Prix d'exercice: 20 EUR / action

- Valeur de I'action: 20 EUR

- Levée de I'option: au plus tét le 1 mars 2009

- Durée de I'option: 10 ans

- Pas de contribution personnelle

- Revente des actions acquises pour 40 EUR / action

- Les conditions sont réunies pour héanéficier du forfait de 7,56 % au lieu de 16 %

Valeur de I'avantage imposable
-75% +(5x0,5 %) =10%

-5.000 x 20 EUR x 10 % = 10.000 EUR
- Avantage imposable 10.000 EUR
- Moment de I'imposition: exercice d'imposition 2006
- Impét: 10.000 EUR x 50 % (taux marginal) = 5.000 EUR
- Plus-value (exonérée) lors de la revente:

(40 - 20) x 5.000 actions = 100.000 EUR

mnierre - SLIEGE  RWIHALCHEN provingie limbur Dl Landesregierune [
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Annexe 2

Meécanismes en

ESPECES

Lois/articles
principaux

Principe

22-mai-01

Partie des beénefices
octroyée en espéces
aux employés

Société pouvant en
hénéficier

Misze en place pour les
Start-up

22-mai-01

Partie des bénéfices
directement réinvestie
en immobilizations par
l'entreprise, et dont le
montant constrtue un
prét non-subordonne
rembourss zux
bénéficiaires du plan
(Intérets compris)

Toutes les sociétés assujetties ala T.V.A.

Décizion de I'AG - Processus d'acte d'adhésion ou CCT

Bénéficiaires

Salarigs uniquemnent

Proposé a I'ensemhble
du personnel 7

Max. 10 3: de la mazse salariale brute totale ot

Accord
mterprofessionnel de

2007-2008 (lot du 21-
dec-2007).

Versement d'une prime
£n espéces

Toute société

: profit sharing comparison (french) (https://matheo.uliege.be)

Art 460 et 483 du Code
des sociétés

Emission de parts non
représentative du capital &
prix réduit ou 2 titre
gratuit en échange d'un
apport en numeraire ou en
nature

SA etSCA

Décizion du CA -
changement dans les
statuts

Travailleurs, dirigeants ou
tiers (sous condition
d'apport en nature ou en
numeTaire)

Non

51 droit de vote, puissance

Eureglo Meuse- Rhln ureon evRopceune

Montant attribuable | 504 pangfice de I'exercice aprés déduction | [Proressant fscalement | %y o ferieure 4 celui
maximal des immi Jusque 3255€ -
es impits des actions
Taux nermal (possibilité
. Fiscale Taxation 2 la source | Taxation a la source de Exonéré dTPP a d'exemption =i caractére
Imposition de 25% 15% hautenr de 3235€ incessible et conditionnel
dans le chef des parts)
de
I'employe
Cotizztions supp. de Cotizations supp. de Taux normal =1 parts
Sociale | zolidarité de 13,07% solidarité de 13,07% Taux normal octrovées en échange
du mentant 1.‘11]1_1‘_1_3_ Gumontamtligudé | | __ Quneprestation
Frais non-déductibles / | Frais non-déductibles / |  Montant déductible | po. 2orial (possibite
Imposition | Fiscale | dejataxe al'impdt des | deja taxe a limpdt des dans le chef de i.ucessiblle et conditionnel
dans ‘;e chef sociétés s0cietds l'employeur des parts)
e
I'employenr ] S
e s . i Taux nomnal sl parts
Sociale Nest pas co;sasldgzecchzruéie;.:;eai:?memuon - Taux normal octéc}-'ées en échange
une prestation
Ll iR Oui Oui Oui Non
atteindre? I T T T
actifs 4 atteind Pas de durée minimale ni
Durée du mécanisme Entre 2 et 5 ans Objectifs 4 atteindre en maximale - Incessibilite
min. 3 mois
de 2 ans
Féalisation de
l'objectif meertaine an | L'apport du bénéficiare ne
Disposition(s) Ne peut remplacer Ia ré ration moment de 1'octrol doit obligatoirement étre
supplémentaire(s) P 3 - Méthode de suivi de financié - grande
I'objectif & mettre en flexibilité
place
1erre E incie Ii 3 Die Landesregierun; i
' 9 n goLECE  Rwm TU /e %@ provincie limburg g e pEY
Wallonie
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Rachat d"actions

Mécanismes en Plan de participation  propres en voe deles  Souscription d'actions  Option sur actions et
CAPITAL an capital distribuer an avec décote warrant
personnel
Art 620 et suivants
32 26-mars- -
Loifarticles principaux 22-mai-01 suf\faftlg (Est ?’LPILEtJ ; ”6_'_%?;: é?iimﬁl;g)g 16-mars-99
Cire 21-juin-19935
Droit d'acquenr (option
Partic des bénéhi Rachat d'actions sur action) ou ds
Are des benehices propres envue de les | Souscription d'actions & | souserire (warrant) 4 un
o distribuée en capital o N B T . ey
Principe (actions ou parts) aux distribuer un prix | prix nférieur ou a titre | prix fixé d'avance, un
binch ra inférienr ou i titre Eratuit certain nombres
Fnehciaies gratuit d'actions ou de parts
bénéficiaires
Sociétépouvanten | Toutesociétéasujettie | oot ca | ma s | Toutes- Wammts |
bénéficier ilaTVA SPRL etSA SAeSCS | o tement pour les S.A.
. Décision de I'AG - Décizion de 1 -5LG Décision de I'AG
MBSEOPIRCEPOUTIES | Processusdacte | (SPRL)owduCA | (SCS)ouduCA |  Décision deTAG
art-up d'adhésion ou CTT (5.4 (SA)
Travailleurs et
e . - - Travailleurs et admimstrateurs - Travailleurs, dingeants
P il Salariés uniquement administratenrs ancienneté de 6 mois 4 o tiers
3 ans
Proposé a I'ensemble D U
du personnel ? I R ___Hm_n I R ?uf ____________________ I:I _o_rn __________
Max. 10 % de la masse Les augmentations de
salariale brute totale et Nax 20% du capital capital des 4 demiers Limité par les régles
Montant maximal 20 % du bénéfice de 'afd'ol' r P exercices ne peuvent d'angmentation de
I'exercice aprés socialde DeNUEPISE | aire supérienr & 20%% du capital (warrants)
déduction des impits capital social
Décote imposée au
moment de I'octrol de
N l'option- Assiette de
Imposition  Fiscale Taxation laj]zl;source de| Tau nd(;r;;f: surla Décote non-imposable | 18% (+1% par année
dans le chef ’ excédant la Séme
de l'employé annge) ou 9?@—[_),5 Yo m
taux rédurt
Sociale | Pas de charee sociale Coﬁsaﬁons)social&s sur | Pasde ch_a.rg_e zociale Coﬁ&aﬁons_socia]es sur
S la décote sur la décote la décote
. Frais non-déductibles / . .. . - .
Imposition  piooie | déja taxs & limpbt des | Décote non déductible |  D6COte exanérée Deécote exonérée
dans le chef cocictés d'impét d'mpdt
de I Rt R S o (o e
Femployeur Sociale | Pas de charge sociale Cousat:zndséscc;:;alm sur | Pas :::rclllardx&male Coumlzn&séiziew]es ST
Augmentation de Choix Non Oui Potentielle
capital?

Rﬂppﬂl’t d'évalutation e _-_-_-___-_-__ _______________________ -
par réviseur? ________I:I_O_]i______________ _ _-_'E{n_a I S E)u;l ____________________ ?_ lil __________
Objectifi=) 3 Oui Nen Non Non

atteindre? R ! T
lan(5.A) et 2ans o . .
D o Indisponibilité entre 2 (SPRL.) pour le-erahqn apres max. 3| Exzercice Fuilre 4 et 10
urée du mécanisme et 5 ans distribuer los actions an | 2% - 2ctions mnecessibles ang aprés 'octrol -
- durant 5 ans cession mpossible
persomnel
An moine 2 dividendes
Ne peut remplacer la auront du étre L'octroi des actions se
rémumeration - Egalement applicable | distribues durant les 3 fera sur décision de
Dispositions Poszibilité de création pour les parts derniers exercices - I'AG (le pool d'action
supplémentaires dune societs bénsficiares et les Dot respecter les sera distribue survant
coopérative de stocks-options régles générales des critéres définis
participation d'augmentation de objectivement)
capital
iterrey “ v LIEGE  RWIH TU /e ;%@“ provincie limburg fis  Boimrimine %

Eureglo Meuse- Rhln ureon evRopceune
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Mécanismes en
CAPITAL

Loifarticles principaux

Principe

Acquisition spontanée

d'actions par le
travaillenr

Art 145/7 CIR 92

Acquisition spontanée
d'actions en numeéraire
de la société par le

travailleur
Société powvanten | .. . -
bénéficier [ - T E’F}?E _______ _
Mise en place pour les Décision du salaris
Start-up
Bénéficiaires Salarié uniquement

Proposé & I'ensemble
du personnel ?

Montant maximal

Non

L'avantage global est
plafonné & 600€ a
indexer et & multiplier
par le taux moyen
spécial élaboré
d'irposition

Le travailleur pent
reduire sz base

Tax shelter

Lot-programme du 10
aoirt 2015

Lors de l'achat
d'actions dans une
start-up, possibilité de
réduction d'impat

Habitants du Foyaume
i l'exception des
dirtgeants d entreprize

Non

Investissement de max
30% du capital social
ou 100.000

Le travailleur peut
réduire sa baze

Plan d'achat d'actions
avec décote

Cire 21-juin-1993

Distribution d'actions a
un prix inférienr on &
titre gratuit

Toutes

Décigion de I'AG

Travailleurs et
administrateurs

Non

Max 20% du capital
social de l'entreprise

Les obligations
convertibles

Art 485 Code des
societés
Prét du travailleur & la
societé a des conditions
intéressantes - le
montant prété peut
ensuite &tre converti en
actions si le zalane le
zouhaite

SA

Décizion de I'AG-
Changement statuts

Travailleurs, diripeants
ou tiers

Non

L'avantage global est
plafonné & 600€ &
indexer et 4 mutltiplier
par le taux moyen
spécial élaboré
d'impesition

Le travailleur peut
reduire =a base

Fiscale impoesable du moentant mmposable de 30%: Tanx normal imposakle du montant
» de son investizzement (45% =1 mirco de zon investiszement
Impasition (2 hauteur du montant | entreprize) du montant (& hauteur du montant
dans le chef de maximal de 500£). de son investissement maximal de H00E).
I'employé — | T
Pas de charps sociale - Tam;{méré; :iecote
Sociale | Sauf =i non respect de | Pas de charges sociales indisponibilité de 5 ans Pae de charges sociales
g -
la période de ¥ ans (jurispradence)
Précompte de 30% sur
Fiscale Deécote non déductible | les intéréts - charges
wposiion | | | des e il
dans le chef de . Taux normal - décote
I'employeur . Pas delcha.rge sociale - exonide 5 )
Sociale | Sauf sinen respect de | Pas de charges sociales indisponibilité de 5 ans Pas de charges socizles
ey =
la période de 3 ans (jurisprudence)
Augmenltatlnn de Non Non Non Potentielle
capital? | B I D
Rapport q'elv.ralutatlon Non Non Nom Non
par révisewr? [ B I
Ohbjectif{s) a atteindre? Non Non Non Non
Les actions doivent Maintien de la Conversion dans les 10
Durée du mécanisme durant ur.eP ér?ode de participation pendant 2N MEKININ Apres
it Une per 48 mois l'octror du prét
minimum 3 ans
i ) Seulement pour Les dividendes peuvent
Non - ble av =C unl nouvelles actions gire consideéres comme | . . -
plan d'épargne pension | . trenartia \n revenn S1plus de 1/5 des trires
Dispositions - également applicable mdﬁneicmﬂ Eli;m ofessionnel 5 les en circulation,
supplémentaires auE acl_itms, de la numéraFi’IPE-:G- Mon pi:arts ne donnent assembléo_a gén_érale des
societe n:zréerecru grand- cumnulable avec d'zutre droit que les obligataires
options, warrants, ... dividendes
werre w # LIE RWTH d incie li S DleLandesrogionns D
wierres Bl s TU/e 4 powcninn  mm P
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