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Appendix 13 
 

 
Proposed guidelines for salary and other remuneration of the 
President and CEO as well as other executive officers 
 
The Board of Directors proposes that the AGM approve the following: 
 
Background 
The proposed principles have mainly been used since 1998. The motive for their 
introduction was to be able to offer employees a market-related remuneration 
package that will enable the company to recruit and retain executive officers. 
 
The proposal of the Board of Directors to the Annual General Meeting stated below 
is, in all essential respects, consistent with the principles for the remuneration that 
executive officers have received in prior years and is based on existing employment 
agreements between Scania and each respective executive officer. 
 
Preparation of remuneration issues is handled as follows. With regard to the 
President and CEO, the Remuneration Committee of the Board of Directors proposes 
a fixed salary, criteria for variable remuneration and other employment conditions, 
which are then adopted by the Board of Directors. For other Executive Board 
members, the President and CEO proposes the equivalent employment conditions, 
which are then adopted by the Remuneration Committee of the Board of Directors 
and reported to the Board − all in compliance with the remuneration principles 
approved by the Annual General Meeting (AGM). 
 
Share-based incentive programmes for executive officers are decided by the AGM. 
 
Proposal 
Scania shall endeavour to offer competitive overall remuneration that will enable the 
company to recruit and retain executive officers. Remuneration to executive officers 
shall consist of fixed salary, variable remuneration in the form of the Scania incentive 
programme, pension and other remuneration.  
 
Total remuneration shall take into account the individual’s performance, areas of 
responsibility and experience. 
 
The fixed salary for the President and CEO as well as for the members of the 
Executive Board can be re-assessed on a yearly basis. 
 
Variable salary shall be dependent on Scania’s earnings and consist of an incentive 
programme that is divided into two parts. The outcome shall be calculated on the 
basis of operating return, defined as Scania Group net income after subtracting the 
cost of equity, Residual Net Income (RNI), and be adopted by the Board’s  
 
Remuneration Committee. Part 1 of the incentive programme shall be related to the 
actual ability to generate a return during the year in question, all provided that RNI is 
positive, and shall be determined as a cash amount that may vary between 0 – 150 
percent of fixed salary. Part 2 of the incentive programme shall be related to Scania’s 
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ability to increase RNI from one year to another, and the outcome shall be 
determined as a cash amount that may vary between 0 – 80 percent of fixed salary. 
 
The Board’s proposal for the incentive programme will be stated in its entirety in a 
complete proposal to the AGM. 
 
The President and CEO as well as the members of the Executive Board may be 
covered by a defined contribution pension system in addition to the public pension 
and the ITP occupational pension. In addition to the above mentioned pension 
principle, the President and CEO can, after decision by the Board, be covered by an 
extra annual pension provision. The retirement age of the President and CEO as well 
as other executive officers shall be no lower than age 60. 
 
Other remuneration and benefits shall be competitive and help facilitate the executive 
officer’s ability to fulfil his or her duties. 
 
If the President and CEO resigns of his own volition, he is entitled to his salary for a 
six-month period. The applicable outcome of variable remuneration shall be 
proportional to the length of his period of employment during the year in question. In 
case of termination by the company, the President and CEO shall be entitled to his 
fixed salary in an unchanged amount per year during the time of his employment 
contract, plus annual compensation equivalent to the average of variable 
remuneration for the previous three years. 
 
If the company terminates their employment, the other members of the Executive 
Board are entitled to severance pay equal to a maximum of two years’ salary, in 
addition to their salary during the six-month notice period. If they obtain new 
employment within 18 months, counting from their termination date, the severance 
pay ceases. Otherwise there shall be no notice period longer than six months. 
 
If it finds that there are special reasons in an individual case, the Board of Directors 
shall be able to diverge from these guidelines. 
 


