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This document is a translation of the Danish remuneration policy.  

In case of any reasonable doubt, the authentic Danish text shall prevail 
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1. Indledning 

1.1 This policy (“Remuneration Policy”) defines and outlines the guidelines for t h e  Formuepleje-Group (“the 

Group”) in relation to remuneration of Board of Directors, Executive Board and employees engaged in 

activities with a m a t e r i a l  influence on the Company’s risk profile or on the risk profile on the the 

managed alternative investment funds (material risk-takers), as well as employees in control functions, 

see below. 

1.2 The Group comprises all financial companies in the Formuepleje-Group, at present including Formuepleje 

Holding A/S, Formuepleje A/S, Absalon Capital Fondsmæglerselskab A/S, Wealth Management 

Fondsmæglerselskab A/S and Absalon Corporate Credit Fondsmæglerselskab A/S (separately referred to 

as "Group Company” and collectively "Croup Companies”). 

1.3 The legal basis of the policy is the Danish Financial Business Act (“FIL”) and Executive Order on 

remuneration policy and public disclosure requirements on remuneration in financial services companies 

and financial holding companies (“Executive Order on remuneration policy”) .  

1.4 The legal basis of the policy also includes the Danish Executive Order on remuneration policy and 

public disclosure requirements on remuneration of alternative investment fund managers, etc. and the 

Danish Act on alternative investment fund managers, etc. (collectively referred to as “the FAIF Act”) 

1.5 According to section 4(1) of FIL and t h e  Executive Order on remuneration policy,  the Board of 

Directors must define the company’s remuneration policy, including pension’s policy and guidelines 

for awarding severance pay with respect to the individuals mentioned in clause 2 and are responsible 

for its implementation. The remuneration policy is subject to approval by the general meeting. 

1.6 The remuneration policy is drawn up with due consideration of the Group Companies ’ size and 

organization as well as of the scope and complexity of the Group Companies’ activities and helps ensure: 

• compliance with and promotion of healthy and efficient risk management which 
does not encourage excessive risk-taking; 

• compliance with the business strategy, values and long-term goals of the Group, 
including a sustainable business model; 

• compliance with the principles on protection of customers and investors in connection 
with performing the Group Companies’ activities and includes measures to prevent 
conflicts of interest; and 

• that  the  aggregate  variable  pay  obligations  undertaken  by  the  Group  
Company  do  not  undermine  the Group Companies’ ability to strengthen its capital 
base. 
 

1.7 In addition the remuneration policy aims to ensure: 

• that the Board of Directors identifies and specifies the Group Companies’ most material risk-
takers; 

• that disclosure and reporting obligations are complied with. 
 

2. Delimitation and definitions 

2.1 With the purpose of regulating the Group Companies ’ variable pay to individuals who can affect the 

Group Companies ’ risk profile, this remuneration policy applies to the Board of Directors, the 

Executive Board, employees engaged in activities with a material influence on the Group Company’s risk 

profile (“material risk-takers”) as well as employees in control functions. 
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2.1.1 Particular provisions on the Board of Directors 

The Group Companies ’ Board of Directors receives fixed compensation only, if any, and no variable 

compensation. The remuneration of the Board of Directors is individual and reflects the qualifications 

and contributions required with respect to the Group Company’s complexity and the scope of tasks and 

responsibilities. 

2.1.2 Particular provisions on material risk-takers 

The material risk-takers of the Group Companies must be appointed, as should an assessment of whether 

other employees in the Group Companies should be designated as material risk-takers be made on an 

ongoing basis and at least once a year. 

 

 

Material risk-takers in the Fomruepleje-Group is basically composed of: 

• Employees, whose activities have a material impact on the Formuepleje-Group’s risk 
profile, including the Executive Board.   

• Employees, who is identified according to the Commission delegated Regulation No. 604/2014 

of 4 March 2014 on supplementary rules regarding regulatory standards with respect to 

qualitative and appropriate quantitative criteria to identify categories of staff whose professional 

activities have a material impact on the Group Company’s risk profile.  

• Investment director  

• Management of the control functions, including: 

o The management of the Legal & Compliance function 

o The management of the Risk management function 

o The management of the Accounting function 

o The management of Operations 

o The management of the Secretariat 

 

The Executive Board is obliged to inform employees who identified as material risk-takers. The 
Executive Board must inform the employees of the ensuing consequences and when they notify the 
group of persons, they must hand over the remuneration policy. 

 

 

2.1.3 Particular provisions on employees in control functions 

Employees, who is engaged in Compliance and internal controls in the Group Companies´ control 
functions who are not also defined as material risk-takers are not subject to the same 
remuneration provisions as apply to material risk-takers. Variable pay to employees engaged in the 
Group Companies’ control functions, defined as employees involved in compliance and internal 
controls, must be distributed subject to an individual annual assessment based on qualifications, 
functions, quality of task performance and scope of the work effort provided. 

 
The variable pay is not determined by the performance of the division(s) for which the employee 
performs control. 

  
These employees are not subject to the additional restrictions on deferral, withholding, etc., in this 
remuneration policy. 
 

3. Remuneration of Executive Board and other risk-takers 

3.1 In order to be able to attract, retain, develop and reward employees contributing to creating value in 

the Group Company and thus supporting a performance-oriented culture in the Group Company, variable 

pay may be allocated, including to the Executive Board and other risk-takers. The allocation is in 

the form of bonus schemes and incentive programs. 
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3.2 Any variable pay is based on different performance criteria and on results – financial as well as non-

financial. Non-financial performance criteria must be linked to compliance with the risk policy and 

compliance with internal and external rules and must, to the extent relevant, considering the employee’s 

position and responsibilities, also be linked with elements such as the realization of strategic targets, 

customer satisfaction, leadership, teamwork, creativity, motivation and collaboration with other business 

units and control functions. All performance-related variable pay components are fixed on the basis 

of an assessment of the results of the employee and the Group Companies.  

3.3 Payment of variable pay must generally be based and conditional on an assessment of the Group 

Companies’ financial situation at the time of payment and can only be paid to an extent that does 

not jeopardize the Group Companies’ financial stability. 

4. Definition of variable pay 

4.1 Variable pay is defined as any form of compensation, monetary and non-monetary, whose amount or 

value is not known in advance, including 

• Directly result-related / performance-related programs such as bonus schemes, 
performance pay contracts and other remuneration schemes that depend on the 
employee’s meeting of goals and criteria defined in advance. 

• Retention bonuses, including both retention bonuses that are solely linked to the 
employee’s continued employment for a certain period of time and retention bonuses 
that are also linked to performance requirements. 

• Other ad hoc / discretionary amounts that are not necessarily directly related to results 
also constitute variable pay. This could include lump sum remuneration based on a bonus 
pool in the Group Companies, for instance, but it could also be amounts awarded on the 
basis of heavy work pressure, many working hours, good results, project completion, 
restructuring, etc., .i.e. ad hoc amounts and discretionary amounts. 

• Appointment bonuses not agreed in connection with taking up the position and which 
are not limited to the first year of employment. 

 
Variable pay will consequently include all remuneration components that are not part of the 
fixed pay that is known in advance. 
 

5. Ratio between fixed and variable pay 

5.1 The remuneration policy aims to ensure a suitable balance between fixed and variable pay components so 

that the ratio between fixed and variable pay is suitable, proportionate and balanced and finally so that 

the total remuneration is in line with healthy and efficient risk management principles. 

5.2 This means that the amount of any variable pay, calculated at the time of awarding after the end of the 

applicable calendar year, may not exceed a certain percentage of the fixed base salary including pensions 

in the applicable calendar year, 

 
5.3 This percentage is fixed as follows: 

• For members of the Executive Board, the percentage is (up to) 50 
• For material risk-takers, the percentage is (up to) 50 
• For employees in control functions, the percentage is (up to) 50 

 
However, the Board of Directors of the Group Companies may, in exceptional cases, decide that 
the variable pay components of material risk-takers may amount to up to 200 per cent of the 
fixed basic salary, including pension, given that the conditions set out in section 77a in FIL and 
section 20 of the FAIF Act are met. 
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6. Payment of variable pay 

6.1 Payment of variable pay to the Executive Board, Board of Directors and other risk-takers must comply 

with the applicable statutory provisions and restrictions. 

6.2 This means that agreements on the application of variable pay components to the Executive Board, Board 

of Directors and other risk-takers will be subject to the following restrictions: 

i.  At least 50% of a variable pay component must consist of shares or share-

based instruments in the Group Companies´ or the parent or in other 

instruments reflecting the Group Companies´ credit rating, for instance 

special types of hybrid core capital. The 50% can be calculated on the 

basis of variable pay after tax. 

ii.  For a member of management, options for shares or similar instruments 

may not exceed 12.5% of the remuneration or the fixed base salary 

including pensions at the time of the calculation. 

iii.  A withholding period of six months applies to the sale of shares and 

instruments, etc., by the respective recipients. The risk associated with 

these shares and instruments, etc., may not be hedged. 

iv.  At least 40% of a variable pay component must be deferred over a period 

of at least four (4) years for the Board of Directors and Executive Board 

and over a period of at least three (3) years for other material risk-takers. 

For large variable remuneration components (in excess of DKK 750,000), 

at least 60% of the variable pay must be similarly deferred. The payment 

may not be initiated until one (1) year after the calculation of the variable 

pay. The 40% and 60%, respectively, can be calculated on the basis of 

variable pay after tax. 

v.  Payment of deferred variable pay components is contingent on the 

continued compliance with the allotment criteria and on the Group 

Companies’  financial situation not being significantly impaired compared 

to the time of the calculation. In addition, the Group Companies must 

ensure that the variable salary can be repaid in whole or in part if the 

variable salary has been paid on the basis of information about results 

that can be documented to be incorrect and if the recipient is in bad faith. 

 

vi.  The Group Companies may refrain from paying variable pay components if 

it is not in compliance with the capital adequacy or solvency requirements 

or if the Danish Financial Supervisory Authority assesses that there is an 

imminent risk of this. 

vii.  Similarly, variable pay may not be paid to members of the Board of 

Directors or Executive Board if a deadline the Danish Financial Supervisory 

Authority has imposed a deadline on the Group Companies for meeting 

the solvency requirement. 
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6.3 The composition of variable pay = 50% of fixed remuneration may be illustrated as follows: 

 

 

 

 

7. Trivilality limit 

7.1 If deemed prudent by the Board of Directors and the Executive Board, variable pay of a maximum of 

DKK 100,000 may be paid to the Executive Board and other risk-takers without the recipients being 

subject to the requirement of at least 50% payment in the form of shares in the Group Companies 

and the requirement on deferral of parts of the payment for 3-4 years, see FIL, section 8(2) of the 

Executive Order on remuneration policy and section 8(2) of the FAIF Act. 

7.2 A concrete assessment of this must be made, and the Board of Directors and the Executive Board together 

have the responsibility to assess that the exception is justifiable. 

8. Pension benefits 

8.1 The Group Companies  must ensure that pension benefits comparable to variable pay comply with 

the requirements applying to variable pay, see section 77 of FIL, section 12 of the Executive Order on 

remuneration policy and the FAIF Act. The Group Companies do not assign pension benefits to the Board 

of Directors and the Executive Board as well as other employees engaged in activities with a mater ial  

influence on the Company’s risk profile. 

8.2 Company also does not assign pension benefits to any employees in the Group 

9. Resignation 

9.1 The Group Companies only enter into severance agreements that 

• were concluded in connection with taking up the position;  
• do not relate to results achieved during the execution of the position; and 
• have a value of no more than that of the aggregate pay for the past two years incl. pension. 

 
Agreements may also be entered into upon resignation, with the severance pay amounting to a 
maximum of 12 months’ pay incl. pension. 

 
Severance pay as stated above must reflect the results obtained during the job positioning over a period 
and may not reward any lack of results or offense. 
 

 
Option variable 

 Share variable 

 Cash variable 

 

Fixed pay 
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10. Appointment bonuses 

The Group Companies may enter into agreements on payment of appointment bonuses. 
 
Appointment bonuses meeting the following criteria are not defined as variable pay and are 
consequently not comprised by this remuneration policy: 
 

• the appointment bonus agreement was concluded in connection with taking up the position; 
• the agreed appointment bonus is restricted to the first year of employment; 

• the Group Company has a sound and robust capital base at the time of awarding the 
appointment bonus. 
 

11. Wage packages linked to compensation or buyouts from other contracts 
Wage packages related to compensation or buyouts from other contracts in connection with previous 
employment must be adapted to the interests of the Group Companies in the longer term, including the 
requirements for payment of variable remuneration, cf. the above section. 

 

12. Disclosure and reporting obligations 

12.1 The Group Companies make the following disclosures in its annual reports: 

• The total remuneration to each individual member of the Board of Directors and the 
Executive Board received by the member in question during the financial year as part of 
these duties and received by the member in question as a member of the Board of 
Directors or the Executive Board of other Group Companies. 
 

12.2 The Group Companies also disclose the following: 

• the total wages in the financial year distributed among fixed and variable pay elements 
paid by the manager to the employees and the number of recipients and, where 
relevant, preference return paid by the alternative investment fund, and 

• the total wages distributed among the manager’s management board and employees 
engaged in activities with a material influence on the risk profile for the alternative 
investment funds under management. 

 
 

12.2.1 When disclosing the above information, it must be stated whether the total wages concern any of the 

following: 

• the total wages for all employees in the Group Companies, stating the number of recipients; 

• the total wages for the employees in the Group Companies, who are engaged, fully or 

partly, in the alternative investment fund’s (“AIF”) activities, stating the number of 

recipients; 

• the share of the total wages for the employees in the Group Companies who are 

attributed to the AIF, stating the number of recipients. 

• Where relevant, the total wages for the financial year must also state carried interest paid by the 

AIF. 

• When the disclosures are made at Group Company level, the allocation or distribution among each 

AIF must be shown if such information exists and is readily available. As part of this disclosure, it 

must be described how the allocation or distribution was arrived at.  

 
12.3 The Group Companies are not obliged to make any further public disclosures as the Group Companies 

are not listed or has a balance sheet total in excess of DKK 500 million, and as the Board of Directors, 

based on the  size of the Group Companies, the  limited number of employees having material influence 

on the Group Companies’ risk profile and the scope and complexity of the activities, has assessed 

that no further public disclosures should be made on remuneration, decision processes and remuneration 

structure, see section 17 (4) of the Executive Order on remuneration policy. 

12.4 Reporting to the Danish Financial Supervisory Authority 
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12.4.1 No later than on 1 May of each year, the Group Companies must provide the Danish Financial Supervisory 

Authority with a report on the number of individuals who, as part of their employment or duties as 

member of Board of Directors in the company, have earned total remuneration, including pensions, in 

excess of the equivalent of EUR 1 million, see section 20 of the Executive Order on remuneration policy. 

12.4.2 The report to the Danish Financial Supervisory Authority must include the number of persons distributed 

among business areas, whether the individual, unnamed person has been identified as a material risk-

taker, the amount of the individual, unnamed person’s total remuneration, including pensions, divided 

into fixed and variable pay, the size of the total deferred variable pay component and an indication of the 

country in which the individual, unnamed person performs his or her work. 

13. Delegation 

13.1 In accordance with the FAIF Act, Formuepleje A/S must ensure the following when delegating activities 

related to portfolio management and risk management under Part 7 of the Danish Act on alternative 

investment fund managers, etc.: 

• that the company to whom delegation is made, is subject to remuneration rules 
corresponding to sections 20-22 of the FAIF Act, or 

• that, to prevent circumvention of the remuneration rules, suitable contractual obligations 
are concluded with the company to whom delegation is made, concerning remuneration 
of its members of management and other employees engaged in activities with a material 
influence on the manager’s risk profile or on the risk profile of the alternative investment 
funds managed by the manager. 

 

14. Documentation  
There must be sufficient documentation at all times, that describes the determination of variable 
remuneration to the Board of Directors, the Executive Board and material risk-takers. In addition, there 
must be a description that determines the evaluation of their performance. 

 

15. Follow-up, control and reporting 

15.1 The Board of Directors of the Group Companies reviews the remuneration policy at least once annually 

with a view to adapting it to the Group Companies’ developments. 

15.2 The Board of Directors of the Group Companies are responsible for approving and supervising that bonus 

agreements and incentive programs have been prepared with due consideration of the remuneration policy 

and the legislation. 

15.3 Compliance performs control of compliance with this policy and reports once annually to the Board of 

Directors of the Group Companies on compliance with the remuneration policy. 

16. Updates and follow-up to the policy 

16.1 The remuneration policy must be reviewed when deemed necessary by the Board of Directors, however at 

least once annually 

 

Approved by the Board of Directors of the Group Companies, on March 14, 2018.   


