
Principles for salary and other remuneration 
to senior executives 

To the Board of Directors’ proposal to be decided by the Annual 
Shareholders Meeting 2010 

t of fixed salary, variable 
executives include 

 
h executive must be market-related and competitive in the labor 

nce should be reflected 

utive’s 
n cash and/or 

hares shall 
rogram. The 
argets and be 

e shareholders 
he terms for variable remuneration should be structured so that the 

Board, if exceptional economic conditions prevail, has the possibility to limit or refrain 
sonable and 

holders, employees 

 for the company, besides the Board 
membership, consultant fee and other remuneration may be granted for such work. 

nths, 
f fixed salary 

ribution schemes, or a 
combination of these, and should entitle the executive to the right to receive a pension from 

 in individual 
fined benefit plans years of service required for fully earned benefits shall 

ans in the same 
ept when it 

 (like the Swedish ITP plan). 
 

stances deviate from these principles in 

 to remuneration to the CEO is prepared by the Compensation Committee 
and decided by the Board of Directors. Matters related to remuneration to other senior 
executives are decided by the Compensation Committee. 
 
Solna, February 2010 
The Board of Directors of Skanska AB (publ) 
 
Information on what the company’s commitments of variable remuneration may cost to the company is 
enclosed as exhibit 1. 

 
Remuneration to the senior executives in Skanska AB shall consis
remuneration, if any, other customary benefits and pension. The senior 
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In the event of employment termination, the normal period of notice is six mo
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Depending on the ability to reach the published targets the total variable remuneration may 
 

If all

 
Costs for variable remuneration to the CEO and other senior executives 
 

vary each year and there is no minimum variable remuneration guaranteed. 
 

 targets are met and a maximum variable remuneration would be granted to the CEO 
and other senior executives the cost would amount to:  

000  
 
The cost for the preliminary variable remuneration to the CEO and other senior executive 
amounts approximately to: 
  

SEK 43.500.000*)   
 
 
 
 
 
*
a r. 

 
SEK 52.460. *)

) 
) Costs related to the short-term incentive program are based on 2009 performance yea

 
b) In the former long-term incentive program (SSAP) the costs for each performance year (2006 – 2007) 

are in accordance with IFRS distributed over four years, the performance year and the three vesting 
years. In 2009, ¼ of 2006 and ¼ of 2007 are recognized as costs. In the current long-term incentive 
program (SEOP) the cost for the performance year 2009 is in accordance with IFRS  distributed over 
the three vesting years which includes the performance year. In 2009 1/3 of 2008 and 1/3 of 2009 are 
recognized as costs. 

 
c) Social insurance costs are included. 

Exhibit 1 

 

 


	Principles for salary and other remuneration
	to senior executives

