
 

 

 

 
 

Annual General Meeting of Saab AB on 10 April 2025 
 

Agenda item 14 
 

THE BOARD’S PROPOSAL FOR GUIDELINES FOR 
REMUNERATION AND OTHER TERMS OF EMPLOYMENT FOR 
SENIOR EXECUTIVES 
 

Background and reasons 
 
The Remuneration Committee has evaluated the application of the guidelines for 
remuneration to senior executives of Saab AB that were resolved at the Annual 
General Meeting 2021 and the current remuneration structures and remuneration levels in 
the Company. 
 
The Remuneration Committee has recommended the Board of Directors to propose to the 
Annual General Meeting 2025 to adopt guidelines for remuneration with in principle the 
same content as the guidelines that were resolved at the Annual General Meeting 2021. 
However, it is proposed to remove the specific mandatory pensionable age and some other 
minor editorial changes. 
 
In light of the above, the Board of Directors proposes that the Annual General 
Meeting resolves on the following guidelines for remuneration and other terms of 
employment for senior executives. The final remuneration to senior executives is determined 
by the Board of Directors within the framework prescribed by the guidelines. 
 

Guidelines 
 
The senior executives comprise the CEO and other members of the Group Management. 
The members of this group are presented on the Company’s website. In certain specific 
cases, these guidelines may also comprise Board Members of Saab AB, as described 
below. No board fees are to be paid to members of the Group Management for participation 
on the boards of the business areas or Saab’s subsidiaries. These guidelines do not apply to 
any remuneration resolved by the Shareholders’ Meeting. 
 
These guidelines apply from the Annual General Meeting 2025 and are applicable to 
remuneration agreed, and amendments to remuneration already agreed, after adoption of 
the guidelines by the Annual General Meeting. 

 
The guidelines’ promotion of Saab’s strategy, long-term interests and sustainability 
 
A prerequisite for the successful implementation of Saab’s business strategy and 
safeguarding of the Company’s long-term interests, including its sustainability, is that the 
Company is able to recruit and retain senior executives. To this end, it is necessary that 
Saab offers a competitive total remuneration on market terms, adapted to the Company’s 
development and situation, which these guidelines enable. To the greatest extent possible, 
remuneration structures shall be characterised by predictability with respect to both the cost 
for the Company and the benefit for the employee. They shall be based on factors such as 



 

 

position, competence, experience and performance. Benchmarking shall be made regularly 
relative to comparable industries and markets. 
 
For information regarding the Company’s business strategy, please see www.saab.com.  

Fixed remuneration 
 
Fixed remuneration shall consist of cash salary. The fixed salary shall be reviewed annually 
as per 1 January for all members of the Group Management. The fixed salary shall be at 
market terms and based on factors such as position, competence, experience and 
performance. 
 
Variable remuneration 
 
Saab’s operations are mainly characterised by the development of technically advanced 
products and systems. The products are marketed, further developed, produced and 
maintained during long periods of time, in some cases three to four 
decades, which generally entails substantial investments and long-term customer 
relations all over the world. Consequently, it is important that senior executives have a long-
term view and a long-term commitment in the Company’s operations and profits. Therefore, 
long-term incentive is especially well suited to Saab and its shareholders. Hence, Saab does 
not normally offer any short-term variable cash remuneration to the CEO or other members 
of the Group Management. Instead, the variable remuneration consists of long-term share 
based incentive programs which are adopted by the Shareholders’ Meeting and therefore 
not subject to these guidelines. The CEO and other members of the Group Management are 
entitled to participate in these programs. The Board’s intention is to propose such long-term 
incentive programs also to future Annual General Meetings. The terms and estimated costs 
for the Company’s long-term incentive programs are presented in the Board’s complete 
proposal to each Annual General Meeting. 
 
In extraordinary circumstances, agreements of a one-off nature for variable cash 
remuneration may be made, provided that such agreements are made solely on an 
individual basis for recruitment or retention purposes only, or as compensation for 
extraordinary efforts beyond the individual’s ordinary assignment, and that such 
remuneration shall never exceed the amount of the fixed annual salary and shall 
not be paid more than once a year per individual. Such remuneration shall not qualify for 
pension benefits unless otherwise provided by mandatory collective agreement provisions. 
Resolutions on such remuneration shall be made by the Board based on a proposal from the 
Remuneration Committee. 
 
Variable cash remuneration shall not be paid in other cases. 
 
Other benefits 

 
All members of the Group Management may be entitled to other benefits in 
accordance with local practice. The benefits shall contribute to facilitating the executive’s 
discharge of his or her duties. Other benefits may for example be a company car, travels, 
housing and medical insurance. 
 
The total value of the benefits shall be equivalent to what is considered reasonable in 
relation to market practice. The value for benefits such as company car and medical 
insurance shall amount to not more than 5 per cent of the fixed annual salary. In addition to 
this, senior executives may, on an individual basis, be entitled to housing and travels 
amounting to not more than 25 per cent of the fixed annual salary. 

http://www.saab.com/


 

 

Senior executives who are stationed in a country other than their home country may receive 
additional remuneration and other benefits to the extent reasonable in light of the special 
circumstances associated with the arrangement, taking into account, to the extent possible, 
the overall purpose of these guidelines. Such benefits shall in total not exceed 30 per cent of 
the fixed annual salary. 
 
Pension 
 
Senior executives may be entitled to pension benefits under the ITP plan or similar and may 
also be covered by the New Saab plan. Pension benefits under the New Saab plan shall be 
premium based and pension contributions shall be made monthly. According to the New 
Saab plan, contributions are made for old age pension benefits on salary levels exceeding 
30 income base amounts per year, unless it is already made under ITP1. The New Saab 
plan entails contributions of 30 per cent on the part of the annual salary that exceeds the cap 
on pensionable earnings of the ITP agreement (30 income base amounts per year). Annual 
provisions for pension benefits for an individual senior executive shall in total not amount to 
more than 40 per cent of the fixed annual salary. 
 
According to the New Saab plan, all senior executives, including the CEO, are also entitled 
to enhanced invalidity pension and survivors’ pension benefits. Enhanced invalidity pension 
is offered in addition to national health insurance as well as the health insurance included in 
the ITP plan and is calculated as a percentage of the pensionable salary; 10-65 percent in 
various salary levels. Saab maintains contributions for old age pension benefits in case of 
invalidity pension. Survivors’ pension for senior executives, including the CEO, is based on 
the highest of either 12 months’ salaries or the accumulated funds in the insurance. 
 
Adjustments to local regulations 
 
For employments governed by rules other than Swedish, remuneration may be duly adjusted 
to comply with such mandatory rules or established local practice, taking into account, to the 
extent possible, the overall purpose of these guidelines. 
 
Miscellaneous terms 
 
All executives in the Group Management, including the CEO, may terminate their 
employment with a maximum of six months’ notice. If the employment is terminated by Saab, 
severance pay equal to not more than 18 months may be paid, in addition to a notice period 
of normally six months. Fixed salary during the period of notice and severance pay may not 
together exceed an amount equivalent to 24 months’ fixed salary. 
 
Remuneration may be paid for possible non-compete undertakings. Such remuneration shall 
compensate for possible loss of income and shall only be paid in so far as the previously 
employed executive is not entitled to severance pay. The remuneration shall be based on 
the monthly fixed cash salary at the time of notice of termination of employment and relate to 
the time the non-compete undertaking applies, which may not be more than 18 months 
following termination of employment. 
 
A reduction of severance pay shall normally be made against income from other 
employment during the corresponding time. 
 
Consultancy fees to Board Members 
 
Saab AB Board Members, elected by the Shareholders’ Meeting, may in special 
cases receive a fee for services performed within their respective areas of 



 

 

expertise, separately from their Board duties and for a limited period of time. 
Compensation for these services (including services performed through a Board Member’s 
wholly-owned company) shall be paid at market terms, provided that such services 
contribute to the implementation of Saab’s business strategy and safeguarding of Saab’s 
long-term interest, including its sustainability.  
 
Additional information in the Annual Report 
 
The notes of the Annual Report include a description of remuneration for senior executives, 
including fixed and variable compensation, long-term incentive programs, pension and other 
benefits. 
 
Salary and employment conditions for employees 
 
In the preparation of the Board of Directors’ proposal for these remuneration guidelines, 
salary and employment conditions for employees of the Company have been taken into 
account. This was made by including information on the employees’ total income, the 
components of the remuneration and remuneration development over time, in the 
Remuneration Committee’s and the Board of Directors’ basis of decision when evaluating 
whether the guidelines and the limitations set out herein are reasonable. 
 
The remuneration principles for establishing salary, long-term incentive programs, pension 
and other benefits are applied in a similar way to both senior executives and other 
employees within the Saab Group. 
 
The decision-making process to determine, review and implement the guidelines 
 
The Board of Directors has established a Remuneration Committee. The Committee’s tasks 
include preparing a proposal for guidelines for executive remuneration on behalf of the 
Board, which, after decision by the Board of Directors, is submitted to the Annual General 
Meeting. The Board of Directors shall prepare a proposal for new guidelines at least every 
fourth year and submit it to the Annual General Meeting for adoption. The guidelines shall be 
in force until new guidelines are adopted by the Shareholders’ Meeting. The Remuneration 
Committee shall also prepare the Board’s decisions as regards remuneration principles, 
remuneration and other terms of employment for senior executives, monitor and evaluate 
programs for variable remuneration for the Group Management, the application of the 
guidelines for executive remuneration as well as the current remuneration structures and 
compensation levels in the Company. The CEO and other members of the Group 
Management do not participate in the Board of Directors’ processing of and resolutions 
regarding remuneration-related matters in so far as they are affected by such matters. 
 
The Board of Directors may temporarily resolve to derogate from the guidelines, in whole or 
in part, if in a specific case there is special cause for the derogation and a derogation is 
necessary to serve the Company’s long-term interests, including its sustainability, or to 
ensure the Company’s financial viability. As set out above, the Remuneration Committee’s 
tasks include preparing the Board of Directors’ resolutions in remuneration-related matters. 
This also includes any resolutions to derogate from the guidelines. 

 
 
Linköping in March 2025 
 
The Board of Directors of Saab Aktiebolag (publ) 


