
18. Salaries and remuneration 

The average number of employees in the Group was 3,634 (3,342). 

The Board’s statement on the stipulation of pay and other remuneration 
Gjensidige’s remuneration policy 

The Group has established a remuneration system that applies to all employees. The system shall secure that Gjensidige attracts 

and keeps colleagues who performs, develops, learns and shares. The remuneration shall be competitive, but the Group shall not 

be a wage leader. Employees are expected to see the remuneration and benefits offered by the Group as an overall whole. The 

Group’s remuneration systems shall be open and performance-based, so that they, as far as possible, are perceived as being fair 

and predictable. The remuneration that is paid shall correspond to the agreed performance. 

Guidelines for remuneration and career development shall be linked to achievement of the Group’s strategic and financial goals and 

core values, and both quantitative and qualitative targets shall be taken into consideration. The measurement criteria shall promote 

the desired corporate culture and long-term value creation, and, as far as possible, take actual capital costs into account. The 

remuneration system shall contribute to promoting and providing incentives for good risk management, prevent excessive risk-

taking and contribute to avoiding conflicts of interest. A fixed basic salary shall be the main element of the overall remuneration, 

which also consists of variable pay, pension and payments in kind. Variable remuneration shall be used to reward performances 

beyond the expected, where both results and behaviour in form of compliance of with the company values, brand and management 

principles are to be assessed.  

Variable remuneration shall be performance-based without being a risk driver, and shall reflect the results and contributions on 

company, division, department and individual level. Other elements of compensation offered should be considered attractive from 

both new and current employees.  

The senior group management should always be regarded as executive employees. By decision of which functions of the company 

that shall be defined as employees with tasks of crucial importance for the company’s risk exposure, both qualitative criteria related 

to the role and quantitative criteria related to the level of remuneration is to be taken into account. There must also be an individual 

assessment of each employee’s impact on company risk. 

Decision-making process 

The Board has established a remuneration committee consisting of three members; the Chairman of the Board and two board 

members. 

The remuneration committee shall prepare matters for consideration by the Board. It is primarily responsible for: 

 Drafting proposals for and following up compliance with the Group’s guidelines and framework for remuneration 

 Annually considering and proposing the remuneration of the CEO 

 Annually considering and drafting proposals for the CEO’s scorecard 

 Acting as adviser to the CEO in connection with the annual assessment of the remuneration of the senior group 
management 

 Considering the management’s proposed ’Statement on the stipulation of pay and other remuneration for executive 
personnel’ cf. the Public Limited Liability Companies Act section 6-16a 

 Considering other important personnel matters relating to executive personnel 
 

Guidelines for the upcoming financial year 
Remuneration of the CEO 

The CEO’s salary and other benefits are stipulated by the Board on the basis of an overall assessment that takes into account 

Gjensidige’s remuneration scheme and market salary for corresponding positions. 

The fixed salary is assessed and stipulated annually on the basis of the wage growth in society in general and in the financial 

industry in particular. Variable remuneration (bonus) is decided by the Board on the basis of agreed goals and deliveries. It can 

amount to up to 50 per cent of the fixed salary including holiday pay. Variable remuneration is earned annually and is based on an 

overall assessment of financial and non-financial performance over the last two years. Variable pay is not included in the pension 

basis. The assessment takes into account the enterprise’s overall performance targets for return on equity adjusted for 

extraordinary dividends and transactions and combined ratio, as well as developments in customer satisfaction. In addition, it 

emphasizes the CEO’s personal contribution to the Group’s development and results, compliance with the Group’s vision, values, 

ethical guidelines and management principles. 

Variable remuneration relating to Gjensidige’s performance is decided on the basis of the past two years’ performance. Half of the 

variable remuneration is paid in the form of a promise of shares in Gjensidige Forsikring ASA, 1/3 of which will be released in each 

of the following three years. Restricted variable remuneration that has not yet been disbursed may be reduced if subsequent results 

and developments indicate that it was based on incorrect assumptions. The CEO does not receive performance-based benefits 

over and above the above-mentioned bonus, but may receive payments in kind such as a company car and the coverage of costs 

for electronic communication. Payments in kind shall be related to the CEO’s function in the Group, and otherwise be in line with 

market practice. 

The retirement age of the CEO is 62. It is possible to step down after reaching the age of 60 if the Board or CEO so wishes. The 

CEO has pension rights pursuant to Gjensidige’s closed defined-benefit pension scheme. Pursuant to the CEO’s employment 

contract, he is entitled to a pension corresponding to 100 per cent of his annual salary on retirement at the age of 62, which is then 

reduced in steps to 70 per cent upon reaching the age of 67 at full vesting period. 



On retirement at the age of 60, a corresponding agreed reduction applies from 100 per cent upon retirement to 70 per cent upon 

reaching the age of 67. From the age of 67, the pension is calculated on the basis of the Company’s ordinary entitlement earning 

period of 30 years and is 70 per cent of the fixed salary with a full earning period. Company car arrangements and other benefits 

are retained until the age of 67. 

The CEO has a period of notice of six months, and is not entitled to severance pay or termination benefits if he leaves the Company 

earlier. 

Remuneration of executive personnel and employees who can materially influence the Group’s risk 

Remuneration of the senior group management is stipulated by the CEO, in accordance with limits discussed with the remuneration 

committee and on the basis of guidelines issued by the Board. Correspondingly, the Group’s guidelines are used as the basis for 

other executive personnel and employees who can materially influence risk. 

The overall remuneration is decided on the basis of the need to offer competitive terms in the various business areas. It shall 

contribute to attracting and retaining executive personnel with the desired expertise and experience who promote the Group’s core 

values and development. 

The fixed salary is assessed and stipulated annually on the basis of wage growth in society in general and in the financial industry in 

particular. Variable remuneration (bonus) to executive personnel is earned annually, and is based on an overall assessment of 

financial and non-financial performance over the two last years. The assessment takes into account a combination of the 

enterprise’s overall performance targets for return on equity adjusted for extraordinary dividends and transactions and combined 

ratio, as well as developments in customer satisfaction. In addition, it evaluates the target achievement of the business unit in 

question, as well as personal contribution relating to compliance with the Group’s vision, values, ethical guidelines and 

management principles. Half of the variable remuneration is in the form of a promise of shares in Gjensidige Forsikring ASA, one 

third of which are released in each of the following three years. Restricted variable remuneration that has not yet been disbursed 

may be reduced if subsequent results and developments indicate that it was based on incorrect assumptions. 

The individual variable remuneration may amount to up to 30 per cent of the annual salary including holiday pay. Variable pay is not 

included in the pension basis. 

After consulting with the remuneration committee, the CEO may make exceptions for special positions if this is necessary to be able 

to offer competitive terms. Payments in kind to executive personnel shall be related to their function in the Group, and otherwise be 

in line with market practice. 

The retirement age for members of the senior group management is 62, but one member of the group management has a 

retirement age of 70, in accordance with the national labour legislation. Of the current members of the senior group management, 

four are members of the closed Norwegian defined-benefit pension scheme. Given the full earnings period, they are entitled to a 

pension of 70 per cent of final salary at the full vesting period of 30 years. Five members are part of the Company’s defined-

contribution pension scheme. The Company continues a previously agreed individual pension agreement for one member of the 

senior group management. 

Members of the senior group management have a period of notice of six months. One of the members has an agreement of up to 

12 months payment if the person concerned has been given notice, given that the termination of employment is not due to a 

substantial breach of contract. Other members of the senior group management have no such agreements of severance pay or 

payment of pay after termination of employment. 

With exception from one employee in the Group, there are no severance pay arrangements for executive personnel who leave their 

position in Gjensidige. 

Remuneration of personnel with supervisory tasks 

The remuneration of personnel with supervisory tasks shall be independent of the performance of the business area they are in 

charge of. 

None of the executive personnel with supervisory tasks currently has variable bonus schemes. The fixed salary is based on the 

Group’s general principles of competitively, but not leading wages. 

Pension benefits and payments in kind follow the Group’s general arrangement. 

Remuneration of officers of the Company and other employees with remuneration corresponding to executive personnel 

The remuneration shall follow the guidelines set out above. There are currently no such employees.  

Binding guidelines for shares, subscription rights etc. for the upcoming financial year 

Of the variable pay earned in 2014 by the CEO and other employees covered by the Regulations relating to remuneration in 

financial institutions, 50 per cent of the gross earned variable pay will be given in the form of a promise of shares in Gjensidige 

Forsikring ASA. One third of the shares will be released in each of the following three years. 

The Board has decided to continue the Group’s share savings programme for employees in 2015. The CEO and executive 

personnel are entitled to take part in the programme on a par with other Gjensidige employees. Under the current programme, 

employees can save through deductions from their salary for the purchase of shares in Gjensidige Forsikring ASA for up to NOK 

75,000 per year. Purchases take place quarterly following publication of the results. A discount of 20 per cent of the purchase price 

is offered, limited upwards to NOK 1,500. For those who keep the shares and are still employed in the Group, one bonus share is 

awarded for each share they have owned for more than two years. 



Report on executive remuneration in the preceding financial year 
In accordance with the guidelines, one employee in the finance department has been offered up to 50 per cent variable 

remuneration. The Board confirms that the guidelines on the remuneration of executive personnel for 2014 set out in last year’s 

statement have been complied with. 

 


