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Remuneration Policy

This policy, including the amendments made, is adopted by the Board of Directors of Danske Hypotek
AB (publ] the “Company”on 29th March, 2021. When the word “business unit”is used, it shall be read
as “the Company”

Purpose

The remuneration policy of the Danske Bank Group (“the Group”) appliesto all Group employees. The
Board of Directors has adopted the remuneration policy at the recommendationof the Remuneration
Committee. The policyis subject to approvalat the Annual General Meetingin [March] 2021, however
when approved, the policy will applyto remuneration earned from 1 January 2021.

Anoverview of the Group’s remuneration practice is available in the Remuneration Report at
danskebank.com from mid-March.

The policy and the Group’s generalincentive structuresreflect the Group’s objectivesforgood
corporate governance as well as sustained and long-term value creation for shareholders In addition, it
ensures that
e the Groupisabletoattract,develop and retain high-performingand motivated employeesina
competitiveinternational market
e employees are offered a competitive and market alighedremuneration package makingbase
salaries a significant remuneration component
e employees feel encouraged tocreate sustainable results
e thereisaconvergence of theinterestsof
o shareholders,inclusive of Alternative Investment Funds managed by Alternative
Investment Fund Managers and UCITS managed by management companies
o customersand
o employees

The policy and the Group’s generalincentive structures focus on ensuringsound and effectiverisk
management through
e astringent governance structure for settinggoalsand communicatingthese goals to
employees
alighment with the Group’s business strategy, values, key prioritiesand long-term goals
alighment with the principle of protection of customers,investors and Alternative Investment
Funds managed by Alternative Investment Fund Managers ensuring prevention of conflict of
interests
e ensuring that the total bonus pool does not undermine orendangerthe Group’s northe
Company’s capital basebyincludingthe policyandincentive structuresin the capital and
liquidity planning and setting
e ensuring thatincentivesto takerisk are balanced withincentives to managerisk and ensuring
that remunerationis aligned to risk and actual performance

The policy and the Group’s generalincentive structures are consistent with the Group’s long-term
strategyincluding theoverall business strategy, the risk strategyand the risk appetiteacrossall risk
types such as credit, market, sustainability, operational, liquidity, reputational and other risks identified
by the Group. The remuneration practicesand the remuneration policy are gender neutral.

(Not applicable paragraphforthe Company] The policy and the Group’s generalincentive structures
furtherensure transparencyin respect of the Group’s reward strategy. As a main rule, individual
performance agreements are entered into with employees comprised by incentive schemes.On the
basis thereof said employees have clear and predetermined KPIs, which are setin accordance with the
Group’s overdll strategy and applicable regulation. Further, transparencyis ensured by the Group’s



disclosure of remuneration policies and information on paid remuneration to the authorities, by
disclosure of the Annual Report and the yearly Remuneration Report. Finally, internally the Group has
published bonus procedures and guidelinesin which the Group’s incentive schemes and procedures
are described.

The above paragraph shall have the followingwording applicablefor the Company:

The policy and the Group’s generalincentive structures further ensure transparency in respectof the
Group’s and the Company’s reward strategy. As a main rule, individual performance agreements (if
any] are enteredinto with employees comprised by incentive schemes. On the basis thereofsaid
employees have clear and predeterminedKPlIs, which are set in accordance with the Group’s and the
Company’s overall strategy and applicable regulation. Further, transparency is ensured by the
Company’s disclosure of thisremuneration policy onits web siteand by disclosure of the Annual
Report. Finally,internally the Company willif applicable publish bonus procedures and guidelines in
which the Company’s incentive schemes and procedures are described

Corporate governance

(Not applicable paragraphforthe Company) The Board of Directors has established a Remuneration
Committee. The Remuneration Committee works as a preparatory committee for the Board of
Directors and prepares the Board with respect toremunerationissues and monitors compliance with
the remuneration policy. A description of the composition, tasks and authority of the Remuneration
Committeeis availablein the Charter of the Remuneration Committee at danskebank.com.

The above paragraph shall have the followingwording applicable for the Company:

The Board of Directors of the Company has appointed a certain board memberto assess the
remuneration policy and the Company’s incentive structures. A reference to the “Remuneration
Committee”shallwhenapplicable be read as the “appointedboard member”.

Various control and compliancefunctions within the Group are involvedin the processwith regard to
theimplementation of the policy and incentive structuresto ensurethat risk, capital and liquidity limits
are not exceeded. The Group’s Risk Committee assesses whethertheincentive structureis
commensuratewiththe Group’s risks, capital and liquidity and evaluates the probability and timing of
the remuneration.

(Not applicable paragraphforthe Company) On the basis of the recommendation of the Remuneration
Committee, the Board of Directors reviews, considers and approves theincentive structure for the
coming year. The aggregate bonus spendwhichis made up of bonus accrued under said structures is
approved once ayearby the Board of Directors based on recommendation of the Remuneration
Committee.

The above paragraph shall have the followingwording applicable for the Company:

On the basis of the recommendation of the appointed board member, the Board of Directors of the
Company decideson the performance basedremuneration to all of the employees.

The Group has established effective control procedures in order to ensure that payment of variable
remunerationis conductedin accordance with guidelines set by the Board of Directors,if any,
applicableincentive structures and applicable regulation. The practicesand procedures with regard
thereto are clear,well-documented and transparent,and the proceduresare subjectto at least one
independent review annually by Internal Audit.

Remuneration components

Atleast annually,during the performanceand appraisaldialogues, the individual employees and
managers evaluate and document performance in the past period/ year and set new goals. Decisions
on adjustment,if any, of the employee’sbase salary or on annual variable pay are made on the basis of
these dialogues.

The five remuneration componentsare:
e basesalary
e short-termandlong-term, where applicable, variable pay
e pensionschemes,where applicable



e otherbenefitsinkind
e severance payment,where applicable

The base salaryis determined on the basis of the role and position of the individual employeeg,including
professional experience, seniority, education, responsibility, job complexity, local market conditions, etc.
Base salaryis payable mainlyin cash but canin specific casesbe payable partlyin sharesorother
instruments as required by relevantlegislation or the Group’s policies.

The variable remuneration motivates, rewards and drivesthe right behaviour and performance
according to set expectations for the employeg, reflecting specificrequirements for performance at the
Group, business unit and individuallevels.Hence, allincentive programmes in the Group include
performance at all three levels,where relevant. The Group’s incentive structures are overall divided
into 1) Management programmes, 2] Capital Market/Asset Management programmesand 3)
Employee programmes.

The Board of Directors has determined a maximum percentage of variable remuneration relative to the
fixed remunerationin orderto ensure an appropriate balance between fixed and variable pay. This
percentage variesaccordingto the type of position held by the employee and the business unit in which
the employeeis employed andlocal requirements. The maximum limit on variable remuneration
remains at 200 per cent of fixed remunerationincluding base salary and pension. This level of variable
remuneration will,in practice, apply only to a small minority of employees and be offered only to enable
the Group to match market terms. The limit is reduced injurisdictions where a lower maximum capis
required by applicable legislation. Most employees coveredbyincentive schemeshave a cap on
variable pay at 25 per cent. Furthermore, certainemployeesand senior management are comprised by
avariable pay limit of up to 50 percent of the base salary, possiblyinclusive of pension. Calculating the
ratio between fixed and variable remuneration,institutions are, pursuant to applicablelegislation,
allowed to apply a discount rate of 25% subject to requirementsfor deferralandinstruments.
However,the Group does not apply thisnotional discount rate.

Variable remuneration may be disbursed as cash bonus, shares, share-based instruments,including
conditional sharesand other generally approved instruments, all on the basis of applicable local
legislation.Where relevant and applicable, the Board of Directors has determined certain minimum
thresholds according towhich bonuses exceeding thethresholds shall be splitintocash/sharesor
otheradequate financialinstruments. In accordance with the proportionality principle setforthin
applicable regulation, the thresholdsand the split vary within different business unitsand positions and
are set according to theemployees impacton the specificrisk profile, market practicewithin the
business unit in questionandin order to offer competitive remuneration packages. However, alignment
of theinterests of theemployees, the Group, the customers and the shareholders, Alternative
Investment Fundsand/or UCITS managed by management companiesis always ensured.

Pension schemesguaranteeemployeesa basic coverin the event of criticalillness or death and
pension paymentsupon retirement.|In general,employees are coveredby mandatory defined
contribution plans with a pension insurance company. The pension contributions of employees subject
to collective bargainingagreements are regulated by the collective agreement. Further, pension
schemes are construed and offered toemployeesin accordance withlocal practisesand regulation.

Otherbenefits are awardedon the basis of individual employment contracts and local market practice.
As amainrule, the Group has set guidelinesin orderto align benefits/routine packages offered to
employeesinvarious employmentlevelswithinthe Group. The benefit offered to certain groups of
employees could be mobiletelephone,internet,newspaper,company car, healthinsuranceand health
checks, assistancefrom health providers and other benefitsin kind such asinsurance coverand/or
indemnification for costs related to the conduct of certain employees duringthe employment.

Severance payments are payablein accordancewithrelevantlocallegislationand applicable collective
agreements. The overall policyand agreements on severance pay are determined by Group HRand
relevant control functions. Severance pay constitutes an appropriate compensation for early
termination by the Group,is decided upon consideration of the individual's responsibility and decision-
making powers anditis takeninto account thatit must not constitute a reward for failure. Normally,
severance payis linked to seniority,as employees earn entitlement to severance paythroughout their
years of service.Most employees are entitledto severance pay solely pursuant to legislation or
collective agreement. Under specificindividual agreements, certain key employees are entitled to
severance payinaddition to that pursuant tolegislation or collective agreement of up to a maximum of
12 months’base salary while certain managers (below Executive Leadership Teamlevel) are entitled to
amaximum of up to 24 months’base salary.



Forthe avoidance of doubt and subject to applicable legislation and collective bargaining agreements,
no severance paymentagreedfrom 1 January 2015 onwards mayinclude any variable remuneration,
pension orotherbenefits. Further, unless otherwise required by law, collectiveagreements or
agreements enteredinto priorto 1 January 2018, severance pay,inclusive of salary during a notice
period,cannot exceeda total of two years” salary and benefits.

Variable remuneration

Variable remunerationis awardedin a mannerwhich promotes sound risk management,includes ex-
post risk adjustmentsand does not induce excessive risk-taking. This means thatif the variable
remuneration exceeds the minimum thresholddetermined by the Board of Directors thevariable pay
will be splitin shares [or otherinstruments)and cash, part of which will be deferred in accordance with
nationallegislation or Group’s guidelines. Further, the default accrual periodfor short-term variable
remunerationis one year.Foralimited number of employees theaccrual periodis two years, while
long-termincentive programmes may have an accrual period of up to three years.Further, the Group
has establisheda governance for spot-bonus under which certain employees, not comprised by
mandatory legislation stipulating otherwise, can be granted a bonus for extraordinary performance
during a certain period.

Deferralvaries on the basis of position, geography and amount,from three toseven years. Employees
receiving variable remuneration over a certainthreshold will have the part of the variable remuneration
exceeding thethreshold grantedin conditional shares or other applicable instruments and deferred for
onetothreeyears.Formaterial risk takers, deferralis applied according tomandatory legislation and
Group policies. The Executive Leadership Teamis subject to atleastfive years’ deferral. The deferral
period forother material risk takers has been assessed, the purposebeing to ensure adequate ex-post
risk adjustment according to applicable legislation. Given the nature of the business, the business
cycle,its risks,theindividual’s activities and applied pay-out structures,including back testingand claw
back provisions, a general deferral period of at least fouryears has been decided.

The following shall apply for the Company regarding deferral. All of the Company’semployees are
considered as materidl risk takers within the Company, but not the Group and therefore due to
Swedishlegisiation a minimum of 40 % of all variable remunerationin an amount in SEK equivalent to
more than EUR 50 000 or more than a third of the employees total yearly variable remuneration shall
be deferred for a minimum of five years. For material risk takers subject to *high” amount of variable
remuneration, 60 % of all variable remuneration shall be deferred.

Non-disbursedvariable componentsare subjectto back testing(as a minimum for employees
identified as material risk takers).Back testing criteria are determined by Group HRin accordance with
applicablelaw.

Concerning allemployees, disbursedas well as non-disbursed components are subject to claw back if
granted on the basis of datawhichhas subsequently proven to be manifestly misstatedorinaccurate.

Further,variable payis awarded by ensuring

e anappropriate balance between fixed and variablecomponents

e thatthefixed componentrepresentsa sufficiently high proportion of the total remuneration to
make non-payment of thevariable component possible

e that nohedging of deferred shares takes place for employees whoare identified as material
risk takers

e that material risk takers cannot dispose of the share-based instruments for an appropriate
period of time aftertransfer of theinstruments to therisk taker

Variable payis granted to reflect the Group’s financial results, the result of the business unit (orthe
Alternative Investment Fund Managers/Management Companies)in which the employeeis employed
and the individual employee’s performance. As a minimum, this applies to material risk takers. Further,
both financial and non-financial factors shall be takenintoconsideration when determiningthe
individual’'s bonus,i.e.compliance with the Group’s purpose, culturalcommitment,internal guidelines
and procedures,including customerandinvestor related guidelines. A discretionary assessment is
always made to ensurethat otherfactors - including factors which are not directly measurable- are
considered.

Variable pay must be based on an assessment of the Group’sresultsand a number of KPIs reflecting
the Group’s key strategic priorities. Dependant on the field of employment, the Group sets and usesan
appropriate balance of absolute, relative,internal and external KPIs, balancing short-term and long-



term goals.Risk KPIs are furtherapplied to ensurea strong risk management and compliance culture,
facilitatingthe Group’s commitment tointegrity. KPls cover quantitative and qualitative criteria, such
as

return on equity

cost/incomeratio and/or other cost related measures

customer satisfaction

relative performanceagainst peers

observance of the Group’s purpose and cultural commitment

compliance withlegislation and/orinternal business procedures

performance which supportsthe strategyof the business unit and/orthe Group
expectedlossorsimilarrisk measures

innovation

observance of the Group’s and business units’ risk management and compliance culture
leadership/employee engagement

A qualifying mechanism may be installed to ensure, variable paylapses in general, if the Group is loss
bearing during a year. Further,ifindividual beneficiaries act in conflict with behaviouralexpectations,eg.
misconduct, the Executive Leadership Team, subsequently the Group’s Remuneration Committee may
reduce any earned bonus partly orinfull.

Long-termincentives (LTI)can be applied to certainemployees. The LTI can be related to
other/additional criteria, such as creation of shareholdervalue, thatis, the remunerationis based on a
rolling 3-year performance on total shareholder return against peers.

Further,the KPIs are designed to prevent conflicts of interest and thusensure that employees are
remuneratedin alighmentwithserving thebestinterest of all stakeholders,inclusive of customers.
Employees are not incentivised to sell specific productsto customers if other products would serve the
customers better or be more suitable for the customerin accordancewith best practice, customer
analyses, etc.\Where applicable, the Group has implemented a prohibition of employeesbeing
remunerated on sale of specific products.

Sign-on fixed pay, stay-on and guaranteed bonus

Sign-onfixed pay as well as stay-on and guaranteed variable pay are granted only in exceptional cases,
and will be assessed by the head of the business unit in question and Group HR. The mentioned
components will be used only to attract or retain highly specialised individuals. Such pay may not
exceed one year’s gross salaryinclusive of pension, benefitsand fixed supplements. Sign-on fixed pay
canbe paidin cashorin a split between cash/shares andis,according toapplicable legislation, as a
main rule conditional on the employee not resigningwithin a given period of time after the pay.

Any sign-on pay to material risk takersis agreedin connection with the employment of the material risk
takerandis not granted for periods longer than one year.

Sign-on,stay-on or guaranteed variable pay are subjectto and paidin accordance with relevant
legislation applicablefor both Group and forlocal entities subject to national legislation.

Diversity and equal pay

An employee’s total remuneration package is determined on the basisof the role and position of the
individual employee, professional experience, seniority, education, responsibility, job complexity, local
market conditions, the results of the Group, the businessunit in which the employee is employed and
theindividual's performance,etc.

The Group has for several years adopted a strategy and policyon Diversity and Inclusion which canbe
found at danskebank.com. The objectives of that Policy imply that the remuneration of individuals is set
with no regard to gender, race, ethnic origin, political views, sexual orientation,age orother
discriminatory factors. The Group constantly strives to promote equality within the Group both with
respect to employment, career development, promotions, equal pay etc. This implies that to overcome
gender pay gaps, the Group does not focus only on pay but more broadlyon diversityandinclusionto
ensure a more even distribution of womenin particularly higher managerial positionsandin positions
within professional areas withhigher market remunerationlevels. The Group has implemented
numerous initiatives to achieve itsambitions within diversity and equal pay and regularly performs
internal reviewsin orderto ensure thatthe Grouplives up to the set strategy and targets. Further
information on this can be foundin the Corporate Responsibility report at danskebank.com.

Non-employees of the Group



When cooperatingwith non-employees of the Group, such as agents,independent
contractors/consultants, temporary workers from tempagenciesetc. the Group strives to ensure that
the terms and conditionsin the contractlives up to the Group’s businessand risk strategy,long-term
interest of the Group, purpose, culture commitment , avoid conflict of interests and does not encourage
excessive risk-taking or the mis-selling of products. Accordingly, as an overall starting point non-
employees are remunerated with a fixed hourly fee or a fixed project feeand do not receivevariable
pay.In alignment with theabove set criteria the CEQin cooperationwith the Head of Procurement can
in extraordinary and exceptional cases decide to deviatefrom fixed remuneration and agree on project
bonuses etc.However,inany and all cases such bonus shall respect the criteria aboveand may not
reward any kind of failure or misconduct/non-compliance with Group policies on behalf of the non-
employee.

Material risk takersand controlfunctions
The remuneration of material risk takers and employees in control functionsis subject to specific
conditions laid downin applicable national legislation, EU rules and relevant guidelines.

Once ayear, subject to the policy of conductingan annual assessment process, where applicable,on a
consolidated, sub-consolidatedandindividualinstitutionbasis, the Board of Directors designates
employees inthe Group’s internal control functions and employees who are material risk takers.

In accordancewith theregulations applicable, the designation of material risk takersis made subject to
internal criteria set by the Board of Directors and local Remuneration Committees and regulatory
qualitative and quantitative criteria. Members of the Executive Leadership Team and the Board of
Directors are appointedmaterial risk takers on an ongoingbasis.

As all of the employeesin the Company are members of the management team they are appointed
material risk takers due to the Commission delegated regulation[EU) 604/2014.

To the extent control functions are comprisedbyincentive schemes, the Group ensuresthat control
functions are remunerated for delivering their best performance in the specificrole and that the
variable remuneration does not compromise employees’ objectivityand independence.

Remuneration comprised by other special regulation (Not applicable for the Company]
Speciallegislation regulates the Alternative Investment Fund Managers within the Group. Variable
remuneration to any such employeesis createdin orderto ensure compliance with regulation within
this area.

Under some conditions,incentives in the form of carried interest payable from such Alternative
Investment Fundsto the Alternative Investment Fund Managers,including Danske Private Equity, are
exempted from this Remuneration Policyand are paid in accordance with applicablelegislation.

The assessment of performance of Alternative Investment Fund Managers is set in a multi-year
framework appropriateto the life-cycle of the Alternative Investment Funds managed by the
Alternative Investment Fund Manager. Thisis donein orderto ensure that the assessment process is
based onlonger-term performance and that the actualpayment of variable components of
remunerationis spread overa period which takes account of thelife cycle of the Alternative
Investment Fundsit manages. Further, theirinvestment risks are also takeninto consideration.

Some functions within the Group are comprised by other special regulations, and performance
agreements covering employees in such functions are construed in accordance with applicable
mandatory law,including, but not limited to, MIiFID Il, UCITS, IDD, AIFMD, the Disclosure Regulation etc.
This includes e.g. specific measures ensuring that the structure of remuneration does not encourage
advisors andinvestment managersto take excessive risks with respect tosustainability risksimpacting
the value of clients’ investments adjusting as relevant the variable remuneration to address such
exposure.

Finally,to the extent bonusis agreedonin collective agreementsbetween the Group or employer
organisationsand unions,any such agreementswill,to the extent necessary, be exempted from this
policyinaccordance with EU and nationallegislation.

Remuneration of the Executive Board (Not applicable for the Company)



The remuneration of the Executive Leadership Teamis intended to ensure the Group’s continued ability
toattract and retain the most qualified Executive Board members.In connectionwith theannual
assessment of the remuneration of the Executive Leadership Team, developments in market practice
are assessed.

The Remuneration Committee makesrecommendations on adjustments of the remuneration of the
Executive Leadership Team members tothe Board of Directors. The remunerationof the Executive
Leadership Team may consist of base salary and supplements, short-term andlong-termincentive
programmes and pension schemes (asa main rule the Executive will be comprisedby a Group pension
scheme accordingto which a fixed percentage of the salary will be paidinto the collective pension
scheme entitling the Executive to appropriate pension payment upon retirement). Subject to individual
agreement, members of the Executive Leadership Team are alsoentitled mobile telephoneg,internet,
newspaper,companycar, healthinsurance and health checks, assistance from health providersand
otherbenefitsin kindincluding safe boxes and security facilities installed at the private addresses of
the Executive as deemed necessary by the Board of Directors in orderto protect theindividual
Executive and to safeguard the interests of Danske Bank andits customers. The Companywill pay all
costs associatedwith theabove security facilities, including tax,if necessary,instalment of equipment,
monthly fees etc.Further, members of the Executive Leadership Team couldbe offeredinsurance
coverand/orindemnification for costs related tothe conduct during the employment.

As amainrule, the Executive Leadership Team members are entitled to a notice period upon
termination from the Group of 18 months,and to terminate theirown position witha notice of 9
months (9 months forthe CEQ). During such notice period, the Executive Leadership Team members
are only entitled to full salary and benefitsto the extent the Executive does not obtain otherincome
during the notice period. The members of the Executive Leadership Team are not entitledto severance

pay.

The performance of Executive Leadershipteammembersis assessed once a year based on written
performance agreements in accordance with the above described criteria containing both financial and
non-financial KPIs. The yearly variable remuneration to members of the Executive Leadership team
cannot exceed the limit of 50 per cent of the yearly base salary, however, subject toapplicable
legislation. The Annual Report specifies the Executiveleadership Team remuneration.For further
information on remuneration of the Executive Leadership Team please refer to danskebank.com.

In orderto ensure alignment of the CEO’sand Danske Bank Group’s strategicgoalsandlong-term
objectives, Danske Bank Group has a requirement thatthe CEO must own sharesin the Group
corresponding to a value of approximately DKK 2 million.

Remuneration of the Board of Directors

(Not applicable paragraphforthe Company)Members of the Board of Directors of the Group receivea
fixed fee. Board members are not coveredbyincentive programmes and do not receive variable
remuneration. The fees are set at alevel thatis market aligned and reflects the qualifications and
competenciesrequiredin view of the Group's size and complexity, the responsibilities and the timethe
Board members are expected to allocateto discharge their obligations as Board members. No pension
contributions are payable on Board members’fees.

The above paragraph shall have the followingwording applicable for the Company:

Members of the Board of Directors not employed within the Group receive a fixed fee. Such Board
members are not covered by incentive programmes and do not receive performance-based
remuneration. The fees are set at alevel thatis market aligned and reflects the qualifications and
competenciesrequiredin view of the Company’s size and complexity, the responsibilities and the time
the Board members are expected to allocate to dischargetheir obligations as Board members. No
pension contributions are payable on Board members’fees.

The fee of the individual Board memberis specifiedin the Annual Report.

In addition to the Board of Directors’fixed fees to members of theBoard of Directors and Committees,
Danske Bank may pay social duties and similar taxeslevied by foreign authorities in relationto the
directors’fees. Danske Bank may also pay any outlaysand travel expenses incurredin connection with
adirector's discharge of his orher duties as a member of the Board of Directors.

Based onthe recommendation of the Remuneration Committee, the Board of Directors submits
proposals forremunerationof the members of the Board of Directors to the Annual GeneralMeeting
forapproval every year.Danske Bank may pay costsassociated with carrying out the positionas Board
membersuch as telephoneand securitiesfacilities and Danske Bank may refund potential tax



consequences thereof. Further, members of the Board of Directors could be offered insurance cover
and/orindemnificationfor costsrelated to the conduct during the employment.

Miscellaneous
To the extent legally acceptable underapplicablelaw, the Board of Directors may deviatefrom this
policyinindividual cases, if justified by extraordinary and exceptional circumstances.

Some entities and unitswithin the Group have remuneration policies and guidelinesthatapplyin
addition to the Group’s remuneration policy. Such entities may implement policies that deviatefrom the
Group policyin orderto meet local requirements and practises, for exampleto set different caps for
variable remuneration, to extend periods of deferral for variable remuneration orto apply accessor
restrictions regarding the use of instruments. However,if employees in any such entityhave a
significant impact on the Group’s risk profile, the Group will ensure that the variable remuneration to
any such employees fulfils therequirement set out in this policyand applicable legislation. Any material
deviations from this policy mustbe reported tothe ownerof the palicy.

(Not applicable paragraphforthe Company)Oncea year at danskebank.com, the Group discloses
information on the Group’s remuneration practices and the remuneration to individual members of the
Board of Directors and the Executive Leadership Team and on aggregated level for other material risk
takers.

The above paragraph shall have the followingwording applicable for the Company:

Once a yearat danskehypotek.se, the Company discloses its remuneration policy and information on
the Company’s remuneration practices.



