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REMUNERATION POLICY OF UIE PLC.

This Remuneration Policy describes the principles and various components of the total remuneration for the Board 
of Directors and the Management of UIE Plc. (“UIE”). It details how each component contributes to achieving the 
Company’s strategy, long-term interests and sustainability.

The Remuneration Policy has been prepared in accordance with the principles set forth by EU’s Directive 2017/828 
(“Shareholder Rights Directive II”).

This Policy replaces the Remuneration Policy adopted at the Annual General Meeting on 19 May 2020. The revised 
policy aligns with the policy adopted in 2020.

1. REMUNERATION OBJECTIVES

1.1	 The overall objectives of the Remuneration Policy for the Board of Directors and the Management of UIE are 
to attract, motivate and retain qualified members for the Board of Directors and the Management, ensuring 
transparency and aligning their interests with those of the shareholders and the Company.

1.2	 The Company intends to maintain the remuneration at a reasonable level relative to the achieved results and 
the particular financial situation of the Company.

1.3	 The remuneration of the Board of Directors and the Management shall support the strategic goals of UIE and 
promote long-term sustainable value creation for the benefit of the Company’s shareholders.

2. �GENERAL PRINCIPLES

2.1	 The Board of Directors receives a fixed annual fee and no variable or share-based remuneration. Thus, the 
Remuneration Policy primarily addresses the remuneration of the Management, which is composed of a fixed 
remuneration, including pension contribution and a variable remuneration in the form of a cash bonus/per-
formance-based salary.

2.2	 When determining the remuneration policy for the Management, the Board of Directors conducts a thorough 
comparison and assessment of the relationship between Management’s remuneration and the salaries and 
employment terms of other employees. This comparison ensures that Management’s remuneration aligns 
proportionately with the responsibility, which the tasks of the Management entail.

2.3	 The variable component of the Management’s remuneration is dependent on the achievement of specific 
financial and non-financial targets. These targets are set by the Chairmanship and are designed to drive the 
long-term performance of the Company.

2.4	 The determination of the remuneration policy is a vital part of the Remuneration Committee’s tasks. The Re-
muneration Committee regularly reviews and proposes amendments to the Remuneration Policy, ensuring it 
remains aligned with the remuneration of the Board of Directors and Management, UIE’s short and long-term 
goals and the shareholders’ interests in general. This continuous revision also helps maintain UIE’s com-
petitiveness, facilitating the retention and attraction of qualified members. The Remuneration Committee’s 
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involvement is key to adapting the Policy to reflect evolving market conditions and strategic directions of the 
Company.

3. REMUNERATION OF THE BOARD OF DIRECTORS AND AUDIT COMMITTEE MEMBERS

3.1	 Members of the Board receive a fixed annual fee, which is set in relation to the scope, character and respon-
sibility of the Board. 

3.2	 All Board members are entitled to the same fixed annual fee. However, the Chairman and Deputy Chairman 
receive an annual supplement to reflect their extended duties and responsibilities.

3.3	 Members of the Audit Committee receive a separate fixed annual fee as remuneration for their committee 
work, with the Chairman of the Audit Committee receiving an annual supplement for his extended duties and 
responsibility.

3.4	 The fees paid to Board Members and members of the Audit Committee are routinely benchmarked against 
other comparable companies listed on the exchange on an annual basis.

3.5	 The individual fees paid to the Chairman, Deputy Chairman and the ordinary members of the Board and the 
Audit Committee are disclosed in the Remuneration Report and the Annual Report.

3.6	 The proposed remuneration for the current financial year is subject to approval at UIE’s Annual General 
Meeting under a separate item on the agenda. The proposed remuneration of the Board of Directors must be 
included in the notice convening the Annual General Meeting.

3.7	 The Board is not covered by a pension scheme.

3.8	 The remuneration of the Board of Directors does not include any incentive schemes.

3.9	 Members of the Board of Directors may retain an additional fee for operational tasks carried out on an ad-hoc 
basis outside the scope of the ordinary duties of the Board of Directors. These tasks and corresponding fees 
are subject to approval by the Board of Directors, based on the nature of the tasks.

3.10	 Some Board members also receive remuneration for their roles as Board members in companies, in which 
UIE has invested.

3.11	 The Board and Committee members’ reasoned expenses in connection with participating in Board and Com-
mittee meetings, as well as in fulfilling their duties as a director, are reimbursed upon submission of valid 
receipts.

3.12	 Members of the Board of Directors stand for re-election each year at the Annual General Meeting. No special 
termination terms apply to the Board of Directors, including resignation from the Board of Directors.

3.13	 There are no special retention and redundancy schemes in place for the Board of Directors.
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4. REMUNERATION OF MANAGEMENT

4.1	 The remuneration of the Managing Director is determined by the Chairmanship and the Remuneration Com-
mittee based on a thorough review of market levels for similar positions in listed companies, UIE’s financial 
position and results, as well as the competences and performance of the Managing Director.

4.2	 The Managing Director’s remuneration package consists of a fixed salary and a performance-based salary. 
The latter consists of a cash bonus scheme. The Managing Director does not participate in any share, option 
nor warrant schemes.

4.3	 The performance-based remuneration involves a cash bonus scheme, dependent on the Managing Director’s 
contribution, UIE’s results, and the achievement of specific targets set by the Chairman and Deputy Chairman 
at the beginning of the financial year. These targets are selected to align with UIE’s business objectives for 
the year, encompassing both financial and non-financial benchmarks. The maximum of the ordinary bonus 
components is 50% of the fixed annual salary (including pension).

4.4	 The Managing Director’s remuneration is disclosed in the Annual Report.

4.5	 The Managing Director is not covered by performance-based pension schemes. 

4.6	 The notice of termination to be given by the Managing Director to UIE is three (3) months. 

4.7	 If the Managing Director is terminated by the Company, the Managing Director is entitled to fixed salary, pen-
sion contributions and ordinary cash bonus during the notice period, which is nine (9) months.

4.8	 The Managing Director has access to work-related benefits, including company paid telephone and internet, 
newspaper subscription, company car, and coverage under the Company’s insurance scheme.

4.9	 In accordance with section 7P of the Danish Tax Assessment Act (“Ligningsloven §7P”), the Managing Director 
has the option to reduce his or her gross salary by up to 20% in exchange for an equivalent value in UIE shares 
at the prevailing market price. These shares are distributed in four blocks following each quarterly announce-
ment and are structured on an annual basis.

4.10	 Other than the aforementioned, the Managing Director’s terms of employment do not include any exception-
al conditions.

5. RECLAIMING VARIABLE REMUNERATION

5.1	 In the event of serious misconduct, or if a cash bonus is made based on accounts that prove to be materially 
misstated, the Company may reclaim, in full or in part, any overpayment from the cash bonus to the Manag-
ing Director.
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6. DEVIATION FROM THE REMUNERATION POLICY

6.1	 The Board of Directors may, in extraordinary circumstances and, based on the recommendations of the Re- 
muneration Committee, decide to temporarily deviate from this Remuneration Policy, where it is deemed that 
a deviation will benefit the long-term interests of UIE, its shareholders or the sustainability of the Company.

6.2	 Any such deviation from this Remuneration Policy will be described and explained in detail in the Remunera- 
tion Report for the relevant year.

7. APPROVAL AND PUBLICATION OF THE REMUNERATION POLICY

7.1	 The Remuneration Policy is available on the UIE website, www.uie.dk, for as long as it is applicable.

7.2	 The Board of Directors, with support from the Remuneration Committee, is responsible for the compliance 
with this Remuneration Policy and for completing an annual review of the Policy.

7.3	 The Remuneration Policy is submitted to the Annual General Meeting for approval at least every fourth year 
and upon suggested material amendments to the Policy.

BOARD OF DIRECTORS 

Carl Bek-Nielsen		 Martin Bek-Nielsen		 John A. Goodwin		 Bent Mahler
Chairman 		 Deputy Chairman

Jørgen Balle		 Frederik Steen Westenholz	 Harald Sauthoff		 Catherine Bannister


