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This Policy shall apply to the Company and its branches.

The Policy is adopted by the Company's Board of Directors, which simultaneously authorizes the Company's Executive Manage-
ment to ensure that the Policy is properly implemented in the Company and its subsidiaries.
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Introduction and purpose

This policy on remuneration (“the Policy”) is adopted in accordance with section
20-22 in Act no. 2015 of 11 January 2021 on Alternative Investment Fund Man-
agers as changed with Act. no 2382 of 14 December 2021 (“the AIFM Act”) and
Executive Order no. 1151 of 24 October 2017 on remuneration policy and re-
muneration in Alternative Investment Fund Managers (“the Executive Order on
remuneration”).

The purpose of the Policy is to ensure credible, effective, and fair remuneration
of the Board of Directors and employees of Fokus Nordic Fund Management DK
A/S (“the Company”). The Policy determines the Company’s pension policy and
guidelines on variable pay and severance pay.

The Policy must always be consistent and promote sound end effective risk
management and not encourage risk-taking.

The Policy is gender neutral.

When “fixed remuneration” is referenced in this policy, this also includes any
contribution to a pension scheme made by the employer.

Scope and material risk takers

The Policy applies to the Board of Directors, the Executive Board and all em-
ployees in the Company.

Section 5 only applies to members of the Board of Directors, the Executive
Board and other employees whose activities have a significant impact on the
risk profile of the Company, or the alternative investment funds (the “AIFs”)
managed by the Company (together referred to as “material risk takers”) and
only for the proportional part of the time that is allocated to fund management
activities that has a significant impact on the Company or the risk profile of the
AIFs.

Material risk takers are defined and identified by the Board of Directors as the
members of the Executive Board and any other employee whose activities has
a significant impact on the Company or the AIFs’ risk profile(s) and includes the
following functions:

a) Members of the Board of Directors
b) Members of the Executive Board
C) Branch Managers

d) Fund Managers

e) Chief Risk and Compliance Officer

f) Other employees receiving total remuneration that takes them into the
same remuneration bracket as the Executive Board or other material risk
takers (as defined above), insofar their professional activities have a
material impact on the risk profiles of the Company or of the funds they
manage.
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An employee that does not have power to make decisions with significant im-
pact to the Company or the AIF(s) risk profile is not identified as a material risk
taker.

Finally, section 3.7. only applies to employees in control functions.

Principles for remuneration

The Company offers material risk takers, except for the Board of Directors cf.
section 5, both fixed and variable remuneration. The Company ensures that the
remuneration structure does not favour the interests of the Company or the
beneficiary over the interests of the clients.

The level of fixed remuneration reflects the level of experience and the level of
organizational responsibility for achieving the long-term goals of the Company.

It is the Company’s intent to offer a competitive, comparatively moderate, but
stable income to its employees in line with these variables and the long-term
goals of the Company.

Other benefits may, at the discretion of the Company, be granted such as paid
phone, internet access, newspaper, personal-, life- and health insurance.

The Company will at all times maintain a fair balance between fixed and variable
pay to ensure that a flexible bonus policy is possible.

A performance-based pay is determined based on an assessment of the results
of the material risk taker, the department in which the material risk taker
works, as well as the AIF and the Company. The results reflect the current and
future risks attached to these results, capital costs and liquidity that is required
to achieve the results. When assessing the results of the material risk taker,
economic and non-economic criteria are considered by the Company.

A material risk taker in a control function cannot be rewarded with variable pay
solely based on the performance in the department that is subject to the con-
trols of the employee.

The principles on variable pay in respect of material risk takers are set out in
section 5.

Environmental, social and governance risks (ESG)

The Company has drawn up a Policy on Sustainability which includes “integra-
tion of sustainability risks in the investment decision making process” in ac-
cordance with the requirements of the Sustainable Finance Disclosure Regula-
tion (SFDR), according to which the Company has identified and assessed the
financial sustainability risks associated with the Company’s activities.

These sustainability risks are included in the Company’s risk management ac-
tivities on an equal footing with identified financial risks.
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According to the Company’s policy on integration of sustainability risks in the
investment decision-making process, there may be no mismatch between the
allocation of variable remuneration elements to material risk takers and the
identified financial risks for investors. This also includes the sustainability risks
identified in the sustainability policy. Sustainability risks shall thus be included
in the criteria when setting KPI's and on equal terms with other material risk
takers.

Whether the material risk taker in question has complied with the policy on
integration of sustainability risks in investment decision processes will always
be a KPI for allocation of variable remuneration. The Board of Directors has
decided that non-compliance with the Policy on Sustainability must result in an
appropriate and proportionate reduction of the variable remuneration.

Remuneration to the Board of Directors

Remuneration to the Board of Directors shall be approved by the shareholders
of the Company each year at the ordinary annual general assembly.

Members of the Board of Directors receive, if any, remuneration in form of a
fixed fee and do not receive any kind of performance-based variable remuner-
ation. Employees of any company in the Fokus Nordic group do not receive
separate compensation for their board position.

Unless otherwise agreed, the members of the Board of Directors do not receive
any remuneration for other board related tasks.

No severance pays or pension is paid to the Board of Directors.

6. Remuneration to the Executive Board and other employees

Material risk takers receive remuneration according to the general principles
under section 3.

Material risk takers are allowed to receive variable remuneration i.e. variable
pay reflecting both performance in fund management functions as well as other
functions.

Variable pay to members of the Executive Board awarded for performance in
fund management functions may not exceed 50 pct. of the fixed remuneration
including pension. Variable pay awarded to other material risk takers, expect
for the Board of Directors, for performance in fund management functions can-
not exceed 100 pct. of the fixed remuneration. Under extraordinary circum-
stances the limit may be raised to 200 pct. of the fixed remuneration. Any
variable pay amounting to 100 pct. or more of the fixed remuneration must be
approved by the Board of Directors following a recommendation from the Ex-
ecutive Board. !

! See Bekendtggrelse af lov om forvaltere af alternative investeringsfonde m.v. for further details on requirements

in this regard, among others notification to the Danish FSA.


https://www.retsinformation.dk/eli/lta/2025/1544
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50 pct. of the variable pay, if any, for performance in fund management func-
tions must be paid in a non-cash instrument. The instruments may comprise
phantom shares, stock options, or other instruments linked to investments in
the alternative investment funds or their parent company, or of equivalent in-
struments reflecting the value of the alternative investment funds.

40 to 60 pct. of the variable pay to a material risk taker for performance in fund
management functions shall be deferred and paid out pro rate over a period
(“Deferral period”), however, in all subject to section 6.9

The Deferral period for members of the Executive Board is 5 years. The Deferral
period for employees is 4 years, unless the variable pay exceeds 750.000 DKK,
in which case the Deferral period is 5 years.

The Board of Directors may decide that annual variable pay awarded for per-
formance in fund management functions that does not exceeds DKK 100,000,
is not subject to deferral nor payment in non-cash instrument.

Material risk takers are not allowed to use any hedge strategies or insurance to
mitigate or eliminate the effects on any part of the deferred bonus.

Variable pay awarded for performance in fund management functions is subject
to proper back-testing and continued fulfilment of the criteria’s that formed the
basis for the bonus award until the time of pay out. Furthermore, payout is
conditional upon the Company’s financial situation not having significantly de-
teriorated since the variable pay was awarded.

Variable pay that is, following the Deferral period, paid out in the form of an
instrument must be retained for a period (“"Retention period”). For a member
of the Executive Board the Blocking period is at least 1 year. For other employ-
ees the Blocking period is at least 6 months. During the Blocking period the
instrument may not be sold or disposed of.

Any variable pay that is linked to performance with fund management functions
which turns out to have been made on the basis of results that are proven to
have been misstated, is subject to a full clawback or a partial clawback, pro-
vided that the recipient is in bad faith. The decision on clawback is made by the
Board of Directors.

Delegation

In case the Company delegates any of its core activities, i.e. Portfolio Manage-
ment or Risk Management (ref FAIF-loven §3 no. 30, ref appendix 1 no 1), the
Company has to ensure that

a) the delegate is subject to remuneration rules similar to the rules of this
Policy, or

b) the remuneration rules are complied with by the delegate when remunerat-
ing management or employees, if any, that would constitute material risk
takers according to this Policy.

Any delegation must be documented by way of a delegation agreement accord-
ing to which the remuneration rules have to be complied with.
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Allowances

Employees in the Company that are subject to a collective agreement are enti-
tled to severance pay in accordance with such collective agreement.

In case employees are not subject to such collective agreement, severance pay
cannot exceed a value equal to one-year total remuneration, pension included.

Severance pay does not award misdemeanours or non-performance.

The Company does not pay out other forms of allowances.

Pension policy

The Company provides for a general pension scheme to all personnel. Foreign
nationals may be exempted. The determined pension scheme is not wholly or
partly comparable with variable components of the remuneration.

Control with Remuneration Policy

The Board of Directors is responsible for overseeing that remuneration is paid
out according to the Policy.

At least once a year the Board of Directors must control whether the remuner-
ation policy is complied with. The control will be initiated by the Head of Risk
and Compliance but can be made by an external part.

The control must be made based on a representative sample test on the remu-
neration of the Board of Directors, the Executive Board, and the material risk
takers.

The findings of this control must be reported to the Board of Directors.

Review and monitoring

The Board of Directors is responsible for the implementation of the Policy on
Remuneration.

On a yearly basis the risk management and compliance function will, as part of
their annual review of the policy determine whether the overall remuneration
system operates as intended and is compliant with applicable regulation. If the
review reveals that the remuneration system does not operate as intended or
prescribed, the Board of Directors should ensure that a timely remedial plan is
put in place.

The Board of Directors are responsible for the maintenance and annual review
of the Policy. Amendments to this Policy are subject to approval by the Board
of Directors.
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Version Dato Changes Policy Owner

v.l 01.06.2021 New Board Instruction Head of Compli-
on remuneration es- ance
tablished as part of
the CAVA project.

v.2 01.05.2022 Updated board in- Head of Compli-
struction upon imple- ance
menting programme
for variable pay

v.3 21.12.2022 Updated board in- Head of Compli-
struction as part of ance
general ESG review.

v.4 15.11.2024 Annual Review. Minor | Head of Risk and
editorial and factual Compliance
changes.

v.5 30.04.2026 Update to reflect new CEO
ownership and reor-
ganisation.

Adopted by the Board of Directors of Fokus Nordic Fund Management DK A/S

Tonny Nielsen

Michael Rgnnelund

Morten Madsen




