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Remuneration for employees at Handelsbanken Fonder AB
The principles for employee remuneration at 
Handelsbanken Fonder AB (hereinafter “the Management 
Company”) have remained unchanged for many years. 
The Management Company has a low risk tolerance, and 
this shall also be reflected in our view on remuneration. 
The Management Company also views the employment 
of its staff from a long-term perspective. Salary growth 
and other remuneration varies over an employee’s tenure 
with the Management Company. The total remuneration 
is a contributing factor to the Management Company’s 
growth in competitiveness and profitability and enables 
the Management Company to attract, retain and develop 
competent employees, and also ensures that 
competence development and succession planning are 
well-functioning. 

Remuneration includes a base salary, salary allowances, 
customary fringe benefits, occupational pension, possible 
allocation within the scope of the profit-sharing plan 
Oktogonen, as well as possible allocation in the form of 
other variable remuneration to certain employee groups. 
Salary is determined on a local basis in accordance with 
Handelsbanken Group’s (referred below as “the Group”) 
decentralized work practices and is based on the 
following predetermined salary factors: the nature of the 
work and level of complexity, competence, performance 
capacity and work results achieved, leadership for those 
who have responsibility for the development of staff, 
supply and demand for a specific type of competence on 
the regional market as well as serving as the bearer of 
Handelsbanken’s corporate culture. 

Variable remuneration in the Management Company 
consists of two components: variable remuneration within 
the scope of the Group’s common profit-sharing plan, 
Oktogonen, which includes all of the employees in the 
Management Company; and variable remuneration 
external to this system that covers employees in certain 
positions. Variable remuneration in addition to Oktogonen 
is applied within the Management Company when such 
remuneration is an established market practice and is 
thereby necessary to attain the Company’s business 
targets. Variable remuneration shall be applied with great 
caution so as not to impact the desired risk profile of the 
Management Company or result in inconsistences 
between the business activities and the risk profiles of the 
funds, the fund rules, the discretionary mandate, or the 
internal and external rules applicable to fund 
management. The Board of Directors for the 
Management Company determines the definitive amount 
of the variable remuneration after taking into 
consideration the decision made by the Central Board of 
Directors of Svenska Handelsbanken AB (PLC) for the 
total allocation of variable remuneration. The 
remuneration reported in the table Employee 
remuneration, is based on the Management Company’s 
Remuneration Policy. 

Remuneration Policy    
The principles for the remuneration system of the 
Management Company are established in a remuneration 
policy decided by the Board of Directors of the 
Management Company. The Management Company’s 
Remuneration Policy is based on the remuneration policy 
applicable to the Group but has been adapted to the 
Management Company’s specific business activities. 
Matters that concern the remuneration policy are 
prepared by a specially-appointed remuneration 
committee within the Board prior to a decision by the 
Board of Directors. 

The Board’s remuneration committee consists of the 
Board members Lars Seiz (committee chairman) and 
Helen Fasth Gillstedt. The composition and work of the 
committee are regulated in greater detail by the Board’s 
rules of procedure, in addition to that which is stated in 
the remuneration policy. The remuneration committee 
has access to the information that may be required to 
carry out its tasks. The remuneration committee meets a 
minimum of three times per year.  

The Management Company’s Remuneration Policy is 
reviewed annually or as necessary. The development of 
the proposal for the remuneration policy as well as the 
analysis of the risks associated with variable remuneration 
have followed the work within the Group and have 
involved the relevant representatives in the Management 
Company from senior management, the Compliance and 
Risk Control functions as well as the Management 
Company’s Human Resources function. The 
Management Company’s current remuneration policy is 
based on the risk analysis prepared by the Management 
Company’s Risk Control function. 

The CEO and relevant Heads within the Management 
Company are responsible for identifying, evaluating and 
limiting remuneration risks as well as proposing the 
format of the remuneration system in line with the 
Management Company’s view on risks and the long 
term. 

The Risk Control and Compliance functions are 
responsible for identifying, monitoring, analyzing and 
reporting key risks with the remuneration system. The 
responsibilities of the control functions and the 
information concerning the remuneration risks are 
specified further in the Board of Director’s instructions for 
each function.  
The responsibility of the Internal Auditing function and 
information about the remuneration system are provided 
in what is stated in general in the Board of Director’s 
instructions for the internal audit. 

Variable remuneration  
Variable remuneration within the Management Company 
(hereinafter “variable remuneration”), apart from the 
common Group profit-sharing plan Oktogonen 
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(hereinafter “Oktogonen”), is only applicable when such 
remuneration is an established market practice and is 
necessary to reach the Company’s business objectives. 
The Management Company’s senior management group, 
excluding some of the leading portfolio managers, 
including staff within the Management Company’s 
Compliance and Risk Control functions receive, apart 
from Oktogonen, only fixed remuneration. This also 
applies to employees within the administration function 
and fund administration. The only category of staff 
entitled to variable remuneration other than Oktogonen 
are the portfolio managers and assistant portfolio 
managers of actively-managed equity- and fixed income 
funds. This means that portfolio managers of passive 
funds and asset allocation funds, apart from Oktogonen, 
are only entitled to receive fixed remuneration.  

The principles for variable remuneration adopted by the 
Management Company are established to reflect the 
Management Company’s risk tolerance, to counteract 
excessive risk taking and be consistent with the current 
risk profiles of the funds (which are determined in the 
Management Company’s instructions for risk 
management), fund rules, discretionary mandate as well 
as internal and external rules and regulations, without 
impacting the Management Company’s ability to attract 
and retain competent personnel.  

The Management Company’s assessment with regard to 
provisions and allocations of variable remuneration to the 
established remuneration pool within the Management 
Company is based on risk-adjusted performance 
measures as well as current and future risks that are 
taken into account during this assessment. Results are 
charged with costs for capital. The risks in the business 
operations consist primarily of major market downturns, 
significant outflows from the funds and operational risks 
in the business operations.  

In the preparation of the supporting documentation for 
decisions with regard to provisions and allocations of 
variable remuneration, the Management Company’s 
results bear the relevant costs for the risks to which the 
Management Company is exposed, including the costs 
required by the Management Company to retain extra 
assets in accordance with the Alternative Investment 
Fund Managers Act (FFFS 2013:561) to cover potential 
liability risks due to error or negligence in the business 
operations carried out as supported by the 
aforementioned legislation.  

Given that the results upon which the variable 
remuneration is based bear the actual costs for the 
capital required for the business operations, it is ensured 
that the remuneration levels are consistent with the 
overall objectives of the Management Company. 

Variable remuneration within the Management Company 
is based on the Group’s salary-setting model and the 
factors upon which salary is based. In addition to the 
salary factors, there are also factors specific to the 

business, with particular emphasis placed on sound risk-
taking, observance of good order and compliance. 

The assessment for the allocation of the variable 
remuneration is based on the results and performance of 
the Management Company and individuals during the 
assessment period. The individual assessment is based 
on financial and non-financial criteria. The individual’s 
performance is taken into account relative to the 
benchmark and the products of comparable competitors. 
An allocation will be made if a provision for variable 
remuneration has been decided by the Board of the 
Management Company and the Central Board. The 
Human Resources department compiles an annual 
analysis to identify those employees with work tasks that 
have a significant impact on the risk profile of the 
Management Company or a managed fund (risk-takers). 
All employees subject to variable remuneration, apart 
from Oktogonen, are included in the definition of “Risk-
taker” and are subject to the rules regarding the deferral 
of remuneration. Variable remuneration consists only of 
fund units. The individuals entitled to this remuneration 
receive one-half of the variable remuneration in fund units 
within the funds managed by them (weighted equally if 
several funds are managed) and one-half in fund units in 
a number of funds that represent the total assets under 
management in the Management Company.  

The parameters that are the basis for the decision on the 
amount of the deferred variable remuneration are based 
on the risks in the business operations and the size of the 
variable remuneration. The Management Company defers 
40 ¬– 60 percent of the variable remuneration over a 
minimum period of three years. In accordance with the 
Management Company’s policy, the variable 
remuneration may not exceed 100 percent of the fixed 
remuneration. The established rules for the deferral of 
variable remuneration apply to all affected staff and 
managers.  

An assessment is conducted annually during the deferral 
period to determine whether the remuneration shall be 
adjusted downward or discontinued entirely. The 
remuneration will be discontinued or adjusted downward 
in the event that losses as well as higher risks and 
expenses arise during the deferral period, which includes 
taking into account the staff’s compliance to external and 
internal rules. The discontinuation or downward 
adjustment shall also occur in the event that payment 
cannot be justified when taking into account the 
Management Company’s financial situation or if the 
Central Board has made a recommendation for the 
discontinuation or downward adjustment. Both the 
deferred variable remuneration and the portion of the 
variable remuneration that is not deferred are subject to a 
retention period of one year. No downward adjustment or 
discontinuation assessments will be conducted during 
the retention period. The ownership rights to the units will 
be passed on to the individuals entitled to remuneration 
at the conclusion of the retention period. 



  March 2023 

 

Specific information regarding Oktogonen 
The Group’s rules regarding Oktogonen apply, with the 
necessary changes, to all personnel in the Management 
Company, with the exception of specially-regulated 
personnel (senior management, risk-takers and 
employees with particularly high remuneration). The 
Group’s rules provide for the payment of a cash 
allocation in the case when Handelsbanken has higher 
profitability than the average for comparable competitors 
in the bank’s home markets and after an overall 
assessment of the bank’s performance by the Central 
Board.  

The following is applicable for specially-regulated 
personnel who instead receive other remuneration than a 
direct cash allocation:  

• Senior management: the entire Oktogonen 
remuneration for each individual within management, 
with the exception of some of the leading portfolio 
managers, shall consist of an allocation fund that 
has been selected by the Management Company’s 
Board of Directors. The entire remuneration shall be 
deferred for a period of up to four years, during 
which downward adjustment or discontinuation 
assessments shall be conducted.  

• Specially-regulated personnel who fall within the 
scope of other variable remuneration (actively-
managed equity and fixed income fund managers): 
the rules applicable to other variable remuneration 
shall be applied to the Oktogonen allocation, 
including deferral, retention, allocation in certain 
specific funds and downward 
adjustment/discontinuation.  

• The fund managers of allocation funds or passive 
funds: the entire Oktogonen remuneration for each 

fund manager shall consist of an allocation fund that 
has been selected by the Management Company’s 
Board of Directors. The entire remuneration shall be 
deferred for a period of up to four years, during 
which downward adjustment or discontinuation 
assessments shall be conducted. 

Sustainability-related disclosures 
Pursuant to the provisions in Article 5 of the European 
Parliament and of the Council Regulation 2019/2088/EU 
on sustainability-related disclosures in the financial 
services sector (SFDR), a fund management company 
shall state how the remuneration policy is consistent with 
the requirement for the integration of sustainability risks. 
Sustainability risks refer to an environmental, social or 
corporate governance related event or circumstance that, 
should it occur, would have an actual or potential 
significant adverse impact on the investment value. 
Sustainability risks are taken into consideration within the 
scope of the remuneration system primarily through the 
Management Company’s fund management – in 
accordance with the fund rules, the Prospectus and the 
Management Company’s Policy for Shareholder 
Engagement and Responsible Investment – by regularly 
taking sustainability risks into account in the fund 
management and by evaluating the fund managers’ 
performance against indexes that include sustainability 
requirements. In addition, there is also the condition that 
variable remuneration to fund managers consists of fund 
units in funds that regularly integrate sustainability risks 
into its fund management pursuant to SFDR. 
Sustainability risks are also taken into consideration within 
the scope of the salary factors. Sustainability risks that 
are addressed incorrectly can result in lower 
remuneration (both fixed and variable remuneration) or a 
downward adjustment/discontinuation of variable 
remuneration.

 


	Remuneration Policy
	Variable remuneration
	Specific information regarding Oktogonen
	Sustainability-related disclosures

