Guidelines for remuneration to the senior executives
The 2026 annual general meeting of Morrow Bank AB resolved to adopt the following guidelines for remuneration to senior executives (the "Guidelines"). The proposal has been prepared by the board of directors in accordance with Chapter 8, Sections 51–53 of the Swedish Companies Act (2005:551), the Swedish Financial Supervisory Authority's regulations on remuneration systems in credit institutions (FFFS 2011:1), the Swedish Corporate Governance Code and the Swedish Securities Council's rules on remuneration to senior executives and incentive programs. 
Scope
The Guidelines shall apply to remuneration agreed upon, and changes made to remuneration already agreed upon, after the Guidelines have been adopted by the 2026 annual general meeting. The Guidelines do not cover remuneration that is subject to decision or approval by the general meeting, such as ordinary board fees and share or share price-related remuneration. 
The Guidelines' promotion of the company's business strategy, long-term interests and sustainability
The Guidelines shall promote behavior that builds the desired culture of performance and results orientation in the company, while giving rise to remuneration that is neutral and independent of age, gender, disability, cultural background, religious beliefs or sexual orientation. The Guidelines shall contribute to the company's ability to recruit and retain qualified employees. The Guidelines shall contribute to promoting and providing incentives for good governance and control of the company's risks by counteracting excessive risk-taking among senior executives, helping to avoid conflicts of interest and maintaining the company's profitability over time.
Remuneration to the company's management shall be competitive but shall at all times be adapted to the company's financial situation. The company's remuneration system shall be simple to administer and flexible so that adjustments can be made when needs change.
The company's remuneration system shall be designed in accordance with, among other things, the company's remuneration policy and ethical guidelines. The company's remuneration policy is designed to:
1. Contribute to the business strategy, long-term interests and sustainability of the company
1. Strengthen the common interests of the company's employees and its shareholders
1. Reflect the company's overall and financial performance
1. Be competitive and adapted to local markets
Decision-making process
The Guidelines shall be reviewed and approved by the general meeting of shareholders in the event of any significant change and at least every four years in accordance with Chapter 8, Section 51 of the Swedish Companies Act. 
The board of directors may decide to deviate from the Guidelines in whole or in part if there are special reasons for doing so in an individual case and the deviation is necessary to satisfy the company's long-term interests, including its sustainability, or to ensure the company's financial viability. Deviations shall be reported and justified annually in the board's remuneration report.
With regard to the employment conditions of senior executives who are subject to rules other than Swedish rules, appropriate adjustments shall be made to comply with such mandatory rules. Appropriate adjustments may also be made to comply with established local practice, in which case the overall purpose of these Guidelines shall be fulfilled as far as possible.
The board has appointed a remuneration committee, which is responsible for monitoring and evaluating the application of the Guidelines, ongoing and completed variable remuneration programs for senior executives during the year, and the remuneration structures and levels applicable in the company. The board shall prepare its remuneration report for each financial year and make it available on the company's website no later than three weeks before the annual general meeting. 
Within the framework of the Guidelines, the board shall, based on the remuneration committee's preparations and recommendations decide each year on the payment of variable remuneration to senior executives, specific changes to the terms of remuneration for senior executives, if applicable, and any other decisions on remuneration for senior executives that may be required. When the board of directors discusses and decides on remuneration-related issues, the CEO and other members of management shall not be present to the extent that they are affected by the issues.
Principles for determining fixed and variable remuneration 
Remuneration to senior executives may consist of the following components: fixed remuneration in the form of basic salary, benefits and pension, and variable remuneration. 
The annual general meeting may, regardless of these Guidelines, decide on variable remuneration in the form of shares under incentive programs. Such programs decided by the annual general meeting fall outside the scope of the Guidelines and are therefore exempt from these Guidelines.
Remuneration components
The following principles shall apply when determining the various remuneration components.
	Type of remuneration
	Purpose
	Allocation and level
	Criteria
	Composition of total remuneration

	Basic salary
	Attract and retain qualified employees by offering competitive terms and conditions.
	The company shall obtain basic salary levels that are adapted and differentiated according to the employee's responsibility, performance and contribution to the company's goals. The level of the basic salary shall be competitive in the markets in which the company operates.

The basic salary shall also constitute a sufficiently large part of the senior management's total remuneration to
that it should be possible to set the variable remuneration to zero.
	The base salary shall be sufficiently high to reward the professional services provided, be in line with the senior executive's level of education, experience and skills, and be adapted to the business sector and region. The base salary is normally subject to annual review based on an evaluation of the senior executive's performance and contribution to the company's objectives.
	62%

	Benefits
	Attract and retain qualified employees by offering competitive terms and conditions.
	Each senior executive may be entitled to both general benefits, which are offered to all employees, and additional benefits. Additional benefits may include, for example, life insurance, health insurance and medical insurance. 

	Not performance-based.
	0%

	Pension 
	Attract and retain qualified employees by offering competitive terms and conditions.
	All employees in the Norwegian branch are covered by a defined contribution pension scheme (with 7% of basic salary up to 7.1 Norwegian basic amounts and 25.1% of basic salary from 7.1 to 12 Norwegian basic amounts). 

The employees in Sweden are covered by supplementary pension agreements in accordance with the bank's current guidelines (6.5% of basic salary up to 7.5 income base amount and 32% of basic salary from 7.5 to 30 income base amount).
	Not performance-based.
	7%

	Variable remuneration
	Ensure that senior executives and shareholders have aligned interests and reward long-term value creation, and in individual cases, for the purpose of attracting qualified employees, for example as part of recruitment ("sign on fee") or as compensation for terms in previous employment contracts.
	Variable remuneration shall not exceed 100% of the base salary for senior executives.


	Remuneration shall be calculated on the basis of an overall assessment of the financial and non-financial performance of the employee, the business unit and the company. The assessment shall be made on the basis of a multi-year perspective to ensure that it is based on long-term sustainable performance and that the underlying economic cycle has been taken into account.

Variable remuneration may also be paid in individual cases as part of recruitment or as compensation for terms in previous employment contracts. In special cases, such variable remuneration may be based on share options, provided that this is possible under applicable laws and regulations. The board of directors decides on such one-off payments in individual cases.

Variable remuneration to senior executives is treated in accordance with the requirements of FFFS 2011:1.
	31%



Remuneration to board members
Board members elected by the annual general meeting may, in special cases, receive remuneration for services performed within their respective areas of expertise, but which fall outside their regular board duties in the company. Remuneration for such services shall be in line with market rates and approved by the board.
Special provisions regarding variable remuneration
The company's variable remuneration system shall aim to reward behaviour and influence a culture that ensures long-term value creation and sensible risk-taking in the company. Variable remuneration may also be used as one-off payments, for example as part of recruitment ("sign-on fee") or as compensation for conditions in previous employment contracts.
Senior executives receive variable remuneration based on an assessment of both quantitative and qualitative conditions over a two-year period. Variable remuneration for senior executives may not exceed 100 percent of the base salary. This provides an incentive for good governance and discourages high risk-taking by the company's management.
The qualitative part, which constitutes half of the basis for assessing variable remuneration, consists primarily of an assessment of the achievement of the senior executive's individual targets. Examples of qualitative factors are:
1. Compliance with internal and external regulations
1. Strategic goals/KPIs within the manager's area
1. Contribution to the company's business development
The quantitative part, which constitutes the other half of the basis for assessing variable remuneration, is based on predetermined and measurable financial and non-financial criteria, which the board of directors assesses will generate long-term shareholder value over time.
The bonus awarded may never exceed 100 percent of the fixed salary, even if the target achievement is higher for individual criteria.
The specific conditions that are weighted shall be adapted to the senior executive's function and area of responsibility. The assessment shall be based on a combination of an assessment of the individual concerned, the business unit concerned and the company as a whole. When measuring results, the risk to the company and costs related to capital and liquidity shall be taken into account.
All variable remuneration shall be capable of being reduced in whole or in part, subject to any restrictions that may arise from law or agreement, through established malus/clawback arrangements.
Variable remuneration shall only be paid or transferred to the senior executive if it is justifiable in view of the company's financial situation, including capital base and liquidity, and can be considered justified in view of the performance of the company, the business unit concerned and the senior executive. The total variable remuneration may not limit the company's ability to maintain or, if necessary, strengthen its capital base and liquidity. The variable remuneration may therefore be reduced or eliminated entirely. 
Variable cash remuneration shall not, as a rule, be pensionable. 
Salary and employment conditions in relation to other employees
In preparing the board's proposal for the Guidelines, remuneration and employment conditions for the company's employees have been taken into account by including information on the employees' total remuneration, the components of the remuneration and the terms and conditions thereof forming part of the basis for the decisions of the remuneration committee and the board of directors when assessing the reasonableness of the Guidelines and the restrictions arising therefrom. 
Termination of employment
In the event of termination of employment by the company, the notice period may not exceed six months. Fixed cash salary during the notice period and severance pay may not exceed a total amount corresponding to eighteen months' fixed cash salary for the CEO.  Fixed cash salary during the notice period may not exceed a total amount corresponding to six months' fixed cash salary for other senior executives. In the event of termination by the senior executive, the notice period may not exceed six months and the CEO is not entitled to severance pay.

