GUIDELINES FOR SALARY AND OTHER REMUNERATION TO LEADING PERSONNEL IN
NORSKE SKOG ASA

Introduction

These guidelines (the "Guidelines") govern the determination of remuneration to leading personnel in Norske
Skog ASA ("Norske Skog" or the "Company"). The guidelines were determined by the Board of Directors at the
board meeting 23 March 2021.

Remuneration to the Company's leading personnel is vital for harmonizing the interests of the leading personnel
with the interests of the Company. The main purpose of these guidelines is to allow shareholders to influence the
parameters of the salary and other kinds of remuneration, creating a culture for remuneration that promotes the
Company's long-term interests and business strategy, while ensuring shareholders’ influence and the Company's
financial sustainability.

The Guidelines have been prepared in accordance with the provisions of Section 6-16 a of the Norwegian Public
Limited Liability Companies Act, supplemented by the Regulation on guidelines and reports on remuneration for

leading personnel.

The Guidelines are of a guiding nature for the Board of Directors. The Board of Directors may, however, only
deviate from the Guidelines in the circumstances and in accordance with the procedure set out in the Guidelines.

Business strategy, long-term interests and financial sustainability

The Guidelines support the strategic direction and the financial sustainability of Norske Skog and reflect the long-
term interests of the Company and its shareholders. The Company will continue to optimise its current core
business. At the same time, it will enter new business areas that will change the strategic positioning of the
Company and significantly diversify its revenues. The execution of this strategy is firmly embedded in the total
remuneration of leading personnel in Norske Skog. Financial performance, cost of capital optimisation, continuous
improvement programs and project execution are the cornerstones for management compensation and incentives.

The Company's leading personnel

The Company defines leading personnel to comprise of its Corporate Management team. An overview of the
members of the Corporate Management is included in note 12 to the annual financial statements of the Group.

Fixed remuneration

The Company's fixed remuneration

The board has not established upper or lower limits to the fixed salary that can be paid to leading personnel in the
Company. The fixed salaries for the CEO and other members of the Corporate Management are subject to annual
evaluation and are determined by, among other parameters, general salary levels in the labour market and on
remuneration levels for comparable positions.

The Company may grant other customary fixed payments and near-cash allowances to the Corporate Management.
These currently comprise fixed car allowance, life insurance, newspaper subscription, mobile phone and coverage
of costs for broadband communication at home. Fixed payments and near-cash allowances components shall be
granted according to the Company’s internal standards.

The CEOQ'’s fixed remuneration is assessed by the Remuneration Committee and approved by the Board of Directors
on an annual basis. Corresponding assessments are made by the CEO for other members of the Corporate
Management.



Pension plans

The Corporate Management is included in the Company’s defined contribution plan with a contribution of 4% for
earnings up to 12 G (base amount in the Norwegian national insurance scheme) and an additional contribution of
6% between 7.1 G and 12 G. The Company has a supplementary pension scheme for the part of salary exceeding
12 G. The Corporate Management is also covered by a special group life insurance policy with payments limited to
three times the annual salary and a maximum of 80 G.

Salary and terms of employment

The level of salary and certain terms of employment for the Corporate Management deviate from the salary and
terms of employment of other employees of the Company as a consequence of the significant responsibility and
complexity of such roles, and are furthermore subject to evaluation on the basis general salary levels in the labour
market and remuneration levels for comparable positions. These factors have been taken into account in the
determination of the Guidelines, to ensure that the Guidelines adequately address the salary and terms of
employment of the Corporate management.

Variable remuneration

The Company's variable remuneration

The Company has operated short-term incentive plans for executives and other employees for more than two
decades, to ensure that financial, commercial and operational targets receive adequate priority.

The Company may offer leading personnel short-term incentive plans according to the at any time prevailing
Norske Skog standard for incentive plans and programs. The current short-term incentive plans of the Company
consist of annual performance contracts. For the Corporate Management, the annual performance contracts
provide for a maximum bonus opportunity corresponding to 50% of annual base salary.

The performance targets pursuant to which bonus achievement is measured are based on a combination of
financial, operational and individual criteria. The financial targets shall amount to minimum 50% of the maximum
bonus opportunity and are set based on the operating plan for the relevant financial year.

The operational and individual targets are set to reflect the Company’s priorities for the relevant financial year and
typically include strategic projects and improvement programs, as well as safety and environmental performance.

For certain key projects, major financial transactions and other strategically important goals for the Group, the
Company may award project specific bonuses reflecting the criticality of the projects, the level of success achieved,
the increased workload in the project period and the exposure of project team members. The Board of Directors
must approve any project bonus payments to the Corporate Management, and such payments may not exceed the
annual base salary.

The CEO'’s performance and achievements related to the annual performance contract are assessed by the
Remuneration Committee and approved by the Board of Directors. Corresponding assessments are made by the
CEO for the other members of the Corporate Management.

Long-term incentive program

The purpose of the Company’s long-term incentive programme is to secure a continued strong focus on the
development of shareholder value. The current long-term incentive programme was implemented in October 2019
and is based on a scheme with awards of synthetic options targeting a positive share price development over a
three to five-year period from the date of award of the relevant synthetic options. Within the frames of the
programme, the Board of Directors may grant synthetic options to the Corporate Management and other leading
personnel. The frame of the long-term incentive program is 5% of the total number of shares outstanding, which
currently equals 4 713 235 synthetic options. A total of 4 125 000 synthetic options are currently issued. The
exercise date of the synthetic options are the date on which the first quarterly financial reporting is made following



three years after the award date, and each date on which a subsequent quarterly financial report is made in the
period up to five years after the award date.

Duration and process

Duration of agreements that provide leading personnel remuneration from the Company

The mutual period of notice for the CEO and other members of Corporate Management is six months. If
circumstances arise in which the company and the CEO, by mutual agreement, terminate the contract of
employment in the best interests of the company, the CEO is entitled to severance pay equivalent to payment of
base salary for nine months after the end of the notice period. The amount receivable by other members of the
Corporate Management under the same circumstances is severance pay equivalent to payment of base salary for
six to nine months.

An annual performance contract under the short-term incentive plan will be cancelled if the employee gives notice
or resigns before year-end.

Changes to and deviation from the Guidelines

Any proposed changes to the Guidelines shall be assessed by the Remuneration Committee, following which the
Remuneration Committee’s shall provide its recommendation to the Board of Directors for determination. Changes
to the Guidelines determined by the Board of Directors shall be presented to the following Annual General Meeting
in accordance with Section 6-16 a of the Norwegian Public Limited Liability Companies Act.

The Board of Directors may deviate from the Guidelines in the determination of salary and other remuneration to
leading personnel if special or unforeseen circumstances occur. Any deviation from the Guidelines shall in such
event be addressed by the Board of Directors in a board meeting, and a justification for the deviation shall be
included in the minutes of the board meeting. Furthermore, the deviation shall be reported to the Annual General
Meeting in accordance with Section 6-16 b of the Norwegian Public Limited Liability Companies Act.
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