
SEB aims to attract and retain ambitious employees who are ea-
ger to continuously develop, embrace new ways of working and 
contribute to the bank’s long-term success. Remuneration is part 
of the total offering that enhances SEB’s attractiveness as an em-
ployer. The overall ambition is to promote long-term commitment 
to creating sustainable value for customers and shareholders.

Remuneration policy
SEB’s remuneration principles and governance structure are laid 
out in the Remuneration Policy. The policy stipulates that remu-
neration shall be aligned with the bank’s strategy, goals, values 
and long-term interests and ensure that conflicts of interest are 
avoided. This shall build value for both SEB and the shareholders 
while promoting the best interest of the customers, encourage 
high performance and risk-taking that is aligned with the level 
of risk tolerance set by the Board of Directors, and sound and 
responsible behaviour based on SEB’s values. 

An employee’s remuneration shall reflect the complexity, 
 responsibility and leadership qualities required of the role as well 
as the individual’s own performance. SEB regularly evaluates em-
ployee performance and development based on transparent and 
individual financial and non-financial goals, among other things.

Employees in control functions shall be remunerated in a man-
ner that is independent from the business areas they oversee, 
commensurate with their key roles, and based on goals that are 
compatible with their functions. 

The policy lays out the principles for identification and 
remuneration of employees in positions with a material impact 
on the group’s risk profile (Identified Staff). This also applies 
for employees who can impact the risk profiles of mutual funds, 
who provide investment advice, or who have a material impact 
on what services and products are offered. In 2020, a total of 
923 positions (984) were categorised as Identified Staff.

The policy also sets the requirements for all remuneration 
decisions, both in general and at the individual level. All decisions 
are to be approved at least at a level corresponding to the remu-
neration-setting managers’ manager (grandparent principle).

Remuneration structure
The bank’s remuneration structure consists mainly of base 
 salary, variable remuneration, and pension and other benefits.

 All employee programmes (AEP)

20201) 20192)

Number of participants 15,540 15,300

Outcome in relation to maximum amount3), % 44.7 56.5

Shares allotted, thousands 2,388 3,080

Market value per 31 December, SEK m 202 270

Total outcome per participant4), SEK 33,500 42,500

Payout year: 1) 2024 2) 2023 3) SEK 75,000 in Sweden 4) in Sweden

Share deferral and restricted share programmes

2020 2019

Restricted Share 
Programme

Share Deferral 
Programme Total

Restricted Share 
Programme

Share Deferral 
Programme Total

Number of participants 437 922 1,359 422 877 1,299

Shares allotted, thousands 1,350 4,182 5,532 1,505 4,173 5,678

Market value, 31 December, SEK m 114 353 467 133 367 500

Staff costs, 2020 SEK m

 

  Base salary  8,969
  Equity-based programmes 361
  Individual cash-based  

variable remuneration 414
  All Employee Programme 488
  Social charges 2,512
 Pensions 1,522
 Other staff costs 711
 Total  14,976

Remuneration
Base salary
The base salary is the foundation of an employee’s remuner-
ation. It shall be market aligned and reflect the requirements 
on the position and the employee’s long-term performance. 
SEB conducts annual equal pay reviews to identify and close 
potential gaps in terms of gender-neutral pay. The outcome of 
the review is published internally.

Variable remuneration
All variable remuneration is based on SEB’s risk-adjusted 
performance and is adapted to applicable rules governing the 
maximum share of an employee’s base salary, the deferred 
portion of remuneration, shares and fund units, and the right to 
withhold and reduce remuneration that has not yet been paid. 
For Identified Staff, variable remuneration may not exceed 100 
per cent of their base salary.

The models for individual variable remuneration are based on 
financial and non-financial key performance indicators at group, 
unit and individual level, including an evaluation of the employ-
ees’ conduct. Non-financial goals take into account factors 
such as customer satisfaction, compliance and sustainability 
performance related to, for example, the bank’s own environ-
mental impact and integration of sustainability risks into the 
business model. At the individual level, key parameters include 
compliance with rules and policies for risk-taking in the group, 
SEB’s Code of Conduct and the requirements on internal controls 
in the respective business area. Performance is evaluated over 
several years.

Collective profit-sharing
The largest variable remuneration programme is the SEB All 
Employee Programme 2020 (AEP), which covers essentially all 
employees. The programme’s targets are linked to SEB’s busi-
ness plan and consist of the financial targets for return on equity 
and the bank’s cost development, which are also communicated 
externally, and the non-financial target for customer satisfac-
tion. The outcome for 2020 was determined to be 44.7 per cent 
(56.5) of the maximum amount, which in Sweden is SEK 75,000. 
The lower outcome compared with last year reflects the weaker 
financial result, a balanced customer satisfaction development 
and a cost level within the set target. Also, the employees 
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Remuneration policy and 
remuneration structure

Equity-based  
programmes

Remuneration guidelines 
for the President and 
CEO as well as GEC

Remuneration of the 
President and CEO as 
well as the GEC

Group Risk and Group Compliance – 
provide risk analysis.

Risk and Capital Committee(RCC) – 
reviews to verify that the remuneration 
structure takes into account SEB’s 
risks, long-term earnings capacity and 
cost of liquidity and capital.

RemCo – evaluates and  
recommends policy.

Board of Directors – annually
reviews and adopts policy.

RemCo – prepares.

Board of Directors – proposes.

Annual General Meeting – decides on 
the equity-based programmes.

RemCo – evaluates on a  
continuous basis throughout the year.

External auditor – issues a statement 
to the Board, prior to the AGM, 
assuring that SEB has adhered to the 
guidelines that applied during the year.

Board of Directors – proposes.

Annual General Meeting – adopts 
the guidelines.

Head of Group HR and, for GEC, also 
the President and CEO – ensure to 
RemCo, ensuring that remuneration is 
competitive and market aligned. Exter-
nal analyses are also performed yearly 
of relevant sectors and markets.

RemCo – evaluates and recommends.

Board of Directors – decides on  
remuneration to the President and CEO 
as well as the GEC.

Remuneration in SEB in 2020 SEK thousands

Base  
salary

Cash-based  
variable remuneration

Expensed amount equity 
based programmes Benefits PensionsTotal

President and CEO Johan Torgeby1) 12,500 3,663 385 16,548 4,071

Other ordinary members of the GEC2) 62,840 14,820 1,703 79,363 18,893

Total 75,340 0 18,483 2,088 95,911 22,964

SEB excluding GEC 8,893,989 680,839 562,811 64,307 10,201,946 1,498,811

SEB Total 8,969,329 680,839 581,294 66,395 10,297,857 1,521,775

1) Johan Torgeby did not exercise any share rights in 2020.

2) The number and composition of members may differ somewhat during the year. At the end of the year, the number of members was thirteen.  
During the year Other ordinary members of GEC have exercised rights to a value of SEK 7,485,759.

  For information on the remuneration structure see note 8, AGM information see sebgroup.com and RemCo p. 87.

Governance model

remuneration with a cash component, but only in cases where 
it entails low or no residual risk for SEB. Variable remuneration 
above a certain level is always partly deferred and revocable. 
In 2020, individual cash-based variable remuneration accounted 
for 3 per cent (3) of SEB’s total staff costs.

Remuneration of the President and members  
of the Group Executive Committee
Remuneration of the President and CEO as well as members 
of the Group Executive Committee (GEC) shall be in line with 
the guidelines set by the Annual General Meeting (AGM) and 
 consists of base salary, equity-based remuneration (the SEB 
Share Deferral Programme), pension and other benefits. No 
cash-based variable remuneration is paid to members of the 
GEC, nor are they eligible for the SEB All Employee Programme.

The pension plans are defined-contribution based, with the 
exception of a defined-benefit component provided under 
collective agreements.

For termination of employment initiated by the bank, 
a  maximum of 12 months’ severance pay is payable, after the 
agreed notice period of maximum 12 months. SEB has the 
right to deduct income earned from other employment from 
any severance pay. 

The Shareholder Rights Directive
The Shareholder Rights Directive was implemented in 2020. 
The new guidelines for salary and other remuneration of the 
President and CEO as well as the GEC are adopted by the AGM, 
and are valid for up to four years. As of 2021 a new remunera-
tion report will also be taken to the AGM.

 extraordinary efforts in supporting the customers and each 
other under severe conditions has been taken into account. 

Individual variable remuneration
Senior managers, other key employees and employees in certain 
business units where it is standard market practice, are offered 
individual variable remuneration. The ambition is that a large 
part of the remuneration is deferred and paid out in SEB shares. 
Equity-based remuneration is a mean to attract and retain 
 employees with key competence. It also provides an incen-
tive for employees to be shareholders of SEB which promotes 
long-term commitment that is aligned with the shareholders’ 
interests. In addition, financial industry regulations require that 
a portion of variable remuneration is paid out in the form of 
shares or fund units. 

SEB has two individual equity-based programmes – the SEB 
Share Deferral Programme 2020 for members of the Group 
 Executive Committee, certain other senior managers and a 
number of other key employees, and the SEB Restricted Share 
Programme 2020, for employees in certain business units. For 
regulatory reasons, the latter programme also exists in a form 
where the outcome is linked to the performance of mutual 
funds. Both programmes include scope for risk adjustment 
for current and future risks. The final outcome may therefore 
subsequently be reduced or cancelled entirely in accordance 
with applicable rules, such as taking into account the bank’s 
earnings and the capital and liquidity required for its operations. 
Approximately 10 per cent of employees are offered individual 
variable remuneration. Approximately 5 per cent of the employ-
ees – such as those in investment banking – receive variable 
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