REMUNERATION REPORT

Remuneration Report

In accordance with the Swedish Companies
Act, Chapter 8, Section 53 a below a
report on remuneration to Board members
and the CEO (the Report). Any remuner-
ation to Board members in addition to
Board fees is also covered by this report,
if applicable. The report describes how the
guidelines for remuneration to senior exec-
utives for Doro AB, adopted by the 2024
Annual General Meeting, were applied
during 2024. The report also contains
information on remuneration to the CEO.
The report has been prepared in accord-
ance with the Swedish Companies Act and
the Swedish Corporate Governance Board.

Rules on remuneration to senior executives and
on incentive programmes

Further information on remuneration to
senior executives can be found in Note 5
(Employees and personnel costs) on pages
58-59 of the Annual Report. Information
about the remuneration committee’s

work during 2024 can be found in the
Corporate Governance Report on pages
35-38 of the Annual Report. Board fees
are not covered by this report. Such fees
are decided annually by the Annual General
Meeting and are reported in Note 5 on
pages 58-59 of the Annual Report.

DEVELOPMENT IN 2024

The CEO summarises the Company’s over-
all results in the report on pages 7-8 of the
Annual Report.

The main purpose of the Report is to
give shareholders the opportunity to form
an opinion on how the guidelines have
been applied with regard to such remu-
neration as is covered by the guidelines in
accordance with the Swedish Companies
Act, Chapter 8, Section 51, that is guide-
lines for salary and other remuneration to
Board members, the CEO and the deputy
CEQ if relevant.

Principles and governance model for
remuneration are set out in the Policy,
which states that remuneration must be in
line with the Company’s business strategy,
long-term interests and sustainability and
that it must ensure that conflicts of inter-
est are avoided.

In March 2024 the board decided to
appoint Julian Reas as new president and
CEOQ, in replacement of Jérgen Nilsson.
Effective date of the appointment was
15 June. No vice president is registered.

At the 2024 annual general meeting,
following Board members were re-elected:
Juha Mért, Victor Saeijs and Noora
Jayasekara. Two new board members were
elected, Suzaan Sauerman and Sebastian
Erhnrooth. The meeting decided on the
election of Juha Mort as chairman of the
Board. Fredrik Lothgren was re-elected as
employee representative.

EXCERPT FROM THE POLICY IS MARKED
WITH “” BELOW AND THEN FOLLOWS A
DESCRIPTION IN FIGURES WITH COMPAR-
ATIVE MATERIAL (NO NEW GUIDELINES
ARE PROPOSED FOR 2025);

“"The guidelines’ promotion of the Company’s
business strategy, long-term interests and
sustainability

In order for Doro successfully to imple-
ment the Company’s business strategy
described on the website and the safe-
guarding of the Company’s long-term
interests, including its sustainability, the
Company must be able to recruit and
retain and continue to motivate qualified
employees. Remuneration to senior exec-
utives and employees of Doro Group shall
in both the short and long term reflect the
individual’s performance, behaviour and
their responsibilities. When assessing the
performance of the CEO and the Group
CEO, in relation to a number of prede-
termined well-defined goals (both indi-
vidually, departmentally and for a group),
Doro applies a structured process to be
able to correctly assess performance. This
process not only takes into account “what”
is delivered but also “how” it is delivered,
that is performance in combination with
behaviour. Decisions on the payment of
compensation shall only be made, based
on the guidelines set out in policies and
instructions. Discrimination related to
factors such as race, gender, age, religious
or ethnicity is not permitted under any
circumstances.
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Remuneration to senior executives and
employees normally consist of:

« Fixed base salary

e Short-term variable remuneration paid
in cash (key personnel)

» The opportunity to participate in long
term incentive plans (key personnel), and
« Pension and other customary benefits

The fixed base salary shall consist of a fixed
annual cash salary that corresponds to a
remuneration for the role and position. The
size of the remuneration is affected by the
complexity of the work, responsibilities,
performance, local market conditions and
in what way it contributes to achieving the
business goals. Because the fixed salary
must reflect the performance of the exec-
utive, it is individual and differentiated.”

It is noted that the CEO has not received
any remuneration from another company
within the same group.

Furthermore, it is noted that there was
no deviation from the decision-making
process prescribed in the guidelines for
determining the compensation.

A fixed-term variable remuneration shall
be based on the achievement of predeter-
mined set targets and the variable remu-
neration shall have a predetermined ceiling.
The result must be linked to measurable
goals (qualitative, quantitative, general and
individual). No remuneration can be paid
unless there is a clear connection to the
goals being achieved. With regard to finan-



REMUNERATION REPORT

contributions for variable remuneration

must not exceed the fixed remuneration to

the Company’s senior executives.
Conditions for variable salary must

be designed so that the Board has the

opportunity to limit or omit payment of

cial targets, the assessment shall be based
on the most recently published financial
information by the Company. A short-term
programme with variable pay aims to ensure
the Company’s long-term sustainability and
a maximum cost including social security

TABLE 1 - TOTAL REMUNERATION TO THE CEO 2024 (SEK THOUSAND)*

Share of fixed
Fixed Variable Pension Other Total or variable
CEO remuneration remuneration cost benefits remuneration remuneration**
Jorgen Nilsson
(until 15 June) 1,008 0 320 46 1,374 100/0
Julian Read
(staring 15 June) 1,430 319 324 41 2,114 75/15

* The table presents remuneration payable in 2024. This applies regardless of whether or not payment has been made in the same year.

** Pension costs (column 4), which in their entirety refer to basic salary and are premium based, have been fully reported as fixed
compensation.

TABLE 2 - CHANGES IN REMUNERATION AND THE COMPANY’S RESULTS IN THE LAST FIVE
REPORTED FINANCIAL YEARS (SEK THOUSAND)*

2019-2020 2020-2021 2021-2022 2022-2023 2023-2024 2024
Remuneration to the -2,294 +769 -1,565 +976 -176
CEO (-40%) (+22%) (-54%) (+50%) (-6.0%) 2,757
-26,440 +33,063 -63,370 +13,289 +17,900 86,612
Group operating profit (-24%) (+39%) (-47%) (+24%) (+26%)
Average remuneration
based on the number
of full-time equiva-
lent employees in the -4 +58,1 +13,5 +120,7 +24.6
parent company* (-1%) (+14%) (+3%) (+23%) (+4%) 680.3
*Excluding members of the group management.
TABLE 3 - SHARE OPTION PROGRAMME (CEO)*
Share options Change  Share options
Date of at the beginning during at the end of
CEO Programme Period allocation of the year  the year the year
Jorgen Nilsson - - - - - -
Julian Read - - - - - -

* CEO could not participate to the 2024 share program due to the public offer on Doro shares.
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variable salary if such a measure is deemed
reasonable. Such remuneration may not
exceed an amount corresponding to 35
percent of the fixed annual salary and may
not be paid more than once a year and per
individual for a member of Group Manage-
ment, with the exception that for the CEO,
this may amount to 55 percent. Decisions
on such remuneration shall be made by the
Board on the proposal of the Remunera-
tion Committee.

Additional variable cash compensation
may be paid in exceptional circumstances,
provided that such extraordinary arrange-
ments are limited in time and are only made
at the individual level either for the purpose
of recruiting or retaining executives, or as
compensation for extraordinary work in
addition to the person’s ordinary duties.

The Board’s view is that the total remu-
neration to the CEO is in accordance with
the Company’s guidelines. The remu-
neration contributes to the Company’s
longterm results in that it is market-based
and that it is based on predetermined
set goals. The CEO’s remuneration is a
consequence of the fact that measurable
goals (qualitative, quantitative, general and
individual) have been achieved. These goals
were set by the Board at the beginning of
the year and follow-up and assessment
thereof carried out by the Board. During
the period, the Company did not recover
any variable remuneration. The Company’s
process with regard to the payment of
variable remuneration is such that payment
is made only after verification that the
relevant goals have been achieved, but
provides an opportunity for recovery, if a
situation arises that raises the issue.

| Doro Annual report 2024 |

EXCERPT FROM THE POLICY

“” Preparation and Decision-Making Process
There is a remuneration committee within
the Board and the committee’s tasks
include preparing principles for remuner-
ation to Group Management and for the
Board’s decision on proposals for guide-
lines for remuneration to senior executives.
New guidelines shall be drawn up at least
every four years and submitted for reso-
lution at the Annual General Meeting. The
guidelines always apply until new guidelines
have been adopted by the Annual General
Meeting.

The Remuneration Committee shall also
monitor and evaluate programmes for
variable remuneration to Group Manage-
ment, the application of guidelines for
remuneration to senior executives and
current remuneration structures and remu-
neration levels in the Company. The CEO’s
remuneration shall be decided within the
framework of approved principles by the
Board after preparation and recommenda-
tion by the Remuneration Committee. The
CEO’s decision on remuneration to other
senior executives shall be made within the
framework of established principles and
following reconciliation with the Remu-
neration Committee. The members of the
Remuneration Committee are independent
in relation to the Company and Group
Management. The CEO or other persons
in Group Management, insofar as they are
affected by the issues, do not attend the
processing of and decisions on remunera-
tion-related issues.

Deviation from the Guidelines
The Board may decide to deviate from
the quidelines in whole orin part, if in an
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individual case there are special reasons
for this and a deviation is necessary to
satisfy the Company’s long-term interests,
including its sustainability, or to ensure
the Company’s financial viability. As stated
above, it is part of the remuneration
committee’s tasks to prepare the Board’s
decisions on remuneration issues, which
includes decisions on deviations from the
guidelines.”

It follows from the Swedish Companies
Act Chapter 8, Section 52, second para-
graph 6 that the guidelines for remuner-
ation to senior executives must contain a
description of the decision-making process
applied to establish, review and implement
the guidelines and what measures are taken
to avoid or manage conflicts of interest.

At the same time, the Board is given an
opportunity under certain conditions that
in accordance with the Swedish Companies
Act Chapter 8, Section 53 if there is sup-
port for this in the guidelines, temporarily
and in individual cases deviate from these.
However, there has been no deviation from
the guidelines or from the decision-making
process. The auditor’s opinion on the
Company’s compliance with the guidelines
is available on the Company’s website
www.doro.com.
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https://www.doro.com

	Content – front end report
	About Doro
	This year’s highlights
	2024, a year where Doro set the foundation 
for new business development
	The Doro share
	Smart and mobile technology trends
	Consumer behavior and user needs
	Attitudes towards new technology
	Attitudes towards accessibility
	New technology and loneliness
	Doro’s strong position at a growing market for accessible tech 
	Doro’s customised tech 
for better accessibility 
	Products and services putting the needs of accessible tech in focus 
	Our smart and accessible devices 
	Doro’s commitment to sustainable 
development and social inclusion 

	Content – back end report
	Directors’ Report 2024
	Directors’ Report 2024
	Overview of risks
	Risk management 2024
	Corporate governance 
	Board of Directors
	Management
	Remuneration Report
	Consolidated Income statement 
	Statement of comprehensive Income
	Balance Sheet
	Changes in shareholders’ equity
	Cash flow statement
	Income Statement
	Statement of comprehensive income
	Balance Sheet
	Changes in shareholders’ equity
	Cash flow statement
	Notes
	Notes on Sustainability
	Auditor’s report
	Five-year
	summary
	Use of non-international financial reporting standards (“IFRS”) measures
	Definitions


