POSSIBLE OUTCOMES OF REMUNERATION TO EXECUTIVE MANAGEMENT
FOR THE 2018/19 FISCAL YEAR

Executive management compensation for the 2018/19 fiscal year has been validated
by the Board with regards to fixed salary, pensions and other benefits, while the size
of annual incentives, deferred annual incentives and long-term incentives will depend

on the results of performance against financial and non-financial goals.

The Elekta Annual Global Bonus Plan applies to all managers in Elekta AB and/or its
subsidiaries, according to current job classification system from level C and above
(C-E), who have incentive plans in their compensation agreement with Elekta. The
objective of this policy is to have a competitive, consistent and organized approach to
incentive plans throughout the Corporation.

Variable compensation under the Group plan follows these principles:

- The size of the variable salary component depends on the position held and may
amount to between 30 percent and 70 percent of the fixed salary for on-target
performance (the Target incentive).

- Performance objectives for the annual incentive plan are decided annually by the
Board of Directors, who sets the threshold performance level below which no
variable salary is paid (the Threshold level) and the target performance level
which is a realistic but challenging target that entitles 100 percent of the Target
incentive (the Target level). The Threshold level essentially constitutes the actual
outcome of the previous year.

- If the performance exceeds the Target level there is the opportunity for additional
compensation for over performance in addition to the Target incentive. The
additional variable salary entails a potential to earn a maximum of 200 percent of
the Target incentive (the Maximum level). Accordingly, the maximum payout
level for the sum of the variable salary component is capped at a 200 percent of
the variable compensation for on-target performance. The performance goal for
the Maximum level is proportional to the Threshold level and the Target level
performance under the assumption that the performance on the Maximum level
is to entitle 200 percent of the Target incentive.

- Payment of Target incentive is linear and is 0-200 percent of possible Target
incentive, where performance up to the Threshold level does not entail any

variable salary, performance at the Target level entitles 100 percent of the



Target incentive and performance at the Maximum level entitles 200 percent of

the Target incentive.

- The maximum payout level for the sum of the variable salary component is

capped at 200 percent of the Target incentive.

Results are measured, and compensation paid out on an annual basis, if nothing else

is agreed.

Remuneration for 100 percent on-target performance related to 2018/19 fiscal year

objectives:

Fixed Annual Total

salary incentive
President and CEO 6 700 000 4 690 000 11 390 000
Other Executive Management | 11 g97 60| 5563958 | 17 266 818
in Sweden (6)
Other Executive Management 17 696 068 9195 784 26 891 852
in other countries (6)

36 093 928 19 454 742 55 548 670

Total

Maximum remuneration for 200 percent target performance related to 2018/19 fiscal

year objectives:

Total

Fixed salary | Annual Total
incentive

President and CEO 6 700 000 9 380 000 16 080 000
Other Executive Management
in Sweden (6) 11 697 860 11 137 916 22 835776
Other Executive Management
in other countries (6) 17 696 068 18 391 568 36 087 636

36 093 928 38 909 484 75003 412




