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Compensation and Organizational Development Committee
The Board has a Compensation and Organizational Development Committee consisting of the following three Board members:
• Øyvind Eriksen, Chair
• Gro Kielland
• Terje Solheim
The Compensation and Organizational Development Committee is established to ensure that remuneration arrangements
support the strategy of the business and enable the recruitment, succession planning and leadership development, and
motivation and retention of senior executives. It needs to comply with the requirements of regulatory and governance bodies,
satisfy the expectations of shareholders and remain consistent with the expectations of the wider employee population.
Further, the committee shall ensure that the overall organizational structure is set up to deliver on the company’s strategy
going forward. In 2018, the committee held 4 meetings.
In addition to the Audit and Risk Committee and Compensation and Organizational Development Committee, the Board may
appoint various ad hoc sub-committees when required, with a limited timeframe and scope. The authority of a sub-committee
is limited to preparing items and making recommendations to the Board.
Source: Annual report 2018, The Board of Director’s report on Corporate Governance, page 75.
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Nomination committee
Article 8 in the company’s Articles of Association stipulates that the Nomination Committee shall consist of three members
elected by the General Meeting. It also stipulates that the majority of the members shall be independent of the Board and the
executive management and that the members shall be elected for a period of two years at a time.The committee’s
remuneration is determined by the General Meeting.
At the AGM in April 2018, Finn Haugan and Hilde Myrberg were re-elected as members of the Nomination Committee for two
years. Arild Støren Frick was re-elected as the Chair of the Nomination Committee for two years in 2017. No members of the
committee are members of executive management or the Board of Aker BP.
The Nomination Committee should be composed in such a way that it represents a wide range of shareholders’ interests. It
should also be strived for both genders being represented in the committee. The Nomination Committee’s duties are also
stated in Article 8 in the Articles of Association. The committee shall propose candidates for – and remuneration to - the Board
of Directors and the Nomination Committee and justify its recommendation for each candidate separately.
Shareholders have an opportunity to submit proposals to the committee. The electronic mailbox for submitting proposals to the
committee, with deadlines for submitting proposals where such apply, is accessible through the company’s website at
www.akerbp.com/proposecandidate/.
Source: Annual report 2018, The Board of Director’s report on Corporate Governance, page 73.
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Remuneration of the board of directors
The remuneration of the Board members is not performance-based, but based on a fixed annual fee. None of the shareholderelected Board members have pension schemes or termination payment agreements with the company. The company does not
grant share options to members of the Board. Information about all remuneration paid to individual Board members is provided
in Note 7 to the annual accounts.
The General Meeting decides the remuneration of the Board and the sub-committees. The Nomination Committee proposes
the remuneration of the Board to the General Meeting and ensures that it reflects the responsibility of its members and the
time spent on Board work. The Board must approve any Board member’s consultancy work for the company and remuneration
for such work. No such work was carried out during 2018.
Source: Annual report 2018, The Board of Director’s report on Corporate Governance, page 77.
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Remuneration of executive personnel
The Board makes guidelines for executive remuneration, including the CEO’s remuneration and other terms and conditions of
employment. These guidelines set out the main principles applied in determining the salary and other remuneration of
executive personnel and are communicated to the annual general meeting. Note 7 to the annual accounts contains details
about the remuneration of the Board and Executive Management Team («EMT»), including payroll, bonus payments and
pension expenses.
Members of EMT have individual maximum bonus potential varying from 60 per cent to 100 per cent of their base salary. The
maximum bonus for employees outside the EMT varies from 10 per cent to 30 per cent based on internal job grade.
The bonus for all employees, including the EMT, is determined by the performance on a set of company-wide performance
indicators (KPIs) and the delivery on a set of carefully selected company Priorities. The set of KPIs and Priorities each weigh 50
per cent. KPI’s include measures on Safety, Production, Production Cost, Reserve additions, Value creation and Shareholder
Return. Company Priorities are either important improvement initiatives or activities with clear deliverables that are critical for
the company’s future success.
In addition, certain members of the EMT participated in a one-off, three-year incentive program started in January 2015,
through December 2017, linked to the relative performance of the Aker BP share price versus a benchmark index consisting of
the average of the Oslo Stock Exchange Energy Index and the Stoxx 600 Europe Oil & Gas index. Total payment in 2017 was
capped at 60 per cent of the executive manager’s annual base salary or a monetary amount.
The CEO incentive program started in 2014, through December 2018, and was capped at NOK 15 million. A new incentive
program is currently being assessed, but not yet finalized.
The pension scheme continued to be a defined contribution plan capped at twelve times the National Insurance scheme basic
amount (12G) for all employees including the executive management.
Source: Annual report 2018, The Board of Director’s report on Corporate Governance, page 78.
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Note 7 Remuneration and guidelines for remuneration of
senior executives and the Board of Directors, and total payroll
expenses
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Source: Annual report 2018, Financial Statements, page 100-103.
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The CEO incentive program
A new CEO incentive program was under assessment when the Annual report 2018 was published.
The new long-term CEO incentive program has a duration of 5 years, starting in January 2019 with end 31 December 2023
and is capped at a one-off payment of MNOK 30, gross. The program is linked to the relative performance of the Aker BP
share price versus a benchmark index consisting of the average of the Oslo Stock Exchange Energy Index and the Stoxx 600
Europe Oil & Gas index, for the duration of the 5 year period.
The same structure is used for selected senior management roles, with same 5 year duration. Payment is capped at 200% of
base salary using the same parameters as the CEO incentive program.
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