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Declaration of Executive Compensation Policies

The Board of Directors has, in accordance with the 

Public Limited Liability Companies Act § 6-16 a, 

developed policies regarding compensation of the 

Executive Team.

The objectives of the Executive Team compensation program 

are, in particular, to (i) attract, motivate, retain and reward the 

individuals on the Executive Team and (ii) ensure alignment of 

the Executive Team with the long term interests of the share-

holders. The Company’s executive compensation program is 

intended to be performance driven and is designed to reward 

the Executive Team for reaching key fi nancial goals and strate-

gic business objectives and enhancing shareholder value. 

The most important components of Executive Team compen-

sation are as follows:  (i) Base Salary; (ii) Cash Incentive Bonus; 

(iii) Long-term equity-based incentives.  

Components of Executive Compensation

Base Salary 
Base salary is typically the primary component of Executive Team 

compensation and refl ects the overall contribution of the execu-

tive to the Company. The determination of base salaries for the 

executives considers a range of factors, including: (i) job scope 

and responsibilities; (ii) competitive pay practices; (iii) background, 

training and experience of the executive; and (iv) past performance 

of the executive at the Company. Adjustments to base salary are 

ordinarily reviewed every 12 months or longer by the Board. 

Cash Incentive Bonus 
The Company uses a Cash Incentive Bonus to focus the Execu-

tive team members on, and reward the Executive Team mem-

bers for, achieving key corporate objectives, which typically 

involve a fi scal year performance period. A key driver of cash 

incentive bonuses for the Executive Team is typically corporate 

fi nancial and operational performance. Cash incentive bonuses 

tied to strategic business objectives, which may be individual 

to or shared among the Executive Team members, may also 

be considered as part of the Cash Incentive Bonus. The deter-

mination of the total bonus that can be potentially earned by 

an executive in a given year is based on, among other factors, 

the executive’s current and expected contributions to the Com-

pany’s performance, his or her position within the Opera Execu-

tive Team, and competitive compensation practices.

Long-Term Equity-Based Incentives 
The Board of Directors believes that stock options are excellent 

long-term incentives for the Executive Team members, aligning 

the interests of the executives to the shareholders of the Com-

pany and assisting in the retention of Executive Team members.

Subject to the Board of Directors assessment and decision at its 

discretion, initial stock option grants are typically granted to Exec-

utive Team members when they start and annually thereafter.  The 

number of options granted to each executive is based on, among 

other factors, the executive’s contributions to the Company’s per-

formance, the current and expected contributions of the executive 

to Opera’s long-term performance, his or her position within the 

Opera Executive Team, and competitive compensation practices.

According to the Company’s current stock option program, the 

vesting price is set to the market price at the date of grant, and 

options are earned with an annual vesting over a period of 4 

years.  The holders of the options are responsible for paying 

the applicable Company social security taxes on the possible 

gain from the exercise of the options.  The Board of Directors 

may adjust or amend the terms of the option plan when this is 

deemed to be in the Company’s interest and does not contra-

vene existing contractual commitments or applicable law.

The current stock option program was approved by the Annual 

General Meeting in 2007. The program includes grants of up to 

19 million options in the period of 2007 – 2011, with an annual 

grant after 2007 of up to 3 million options. As at 31 December 

2009, a total of 10,772,252 options had been granted under the 

program. In connection with the change in the CEO position 

announced in January 2010, a total of 2,200,000 options were 

granted. In addition, 30,000 options have been granted in 2010. 

This leaves a total of up to 5,997,748 options to be granted for 

the remainder of 2010 and 2011. The Board of Directors pro-

poses that the remaining number of options can be granted in 

2010 and 2011 without applying an annual maximum grant of 

up to 3 million options. 

Severance payment arrangements
Pursuant to Section 15-16 second subsection of the Norwe-

gian 2005 Act relating to Employees’ Protection etc., CEO 

Lars Boilesen has waived his rights under Chapter 15 of the 

Act. As compensation, he is entitled to a severance payment 

of two years’ base salary if the employment is terminated by 

the Company. If the CEO has committed gross breach of his 

duty or other serious breach of the contract of employment, 

the employment can be terminated with immediate eff ect with-

out any right for the CEO to the mentioned severance payment. 

Except for the CEO as described above, the employment 

agreements for the members of the Executive Team have no 

provisions with respect to severance payments if a member 

of the Executive Team should leave his position voluntarily or 

involuntarily. Severance payment arrangements, if any, will thus 

be based on negotiations between the Company and the rel-

evant member of the Executive Team on a case-by-case basis. 

Pensions 
Members of Executive Team participate in regular pension pro-

grams available for all employees of Company.

2009 Compliance 
In 2009, the Executive Team received base salaries and poten-

tial cash incentive bonuses in line with the Executive Compen-

sation Policy. Increases in base salaries and cash incentive 

bonuses for FY 2009 have been given based on individual merit 

and to ensure closer alignment with competitive pay practices.  

In 2009, the following executives received increases in both 

base salaries and potential cash incentives bonuses: Jon von 

Tetzchner (CEO and member of the Executive Team through 

January 4, 2010), Erik C. Harrell (Chief Operating Offi  cer/Chief 

Financial Offi  cer), Rikard Gillemyr (EVP Engineering) and Tove 

Selnes (EVP Human Resources). For 2009, the Board of Direc-

tors has determined that CEO Lars Boilesen shall receive NOK 

600,000 in bonus, as well as NOK 100,000 for his work during 

his vacation in July 2009. Further, the Board of Directors has 

determined that no other member of the Executive Team will 

receive any cash bonus for 2009 under the Company’s Execu-

tive Compensation Policy. 

During 2009, no deviations from the stock option program or 

the number of options granted were made with respect to the 

Executive Team. 













 

AGREEMENT NOT TO HAVE A CORPORATE ASSEMBLY AT 
OPERA SOFTWARE ASA 

 

1. Background 

This agreement not to have a corporate assembly (“Agreement) is entered 
into between Opera Software ASA (“Company”) and a majority of the 
Company’s employees (hereinafter collectively referred to as the “Parties”) 

The company currently has 740 employees, including employees of wholly 
owned subsidiaries. 

The Agreement is entered into between the Company and a majority of the 
employees, since the local unions do not organize more than 2/3 of the 
Company’s employees. 

The Board of Directors of the Company shall consist of five to nine members 
according to the Company’s current Articles of Association. The General 
Meeting decides on the exact number of directors of the Board. 

A proposal for an Agreement submitted for vote between the employees, 
before the Agreement was entered into on behalf of the employees. 

 

2. The Company shall not have a corporate assembly 

The agreement was submitted for the Company’s employees vote, cf. Sec. 
1.2   ( #of the employees) voted that the Company shall not have a corporate 
assembly, cf. enclosed statement of the election committee. (Appendix 1) 

 

3. Board representation 

In accordance with the Public Limited Companies Act section 6-4, if a 
company with more than 200 employees does not have a corporate 
assembly, the employees are entitled to elect up to one third and at least two 
of the members of the board of directors with alternates and in addition a 
member of the board of directors and an alternate member or two observers 
with alternates. At the date of this Agreement, this will entitle the employees to 
three representatives at the board of directors. 
 



4. Conditions for the Company entering into Agreement 

The Company’s entry into of this Agreement is subject to approval of the 
General Meeting in the next General Meeting. 

The General Meeting’s approval of the Agreement the determination of 
number of Board of Directors shall be entered into the minutes from the 
General Meeting. The minutes shall be enclosed to this Agreement (Appendix 
1) 

5. Miscellaneous 

According to the Regulation of Employees Representation Section 39, fifth 
paragraph an agreement not to have a corporate assembly shall include the 
following provision: The Board has the final authority in cases mentioned in 
Section 6-1 second paragraph second sentence, Section 6-2 second 
paragraph third sentence and Section 6-37 fourth paragraph, cf. fifth 
paragraph of the Public Limited Companies Act. The Board’s decisions 
pursuant to the above-mentioned provisions cannot be overruled or changed 
by the General Meeting. 

The Agreement shall last until terminated by either party giving at least 12 
months written notice.  

 

Oslo, May , 2010 

 

 

For Company:     For the employees: 

       (Duly authorized) 

 

 

______________________   ________________________ 

CEO Lars Boilesen     Øyvind Stølen 

Opera Software ASA 

 

 








