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Remuneration 
report
The purpose of Lifecare’s remuneration approach is that executive remuneration 
should be sufficient to attract and retain talented executives, without being at the 
forefront of industry pay standards.

This report is made according to the requirements in section 6-16a and 6-16b of 
the Norwegian Public Limited Liability Companies Act and Lifecare ASA’s policy for 
remuneration of executive management. The report describes how the policy has 
been applied during 2025. 

This is the second remuneration report issued by Lifecare. The report was 
approved by the Board of Directors on 23 March 2026 and will be presented for 
advisory voting by the Annual General Meeting 2026.

For the financial year 2025, there were no deviations from the approved 
remuneration policy. No members of executive management received severance 
payments during the year. A short-term loan was granted to one executive on 
arm’s-length terms and conditions.
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Remuneration Committee
The Remuneration Committee is governed by a set of instructions adopted by the Board of Directors. The members of the Remuneration Committee are appointed by and from the members of 
the Board of Directors and shall be independent of the company's executive management. The primary purpose of the Remuneration Committee is to assist and facilitate the Board’s decision-
making in matters related to the remuneration of the executive management team. The Remuneration Committee also proposes Board's fees.

Remuneration of the Board of Directors and committees
The remuneration of the Board of Directors, its Board Committee members and Nomination Committee members are proposed by the Remuneration Committee and approved by the Annual 
General Meeting. The remunerations are benchmarked against comparable public companies with similar size and complexity to attract and retain the right mix of skills, while also considering 
that Lifecare is not a profit generating company.

Remuneration of executive management
The Remuneration Committee govern decisions on matters regarding remuneration. The CEO's remuneration is proposed by the Committee and approved by the Board of Directors. The 
remuneration for other executive management members is proposed by the CEO and approved by the Committee. Salary and other employment terms for executive management shall be 
competitive to ensure that Lifecare can attract and retain skilled leaders. 
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Lifecare’s focus in 2025 was to translate its sensor technology from a validated 
concept into a robust, repeatable and scalable system platform. Building on the proof-
of-concept achievements in 2024, the Company worked closely with its development 
and manufacturing partners to strengthen the full system architecture – including the 
implant, electronics, software and production processes – with emphasis on 
reproducibility and regulatory readiness.

A key milestone during the year was the successful production of implants from a 
repeatable manufacturing batch under an updated and controlled production 
protocol. These implants demonstrated in vivo operation of the fully integrated 
system, representing an important step toward clinical validation and regulatory 
progression.

Financially, 2025 remained a development year without commercial revenues. The 
Company continued to invest in engineering development, manufacturing readiness 
and regulatory preparation, while maintaining disciplined capital management. To 
secure financial capacity for continued execution, a rights issue with preferential 
subscription rights for existing shareholders was resolved, with subscription 
commencing in January 2026.

Overall, 2025 reflects continued operational progress and reduced technical risk, 
while the financial results primarily reflect the Company’s ongoing development 
stage.

Key figures 
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The Board of Directors consist of five members elected by the General Meeting, each serving a two-year term. No new board members were elected in 2025. Throughout the year a total of  13 
board meetings were held. 

The Remuneration Committee held two meeting in 2025. The Remuneration Committee consist of Morten Foros Krohnstad (chair) and Trine Teigland (member). 

The Audit Committee held seven meetings in 2025. The Audit Committee comprises of Tone Kvåle (chair) and Hans Hekland (member).

The General Meeting determines the 
remuneration for the Board of Directors 
and the Board Committee members 
based on recommendations from the 
Remuneration Committee.

Remuneration is based on the members’ 
responsibilities, expertise, time 
commitment, and the complexity of the 
business. It is not linked to the 
Company’s performance and no share 
options are granted to board members. 
The remunerations are benchmarked 
against comparable public companies 
with similar size and complexity to attract 
and retain the right mix of skills, while also 
considering that Lifecare is not a profit 
generating company.

Name, position Year
Board 

remuneration
Audit Committee

Remuneration 
Committee

Total remuneration

2025 330 000                  -                             20 000                     350 000                  
2024 330 000                  -                             20 000                     350 000                  
2025 220 000                  35 000                     -                             255 000                  
2024 220 000                  35 000                     -                             255 000                  
2025 220 000                  -                             20 000                     240 000                  
2024 220 000                  -                             20 000                     240 000                  
2025 220 000                  -                             -                             220 000                  
2024 220 000                  -                             -                             220 000                  
2025 220 000                  50 000                     -                             270 000                  
2024 220 000                  50 000                     -                             270 000                  

Remuneration of the Board of Directors 2025 and 2024

Morten Foros Krohnstad,
Chair of the Board and the Remuneration Committee
Hans Hekland,
Member of the Board and the Audit Committee

Tone Kvåle,
Member of the Board and Chair of the Audit Committee

Trine Teigland,
Member of the Board and the Remuneration Committee
Lutz Heinemann,
Member of the Board
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Lifecare's executive remuneration scheme is set to align with the Company's strategic 
priorities and targets as defined in the Remuneration Policy. Executive remuneration 
consists of fixed remuneration, benefits and long-term incentive scheme. 

The remuneration to executive management is benchmarked against 
comparable public companies and positions, taking into account Lifecare’s status as a 
non-profit-generating company.

Remuneration for the CEO is proposed by the Remuneration Committee and 
subsequently approved by the Board of Directors. Remuneration for other members of 
the executive management is proposed by the CEO to the Remuneration Committee for 
their approval. 

Lifecare's executive management consist of Chief Executive Officer (CEO), Chief 
Financial Officer (CFO) and Chief Scientific Officer (CSO). 

In 2025, a short-term loan of EUR 32 000 was granted to the CSO. The loan was provided 
on arm’s length terms and in accordance with approvals.

Remuneration structure
Element Remuneration level Performance 

measures

Fixed base salary Executive management are 
provided a competitive but not 
market leading base salary. 

The base salary is 
subject to annual review 
based on background 
and performance.

Pension and 
insurance schemes

Executive 
management participate in the 
company’s defined 
contribution pension and 
insurance scheme on standard 
terms. No additional pension 
contributions are provided.

N/A

Long-term incentive 
scheme

Designed to incentivize the 
executive management to 
deliver on long-term business 
objectives and to maximize 
alignment with shareholder 
value creation.

Partly individually set 
performance criterias.

Benefits in kind Benefits in kind associated 
with comparable positions 
including free phone services, 
free broadband services and 
newspaper.

N/A
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The table details the remuneration to executive management in 2025 and 2024. 

The Chief Finance Officer (CFO) was appointed 1 May 2024.
No executive received remuneration from other Group undertakings then their employment entity.

Remuneration of Executive Management 2025 and 2024

Name, position Year

Fixed remuneration One-year
variable

Multiyear
variable

Pension 
expense

Total
remuneration

Proportion of fixed
and variable

remuneration

Base 
salary Fees Other benefits Phone/internet

/leasing car

Fair value of 
options 
expense

Fixed Variable

Joacim Holter, CEO
2025 2 592 045 20 144 162 432 74 962 2 849 583 91 % 6 %

2024 2 468 621 - 8 759 - 1 229 668 65 463 3 772 511 66 % 33 %

Renete Kaarvik, CFO
2025 1 993 636 10 539 8 688 278 740 74 630 2 366 233 85 % 12 %

2024 1 143 939 - 5 956 12 232 1 018 334 24 754 2 205 215 52 % 47 %

Andreas Pfützner, CSO
2025 2 244 833 - 161 309 23 545 122 087 105 269 2 657 044 91 % 5 %

2024 2 120 867 - 160 068 37 603 617 914 97 962 3 034 414 75 % 22 %
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Lifecare’s incentive plan is made to create ownership and to ensure alignment between shareholders and executive management. The Company’s share option program for executive and 
leading personnel is mainly performance related and linked to performance targets that influence the Company's long-term value creation interests. The Board of Directors allocates and 
awards options to the executive management and leading personnel, with the overall aim to contribute to the Company’s commercial strategy, long-term interests and financial viability. The 
praxis aligns with market standards and the interest of the shareholders. 

The CEO, the CFO and the CSO have a long-term incentive scheme as shown below. The performance targets for the CEO and CSO are linked to milestones, including securing financing and 
initiation of clinical studies. 

LTIP 2022
LTIP 2022
LTIP 2022
LTIP 2022
LTIP 2022
LTIP 2023
LTIP 2024
LTIP 2024
LTIP 2024
LTIP 2024
LTIP 2022
LTIP 2022
LTIP 2022
LTIP 2023

Total

Share options awarded or due to the Executive Management for 2025

Program

-                           23 076                   23 076                 -                          -                          -                           02.11.2023 02.11.23-30.06.24 30.06.2024 02.11.2026 19,81

-                           
20.05.2022 20.05.22-20.05.25 20.05.2025 20.05.2027 19,81 23 017                 -                          8 877                     

4 211                      
-                           -                           

Joacim Holter, CEO

20.05.2022 20.05.22-20.05.25 20.05.2025 20.05.2027 19,81 17 262                 
Andreas Pfützner, CSO

20.05.2022 20.05.22-20.05.25 20.05.2025 20.05.2027 19,81

28 771                 

7 692                    
7 692                    

20.05.2027 19,81

02.11.2026

7 692                    

-                           
-                           

23 017                   
-                           

-                           

23 017                   -                           -                           
-                          6 658                     17 262                   -                           

-                           
1 313                      
3 481                      -                           

-                           
-                           

2 584                     
17 262                   

23 076                   
7 692                      
6 379                      

3 516                     
4 037                     

-                          
-                          

-                           

17 262                 17 262                   
23 017                 

-                          
-                          
-                          
-                          

28 771                   
17 262                 17 262                   

-                           
-                           
-                           

61 538                   
-                           

-                          

61 538                 19,81

20.05.2022 20.05.22-16.02.23 16.02.2023 20.05.2027 19,81

19,81
20.05.2022 20.05.22-16.02.23 16.02.2023

-                          

16.02.2023 20.05.2027 19,8120.05.2022 20.05.22-16.02.23

Renete Kaarvik, CFO

22.01.24-01.05.27

19,81
19,81
19,8122.01.2024 01.05.2027

01.05.2029
01.05.2029
01.05.2029

22.01.2024
22.01.2024

22.01.24-01.05.25
22.01.24-01.05.26

01.05.2025
01.05.2026

Name, position

Conditions of the share option plan
Opening balance 

01.01.2025
During the year Closing balance 31.12.2025

Share options
subject to a

holding
period

Share options
subject to a

performance
condition

Share options
awarded and

unvested
Grant date Vesting period Vesting dates

Strike price Number of share 
options

Share options
awarded

Share options
vested

Expiry date

28 771                   

22.01.2024 22.01.24-01.05.24 01.05.2024 01.05.2029 -                           -                           

-                          -                          -                           -                           28 771                 
20.05.2022 23.05.24-20.05.25 20.05.2025 20.05.2027 -                          -                          

02.11.2023 02.11.23-30.06.24 30.06.2024 -                           

20.05.2022 20.05.22-16.02.23 16.02.2023 20.05.2027 19,81 17 262                 -                          -                          

19,81 23 076                 -                          -                          
-                          
-                          
-                          

206 530                303 390              -                          25 672                  92 067                   4 793                      
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Lifecare applies the same basic principles to the executive remuneration as for all its employees, benchmarking salaries against the relevant external market 
for the roles and assessing role complexity and individual performance. 

Morten Foros Krohnstad was member of the board from November 2020 to May 2021, when he was elected chair of the Board.
Andreas Pfützner transitioned from the position as CSO on a consultancy basis to an internal position in 2024.

Executive Management's remuneration
Joacim Holter, CEO, appointed September 2020 200 % 0 % 0 % 29 % 5 % 10 630                                       
Renete Kaarvik, CFO, appointed May 2024  -  -  -  - 76 % 3 274                                          
Andreas Pfützner, CSO, appointed July 2014 34 % -4 % 18 % 76 % 5 % 8 702                                          
Board of Directors's remuneration
Morten Foros Krohnstad, chair/member of the Board, appointed November 2020 257 % 0 % 0 % 40 % 0 % 1 450                                          
Hans Hekland, member of the Board, appointed May 2021  - 0 % 0 % 42 % 0 % 1 050                                          
Trine Teigland, member of the Board, appointed June 2020 50 % 0 % 0 % 33 % 0 % 1 020                                          
Bo Peterson, member of the Board, November 2020 - April 2024 157 % 0 % 0 % - - 540                                              
Lutz Heinemann, member of the Board, appointed November 2020 157 % 0 % 0 % 22 % 0 % 980                                              
Tone Kvåle, member of the Board, appointed April 2024  -  -  -  - 0 % 540                                              
Company performance
Loss for the period -509 % -10 % -102 % -132 % -47 %
Equity ratio -18 % 5 % -3 % -15 % -143 %
Net cash flow from financing activities (capital raised) 99 % 50 % 3 % 57 % -43 %
Average remuneration on a full-time equivalent basis of employees
Employees of the Lifecare group  - 1800 % 42 % 22 % -27 %

2021-2022 2022-2023

Comparative table over the remuneration and company performance 2021-2025

2024-20252023-2024
Accumulated remuneration 

(NOK 1 000)
Annual change in % 2020-2021



Statement from the Board of Directors and CEO 

10

The Board of Directors of Lifecare ASA has considered and adopted the Remuneration Report of Lifecare ASA for the financial year 2025. 
The report is prepared in accordance with sections 6-16a and 6-16b of the Norwegian Public Limited Companies Act. 
The Remuneration Report will be presented to the Annual General Meeting 2026 where shareholders will have the opportunity to provide their advisory vote.

Bergen, 23 March 2026
Board of Directors and CEO of Lifecare ASA

This document is electronically signed.

Morten Foros Krohnstad
Chair of the Board

Tone Kvåle
Board member

Trine Teigland
Board member 

Hans Johan Hekland
Board member

Lutz Walter Heinemann
Board member

Joacim Holter
Chief Executive Officer
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