Bilaga 4

Punkt 15
Styrelsens forslag till beslut om rikflinjer for exsittning till ledande

befattningshavare

Styrelsen for Alfa Laval AB (publ) foreslér att arsstémman den 26 april 2010 fattar
foljande beslut om rikflinjer fir erstitning till ledande befaitningshavare,

Besléts att anta foljande riktlinjer for ersiittning till ledande befattningshavare:

1, Omfatining
Med ledande befatiningshavare avses verkstéllande direktdren samt
koncernledningen. Dessa riktlinjer gller for anstéllningsavtal £or
ledande befattningshavare som ingis efter det att rikilinjerna godkéints
av staruman och for dndringar i befintliga anstillningsavtal fr sddana
personer som gors déirefter. Styrelsen far frangh riktlinjerna om det i ett
enskilt fall finns sérskilda skl for det. Siirskilda skil kan t.ex, vara aft
ledande befatiningshavare bosatta utanfor Sverige maste kunna erbjudas
villkor som #t konkurrenskrafliga i det land dér de dr bosatta.

2. Grundprincipen samt hut ersialttnﬁngsﬁﬁgor bereds
Grundprincipen for riktlinjerna & att Alfa Laval AB ska erbjuda en

marknadsmissig ersittning s att bolaget kan attrahera och behélla en
kompetent foretagsledning. Styrelsen har inom sig intéttat eft utskott
med uppgifi att bereda de riktlinjer for ershttning till ledande
befattningshavare som skall beslutas av &rsstiimman och ge firslag tifl
styrelsen betraffande Ione- och anstéllningsvillkor for verkstéllande
direktSren, Styrelsen beslutar i fidgor betraffande 16ne- och
anstéllningsvillkor for verkstillande direktdren ofter
ershtiningsutskotiets beredning, Utskottet fattar beslut i frigor avseends
16ne- och anstllningsvillkor f6r de ledande befaftningshavare som
rapporterar direkt till verkstillande direktdren. Utskottet rapporterar
18pande till styrelsen.

3. Fast erstittning
Den fasta 1onen revideras drligen och baseras pd den enskilde

befattningshavarens kompetens och ansvarsomrade.

4, Rorlig erstttning
Den 1otliga erséitningen omfaitar (i) en individuell &rlig rOilig ersitining
och kan #ven som eft komplement omfatta (ii) ett lngsiktigt
incitamentsprogram.

(1) Den individuella &liga rorfiga erséftningen, kan utgtra mellan 15
och 60 procent av den fasta erséttningen beraende pd befatining,




Utfallet beror ph graden av uppfyllelse av framfosallt uppsatta
finansiclla mal och i begrinsad omfatining #ven kvalitativa mal.

(i) Det langsiktiga incitamentsprogrammet, vilket riktas tifl maximalf

- -+ 95 gy bolagets hogre chefer; diribland bolagets Jedande - - - -
befattningshavare, 4r avsett att uigbra ett komplement till den
individuella r6rliga erstittningen. Det 4r styrelsens forslag att dven.
for 2010 implementera ett lngsiktigt incitamentsprogram pa
liknande villkor som de nu 16pande programmen. Det léngsiktiga
incitamentsprogrammet f5r 2010 &r, Jiksom det léngsiktiga
incitamentsprogrammen for 2008 och 2009, ett kontantbaserat
program vilket styrs av bolagets vinst per aktie och 16per &ver tre ar.
Programmet kan varje & generera maximalt 16,67 procent av
deltagarnas individuella drliga rorliga ersttining, forutsatt att detav
styrelsen faststillda Arliga mélet for bolagets vinst per aktie
sverttaffats. Uthetalning till deltagarna i programmet sker efter ar
tre och endast under frutshtining att de fortfarande 4r anstéllda vid
utbetalningstidpunkten.

Styrelsen kan 6verviiga om aktie- eller aktiekursrelaterade program till
ledande befattningshavare skall foreslds stimman.

5. Pensionsersfitining
Bn detaljerad beskrivning av existerande pensionslosningar for ledande

befattningshavare dterfinms i not 6 1l dsredovisningen fr 2009.

FRértida pension uifists selekiivt och bara efter eft sérskilt beslut i
ersattningsutskottet, Fran och med 2006 erbjuds en premiebaserad
fortida pensionslésning med en premie om 15 procent av den
pensionsgrundande 16nen. Alderspensionen efter 65 och
familjepensionen enligt ITP omfattar dven 18nedelar Gver ITP-planens
30 basbelopp. Denna tidigare forméansbaserade [8sning omfbthandlades
under 2006 med merparten av dem som omfattades av denna ldsning
och ersattes av en premiebaserad 16sning, med en premie om 30 procent
av den pensionsgrundande I6nen utdver 30 basbelopp. De ledande
befattningshavarna har ocksa en stirskild familjepension som utgdr en
utfyllnad mellan dlderspensionen och familj epensionen enligt ITP.
Dirutéver hat de mdjlighet att avsétta 16n och bonus f0r en tempordr
&lders- och familjepension.

6. _Jcke-monetér ersittning
Ledande befattningshavare hat réit till normala icke-monetéra
* erstittningar, sisom tjinstebil samt foretagshillsovérd. Alfa Laval kan
gven i enskilda fall tillhandahélla tjénstebostad.




7. Uppsagning och avgingsvederlag
Vid uppsagning av ledande befatiningshavare fran Alfa Lavals sida fir

ersattningen under uppsigningstiden samt avgangsvederlag vara ett
belopp sorm mofsvarar maximalt tva arsloner.

Revisorns ytirande enligt 8 kap. 34 § alilebolagslagen om huruvida dsstdmmans
riktlinjer om ersdttning till ledande befottningshavare har Poljts finns fogat till detta
forslag och kommer att ldggas fram pa arsstdmman.




-Exhibit 4

N.B. The English text is an unofficial translation, In case of any discrepancies between the Swedish fext
and the English translation the Swedish text shall prevail.

Item 15
The Board of Directors’ proposal for a resolution on the guidelines for

compensation to senior management

The Board of Directors of Alfa Laval AB (publ) proposes that the Annual General
Meeting of shareholders to be held on April 26, 2010 adopts a resolution in the form
set out below regarding the guidelines for compensation to senior management.

It was resolved to adopt the following guidelines for compensation to senior
management.

L. _Scope
The term “senior management” refers to the Managing Director and the

group management. These guidelines apply to employment contracts
for members of the senior management entered into following the
adoption of these guidelines by the meeting, and to amendments to
existing employment contracts for such individuals made thereafter.
The Board of Directors has the right o deviate from the guidelines
where special cause exists therefor in an individual case. Special canse
may, e.g., be that it must be possible to offer to members of the senidr
management who reside outside Sweden terms which are competitive in
their country of residence.

2. _The main principle and how compensation matters are prepared
The main principle for the gnidelines is that Alfa Laval AB shall offer
compensation on market terms so that the Company can attract and
retain a competent senior management, The Board of Directors has
established a Committee with the tasks of preparing matters regarding
the guidelines for compensation to senior management which shall be
resolved upon by the Annual General Meeting, as well as to the Board
of Directors propose remuneration and employment provisions for the
Managing Director. The Board of Directors shall resolve on matters
regarding remuneration and employment provisions for the Managing
Director following preparation by the Remuneration Committee. The
Committee shall resolve on matters regarding remuneration and
employment provisions for senior management who reports directly to
the Managing Director. The Committee shall continuously report to the
Board of Directors.

3, _Pixed compensation
The fixed salaries shall be revised annually and shall be based upon the




competence and areas of responsibility of each individual.

4. Variable compensation
The variable compensation comprises (i) an individual annual variable

compensation, and may also, as a supplement, include (if) & long-term
incentive program, ‘ ‘ T

(i) The individual annual variable compensation may be between 15
and 60 percent of the fixed compensation, depending on position.
The outcome depends on the degree of fulfilment of, in particular,
financial targets, and to a more limited extent also on qualitative
targets.

(ii) The long-term incentive program directed to not more than 75 of
the Company’s top executives, including the senior management is
intended to be a supplement to the individual variable
compensation, It is the Board of Directors’ proposal to implement a
long-term incentive program also in 2010, on terms similar to those
of the current programs. The long-term incentive program for 2010
is, just as the long-term incentive programs for 2008 and 2009, a
cash-based program connected to the Company’s eainings per
share and will run for three years. The program may each year
generate up to a maximum of 16.67 percent of the participants’
individual annual variable compensation, provided that the annual
target regarding earnings per share determined by the Board of
Directors is exceeded. Payment to the participants of the program
will be made after three years, provided, however, that they are still
employees at that time.

The Board of Directors may consider to propose the meeting a share or
- share price-related program for the senior management.

5. Pension benefits
A detailed description of current pension schemes for the senior
management is available in note 6 of the Annual Report for 2009.

Early retirement is offered selectively and only after a special decision
by the Remuneration Committee. As from 2006, a premium-based early
retirement scheme with a preminm of 15 percent of the pensionable
income is offered. Old-age pension following the age of 65 and family
pension according to the ITP plan also include salary portions above the
30 basic amounts of the ITP plan. This previous defined benefit scheme
was renegotiated in 2006 with the majority of those included in the
scheme, and was replaced by a premium based scheme, with a preminm
of 30 percent of the pensionable income above 3( basic amounts.




Members of the senior management also have a special family pension
which fills the gap between the old-age pension and the family pension
according to the ITP plan. In addition, they have the opportunity to
allocate salary and bonus to a temporary old-age and family pension.

6.  Non-monetary benefits
Members of the senior management have the right to normal non-

monetary benefits, such as company car and healthcare benefits. In
certain cases, Alfa Laval AB can also arrange for a residence supplied
by the Company.

7. Dismissal and severance pay
Should Alfa Laval AB dismiss a member of the senior management, the
compensation during the notice period and the severance pay may be an
amount corresponding to a maximum of 2 yearly salaries,

The auditors’ report, in accordance with Chapter 8, Section 54 of the Swedish
Companies Act, regarding the compliance with the Annual General Meeting’s
principles for compensation to senior management is attached to this proposal and
will also be available at the meeting.




