REMUNERATION REPORT

Introduction

This Remuneration Report describes the application of the
Remuneration Policy for the Executive Board and the actual
performance in 2025 against the predefined performance
criteria. In addition, the Remuneration report provides an
overview of the remuneration of the Supervisory Board in 2025.

Performance in 2025

In 2025, Kendrion underwent a significant transformation,
marking a pivotal chapter in the company’s history. Following an
in-depth strategic review conducted with the close involvement
of the Supervisory Board, Kendrion made the critical decision
to shift its focus entirely from the automotive sector to the
industrial markets, where the company'’s core strengths and
long-term opportunities are most pronounced. Kendrion
divested its automotive operations in Europe and the United
States of America to Solero, while business in China were
transitioned to local management. Additionally, the company
entered a long-term cooperation with Knorr-Bremse concerning
its Sibiu mobility electronics operations. These decisive actions
have enabled Kendrion to simplify its organizational structure,
reduce operational complexity, and establish a leaner, more
agile company. This streamlined foundation positions Kendrion
strongly for future growth within its chosen industrial markets.

What set 2025 apart was that our strategic transformation went
hand in hand with robust financial results. The Company
achieved a normalized EBITDA margin of 15.5%, reaching the
goal we had originally planned for 2026 a year early. Thanks to
a stronger financial position and solid cash flow, we were able
to issue a EUR 1.00 per share special dividend and launch a
share buyback program of up to EUR 10 million, demonstrating
Kendrion’s confidence and delivering real value to our
shareholders.
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Remuneration Policy Executive Board

The Remuneration Policy for the Executive Board has been
developed by the Supervisory Board and adopted by the
General Meeting of Shareholders in April 2023. During the April
2024 General Meeting of Shareholders, an amendment has
been adopted, including a further adjustment to the share
ownership guideline included in the Remuneration Policy for the
Executive Board.

The Remuneration Policy is evaluated at least once every four
years by the Supervisory Board. The Remuneration Policy
adopted by the General Meeting of Shareholders in April 2023
is applicable to () remuneration granted in the years 2024 up to
and including 2027 — irrespective whether pay-outs and vesting
of performance shares become due, occur or are made after
2027; and to (i) remuneration of Executive Board members
reappointed by the General Meeting of Shareholders in April
2023 as of the date on which the new term of office of the
relevant reappointed Executive Board member commences.

The HR Committee will continue to keep the Supervisory Board
informed about relevant market and legislative developments to
support the periodic evaluation of the Remuneration Policy and
related decision-making. For more information about Kendrion’s
Remuneration Policy, please visit the corporate website at
www.kendrion.com.
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Remuneration objectives

The Remuneration Policy is designed to recruit and retain, and
motivate qualified, experienced, and diverse executives who are
capable of driving Kendrion's sustainable long-term value
creation. Specifically, the policy aims to: (i) maintain an
adequate link between pay and performance, (i) align the
interests of the Executive Board with those of shareholders and
other key stakeholders, and (jii) focus on the sustainable
delivery of high performance over the long-term by stimulating
share ownership while ensuring adherence to high standards of
corporate governance.

Given Kendrion’s size (in terms of revenue, average market
capitalization, total assets, and number of FTEs), market
position, geographical scope, and the competitive labor
market, the companies included in the AScX Index on Euronext
Amsterdam are defined as relevant reference group.
Companies in the financial services, real estate, and
entertainment sectors are excluded from the reference group.
Within the defined reference group, Kendrion is positioned
around the median in terms of the average of the
aforementioned parameters revenues, average market
capitalization, total assets, and number of FTEs. The Executive
Board’s remuneration structure and levels are set to align with
the median of this reference group.

The Remuneration Policy excludes variable incentives that may
be detrimental to the Executive Board’s responsibility to define
and achieve Kendrion'’s strategy for sustainable long-term value
creation.

Non-IFRS financial measure. For the definition and reconciliation of the most directly comparable IFRS measures, refer to reconciliation of non-IFRS financial measures, starting on page 219.
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Temporary deviations

In exceptional circumstances, the Supervisory Board can
decide to temporarily deviate from the Remuneration Policy for
members of the Executive Board. Exceptional circumstances
refer to circumstances where a deviation is considered
necessary to serve the long-term interests and sustainability of
Kendrion or to ensure its continued viability. Depending on the
exceptional circumstances, the Supervisory Board can resolve
to deviate from any or all the four remuneration components
included in the Remuneration Policy for the Executive Board.

When considering a temporary deviation from the
Remuneration Policy, the Supervisory Board shall consider
Kendrion’s sustainable long-term value creation strategy,
ongoing business, and operational requirements as well as the
financial situation of Kendrion. In addition, the temporary
deviation considered should be assessed in light of the
principles of reasonableness and fairness.

Upon having resolved a temporary deviation from the
Remuneration Policy, the Supervisory Board will (i) cancel and
withdraw all temporary deviations from the Remuneration Policy
prior to the first Annual General Meeting of Shareholders
following the effective date of the deviation; or (i) propose the
necessary amendments to the Remuneration Policy for
adoption during the first Annual General Meeting of
Shareholders following the effective date of the deviation.
Deviations from the Remuneration Policy will be reported in
Kendrion’s remuneration report.

The Supervisory Board did not decide to deviate temporarily
from the Remuneration Policy for the members of the Executive
Board in 2025.

Remuneration components

The Remuneration Policy for the Executive Board members
consists of four components: a fixed base salary, a short-term
variable remuneration, a long-term variable remuneration and
other benefits such as a pension scheme and a car allowance
or lease budget.

The sum of the fixed base salary, the short-term variable
remuneration and the long-term variable remuneration for the
Executive Board members are considered appropriate in
relation to: (i) the identity, the purpose, and values of Kendrion,
(i) the pay-ratios within Kendrion, (i) the (international) context
in which Kendrion operates and (iv) reasonable views of
relevant stakeholder groups.

The variable remuneration components are subject to a
maximum value determined in advance in accordance with the
Remuneration Policy. The Supervisory Board will conduct
scenario analyses to assess whether the pay-out level of
variable remuneration components appropriately reflects
performance.
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Fixed base salary

Members of the Executive Board receive a fixed base salary,
the amount of which is set around the median level relative to
the aforementioned reference group. The fixed base salary
levels can be adjusted, following a decision of the Supervisory
Board, based on general market movement and inflation
figures.

In addition, any increase of the annual fixed base salary up to
and around the prevailing median level relative to the
aforementioned reference group, can be decided upon by the
Supervisory Board and will not be regarded as an amendment
to the Remuneration Policy.

In 2025, the Executive Board members received the fixed gross
base salaries as indicated in the table below.

2025 Annual base salary (gross)
EUR 601,800
EUR 357,000

CEO (J.A.J. van Beurden)
CFO (J.H. Hemmen)
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The table below provides an overview of the development of the annual gross base salary levels of the members of the Executive Board during previous financial years.

2025 gross 2024 gross 2023 annual 2022 annual 2021 annual 2020 annual 2019 annual 2018 annual
base salary base salary gross base salary gross base salary gross base salary gross base salary gross base salary gross base salary
CEO (J.A.J. van Beurden) EUR 601,800 EUR 590,000 EUR 550,000°
EUR 590,000”
EUR 553,333.32 (actual) EUR 550,000 EUR 550,000 EUR 550,000 EUR 504,6457 EUR 490,900
EUR 550,0007
EUR 517,916.67 EUR 508,424.58°

(actual)? (actual)
CFO (J.H. Hemmen) EUR 357,000 EUR 350,000 EUR 335,000°
EUR 350,000°
EUR 342,500 (actual) EUR 335,000 EUR 310,788 EUR 270,250 EUR 235,000°
EUR 254,485.41 EUR 117,500
(actual)? (actual)

-

Effective until 1 December 2019.

Effective as of 1 December 2019 (i.e. the commencement date of the CEO’s second term).

The sum of EUR 462,591.25 (i.e. 11/121 of EUR 504,645) and EUR 45,833.33 (i.e. 1/12 of EUR 550,000).

Voluntary salary reduction of 15% during April through July 2020 inclusive and voluntary salary reduction of 10% for the month August 2020 in view of COVID-19 prompted cost measures.
Effective as of 1 July 2019 (i.e. the effective date of appointment to the Executive Board).

(CEO) As of 1 January 2023 until expiry 2nd term on 1 December 2023.

(CEO) As of commencement 3rd term on 1 December 2023.

(CFO) As of 1 January 2023 until expiry of 1st term on 1 July 2023.

(CFO) As of commencement 2nd term on 1 July 2023.
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Short-term variable remuneration

The short-term variable remuneration is payable in cash,
the amount of which is based on the achievement of
predetermined, specific, and measurable financial and non-
financial performance criteria.

The overview below describes the key elements of the short-
term variable remuneration as per the Executive Board’s
Remuneration Policy.

CEO  The short-term variable remuneration ranges from 0%
to 90% of the annual fixed gross base salary of the
CEOQO, with 60% being the target amount.

CFO The short-term variable remuneration ranges from 0%

to 67.5% of the annual fixed gross base salary of the
CFO, with 45% being the target amount.

Performance criteria

The performance criteria for the short-term variable
remuneration are based on Kendrion’s strategic intent to
continuously grow revenue and profitability in a sustainable way;,
with a lean and focused organization, and to provide a safe and
high-quality work environment to its employees. Supportive to
Kendrion’s strategic intent, the performance criteria for the
short-term variable remuneration include financial and non-
financial criteria.

The financial performance criteria determine 60% of the short-
term variable remuneration and reflect the financial priorities of
Kendrion. The remaining 40% of the short-term variable
remuneration is determined by non-financial performance
criteria and reflect sustainability/ESG ambitions and other
priorities directly linked to Kendrion’s strategic intent.

1

Financial performance criteria

The financial performance criteria determine 60% of the short-
term variable remuneration. Each year the Supervisory Board
selects at least three financial performance criteria from the list
below with a view to incentivise delivery of financial priorities
that support Kendrion’s strategic and operational spearheads.

The Supervisory Board may allocate different weight
percentages to the different financial performance criteria it
selects for a particular year, provided a minimum weight of 10%
shall apply to a financial performance criterion.

Financial performance criteria’:
m  Net profit
Return on sales (ROS)
Return on investment (ROI)
Organic growth
Free cash flow
Revenue
EBITA
EBITDA

The performance incentive zone (threshold, target and
maximum) for each financial performance criterion will be
determined in advance by the Supervisory Board by reference
to the strategic and operational spearheads for the respective
performance year. No pay-out will be made for below threshold
performance. In the case of performance equal to the threshold
performance of the relevant performance criterion, the pay-out
of the short-term incentive will be equal to 50% of the relevant
target amount. A linear curve will be applied to calculate the
pay-out between threshold performance and maximum
performance.
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Non-financial performance criteria

The non-financial performance criteria determine 40% of the
short-term variable remuneration. Each year the Supervisory
Board selects a certain number of non-financial performance
criteria derived from the strategic and operational spearheads
for the respective performance year, which will in any event
include performance criteria in the area of sustainability/ESG
(i.e. environmental, social and/or governance criteria).

Achievement of each individual non-financial performance
criterion will be measured by applying a binary scoring model.
The amount of the pay-out for the achievement of non-financial
performance criteria depends on the number of non-
performance criteria achieved. A predefined step curve will be
applied to calculate the pay-out between the achievement of
the minimum threshold number of selected non-financial
performance criteria and achievement of all selected non-
financial performance criteria. No pay-out will be made for
below threshold performance.

Investment

Members of the Executive Board must invest at least 50% of
the net amount of the pay-out of the short-term remuneration
earned until the required ownership level has been reached as
prescribed under the ‘Share ownership guideline’ described in
the Remuneration Policy.

In each case excluding items that are generated outside the ordinary course of business and the amortization of intangibles arising on acquisitions or similar corporate events.
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2025 short-term variable remuneration

Within the framework of the Executive Board Remuneration
Policy, the Supervisory Board takes an informed decision
relevant to the variable remuneration of the Executive Board
members. In setting the financial and non-financial performance
criteria for the 2025 short-term incentive, the Supervisory Board
considered, among other factors, the Company’s strategic
priorities for 2025. These priorities included further
strengthening Kendrion as a focused industrial company,
advancing sustainability and regulatory readiness, progressing
the ERP system transformation, and addressing performance
gaps in parts of the organization. The 2025 focus areas
assessed by the Supervisory Board comprised: (i) improving
profitability and operational performance in underperforming
areas, (i) execution of the enterprise systems transformation in
line with the approved roadmap, (i) enhancement of the
efficiency and effectiveness of R&D activities within Industrial
Brakes, and (iv) continued advancement of sustainability
governance and reporting in line with the Company’s ESG
ambitions.

The Supervisory Board reported on the progression made and
the key points of attention relevant to the 2025 focus items in
the Report of the Supervisory Board included in this Integrated
Annual Report.

For the 2025 short-term variable remuneration, the Supervisory
Board followed the recommendations of the HR Committee
and selected four financial performance criteria, a non-financial
performance criterion in the area of sustainability/ESG and
other non-financial performance criteria that are linked to the
Supervisory Board’s 2025 focus items and Kendrion’s strategic
plan and operational spearheads. The 2025 financial and non-
financial performance criteria reflect the collective responsibility
of the Executive Board members and make no distinction
between the applicable performance criteria for the CEO and
CFO.

In 2025, the following short-term incentive target amounts
applied to the members of the Executive Board:

2025 short-term incentive

target amount
CEO (J.A.J. van Beurden) EUR 361,080 (= 60% of 2025
fixed gross base salary of EUR
601,800)
EUR 160,650 (= 45% of 2025
fixed gross base salary of EUR
357,000)

CFO (J.H. Hemmen)

For the performance year 2025, the short-term incentive
performance criteria are allocated as follows:

Performance

criterion Weight Minimum At target Maximum

Financial performance criteria (60%)

ROI 15% CEO 0 9% 13.5%
CFO 6.75% 10.2%

ROS 15% CEO 0 9% 13.5%
CFO 6.75% 10.2%

EBITDA 10% CEO 0 6% 9%
CFO 4.5% 6.75%

Free cash flow 20% CEO 0 12% 18%
CFO 9% 13.5%

Non-financial performance criteria (40%)
0 CEO 24% 36%
CFO 18% 27%

TOTAL 100% 0 CEO 60% 90%
100% 0 CFO 45% 67.5%
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2025 short-term financial performance criteria
In 2025, the actual performance against the financial performance criteria was as follows:

Financial Pay-out as % of

performance short-term incentive Pay-out as % of

criterion target amount 2025 annual gross base salary (actual) Pay-out in EUR (gross)
CEO (J.A.J.van CFO (J.H. Hemmen) CEO (J.A.J.van CFO (J.H. Hemmen)

Beurden) Beurden)

ROI 22.5% 13.5% 10.2% EUR 81,243 EUR 36,414

ROS 22.5% 13.5% 10.2% EUR 81,243 EUR 36,414

EBITDA 15% 9% 6.75% EUR 54,162 EUR 24,097.50

Free cash flow 30% 18% 13.5% EUR 108,324 EUR 48,195

TOTAL 90% 54% 40.65% EUR 324,972 EUR 145,120.50

2025 short-term non-financial performance criteria

The non-financial performance criteria for the 2025 short-term incentive reflect the collective responsibility of the Executive Board
and are aligned with the Supervisory Board’s 2025 focus items, as well as Kendrion’s strategic and operational spearheads. This
results in four targets applicable to both the CEO and CFO.

The table below provides a summary description of the non-financial performance criteria.

Summarized description 2025 non-financial performance criteria

Sustainability
ERP transformation

Performance

R&D of IB

Advance sustainability reporting and governance in line with the Company’s ESG roadmap.
Progress the enterprise systems transformation in line with the approved implementation
roadmap.

Deliver targeted profitability and operational performance improvements in underperforming
areas.

Enhance the efficiency, focus and effectiveness of R&D activities within Industrial Brakes.
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Consistent with the Remuneration Policy, achievement of an
individual non-financial performance criterion will be measured
by applying a binary scoring model where a non-financial
performance criterion can either be achieved or not achieved.
The amount of the pay-out for the non-performance criteria
depends on the number of non-financial performance criteria
achieved. The following step curve is applicable for the 2025
non-financial performance criteria.

Short-term
Number of non-financial incentive pay-out
performance criteria achieved % of target amount
All 4 non-financial performance criteria achieved 150%
3 out of the 4 non-financial performance criteria achieved 100%
2 out of the 4 non-financial performance criteria achieved 50%
1 out of the 4 non-financial performance criteria achieved 0%

0 out of the 4 non-financial performance criteria achieved 0%

Throughout the year, the Supervisory Board reviewed progress
against the non-financial performance criteria and received
detailed updates about relevant developments and actions
taken. During the December 2025 Supervisory Board meeting,
the Executive Board presented the results and progress
realized for each of the performance criteria. During its
discussion at that meeting, the Supervisory Board and the
Executive Board also considered the persistent challenging
operating environment, the need for continued focus on
operational costs, the uncertainty about ESG reporting and the
complexity around the transition to a new ERP system.

With the divestment of the China-based business in October
2025 and the establishment of a long-term cooperation with
Knorr-Bremse for the Sibiu mobility electronics facility, Kendrion
has completed its transition into a pure-play industrial company.
The Executive Board has successfully executed both projects
and finalized the company’s strategic transition. At the same
time, maintaining a strong focus on costs control and
operational efficiency remains essential.
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The implementation of the Company’s new enterprise resource
planning system has progressed during 2025, although
completion has taken longer than initially anticipated. The
organization continued to work intensively on the rollout, and
completing the implementation remains a key focus area in
2026.

Operational performance improved materially in selected parts
of the organization during 2025, resulting in strong financial
results with solid revenue development and a clear
improvement in profitability.

Within Industrial Brakes, the R&D organization was restructured
during 2025. The reorganization led to a leaner cost base and
enhanced effectiveness, supported by the introduction of more
agile, growth-oriented team structures.

Following the launch of the Company’s multi-year ESG
program, Kendrion further strengthened its sustainability
governance and reporting capabilities. During 2025, this
included enhancements to the double materiality assessment,
further automation of sustainability reporting processes, and
continued improvements in external sustainability ratings.

Short-term incentive 2024 2023"

CEO (J.A.J. van Beurden) EUR 291,696 EUR 269,584
(gross) (gross)

CFO (J.H. Hemmen) EUR 129,815 EUR 111,548
(gross) (gross)

In addition, the transition to renewable energy was completed
for the Company’s major production sites.

During the annual performance reviews, the Supervisory Board
paid specific attention to the individual performance and
development of the Executive Board members against the non-
financial performance criteria and their key competencies like
leadership and organizational alignment and strategic business
orientation.

Based on these reviews, the Supervisory Board resolved that
the Executive Board members realized three out of the four
non-financial performance criteria as set under the 2025 short-
term variable remuneration.

Total pay-out 2025 short-term incentive (gross)

CEO (J.A.J. van Beurden) EUR 469,404

(i.e. sum of EUR 324,972 and EUR 144,432)

CFO (J.H. Hemmen) EUR 209,380.50
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Consistent with the step-up curve, the score on the non-
financial performance criteria results in a pay-out of 100% of
the short-term target amount corresponding to a pay-out of
EUR 144,432 (gross) for the CEO and EUR 64,260 (gross) for
the CFO, representing 24% of the CEO’s 2025 annual gross
base salary of EUR 601,800 and 18% of the CFO’s 2025
annual gross base salary of EUR 357,000.

2025 pay-out short term incentive
Overall performance resulted in the following pay-out of the
short-term incentive in 2025:

Pay-out as % of 2025 annual gross base salary (actual)
78% of the gross annual base salary
of EUR 601,800

58.65% of the gross annual base salary

(i.e. sum of EUR 145,120.50 and EUR 64,260) of EUR 357,000

The table below provides an overview of the development of the pay-out under the applicable short-term incentive scheme

of the members of the Executive Board during previous financial years.

2022" 2021" 2020 2019°
EUR 267,438 EUR 429,000 EUR 358,600

(gross) (gross) (gross) (gross)
EUR 95,023 EUR 141,408.80 EUR 102,965

(gross) (gross) (gross) (gross)

Pay-out amounts calculated in accordance with the then prevailing remuneration policy.

EUR 37,012.50

2018

EUR 191,282.90 EUR 117,816 (gross)

Not applicable — effective date of
appointment to the Executive Board
1 July 2019



Long-term variable remuneration Performance measure
The vesting percentage of the performance shares is
The long-term variable remuneration component incentivizes conditional upon the achievement of performance measured
members of the Executive Board to focus on long-term as:
sustainable value for shareholders and other stakeholders, and
to align the interests of the members of the Executive Board Weight Performance measure
with the long-term interests of shareholders and other 40%  Relative total shareholder return (relative TSR)
stakeholder groups. 40%  Basic earnings per share (EPS)
20%  Sustainability/ESG (i.e. environmental, social and/or

The Executive Board members annually receive conditional
performance shares. The conditional performance shares will
vest upon achievement of performance measured over a period
of three years, including the year in which the conditional
performance shares are granted. Vested performance shares
are restricted by a two-year holding period as of vesting.

The size of the award is defined as a percentage of the annual
fixed gross base salary of the relevant Executive Board member
as per the year in which the conditional performance shares are
granted. The actual grant (i.e. the number of conditional
performance shares) is determined by the percentage of the
annual fixed gross base salary and calculated based on the
average share price during the fourth quarter of the year
immediately preceding the year in which the conditional
performance shares are granted.

The target value as per the year in which conditional
performance shares are granted is as follows:

CEO 60% of the annual fixed gross base salary of the CEO
CFO 50% of the annual fixed gross base salary of the CFO

The maximum opportunity for the long-term variable
remuneration shall not exceed 150% of the target value.

governance)
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Relative TSR
To determine achievement of this performance measure, the relative TSR is measured, which
means share price movements, including dividends and assuming that dividends are reinvested.
For the calculation of the relative TSR position, the reinvestment of cash dividend in fixed-
income securities and the reinvestment of stock dividend in the relevant share are taken into
account. The TSR performance of Kendrion is measured against the performance of 20 selected
TSR peer companies included in the table below.

W N

S O

11.
12.
13.
14.
15.
16.
17.
18.
19.

20.

Company

Schneider Electric SE
Eaton Corporation plc
Sensata Technologies
Holding NV

Aalbers Industries NV
Emerson Electric Co
Continental AG
Schaeffler AG

TKH Group NV

Borg Warner Inc

SKF AB

Phoenix Mecano AG
Grammar AG

Regal Beloit

IMI Plc

Autoneum Holding AG
Akwel

Elringklinger AG

VBG Group publ AB
Kongsberg Automotive
ASA

Sogefi SpA

Industry
Electrical components
Diversified industrials

Electronic equipment: gauges and

meters

Electronic equipment: control and filter Netherlands

Electronic equipment: other
Auto parts

Auto parts

Electrical components
Auto parts

Metal fabricating
Machinery: industrial

Auto parts

Electrical components

Electronic equipment: control and filter UK

Auto parts
Auto parts
Auto parts
Auto parts
Auto parts

Auto parts

Per reporting date 31 December 2022.

Market value

Country (EUR x 1 min)*
France 74,653
USA 58,485
USA 5,787

4,006
USA 53,229
Germany 11,272
Germany 1,057
Netherlands 1,568
USA 8,831
Sweden 6,096
Switzerland 320
Germany 158
USA 7,437

3,786
Switzerland 483
France 465
Germany 436
Sweden 299
Norway 253
[taly 112

Identified possible replacements in case of delisting or other corporate events in respect
of any of the above selected TSR peer companies.
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Market value

# Company Industry Country (EUR x 1 mIn)*
ABB Ltd Electrical components Switzerland 55,833
VAT Group AG Electronic equipment: control and filter Switzerland 7,681
Addtech AB Electrical components Sweden 3,475
Incap Oyj Electrical components Finland 501
Katek SE Electrical components Germany 204
Freni Brembo SpA Auto parts [taly 3,489
Vitesco Technologies Auto parts Germany 2,185
Group AG
JOST Werke AG Auto parts Germany 788
hGears AG Auto parts Germany 75

Per reporting date 31 December 2022.

The position of Kendrion in the TSR performance peer group, upon expiry of the three-year
performance period, determines the score for the relative TSR measure in accordance with the
following performance incentive zone:

Ranking 1-3 4 5 6 7 8 9 10 11-21
Vesting 150%  137.5% 125%  112.5% 100%  83% 67% 50% 0%

The position of Kendrion in the ranking defines the vesting for this part of the conditional grant of
shares. The calculation to determine Kendrion’s ranking shall be conducted by an external
independent and reputable specialized firm.
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EPS

EPS is disclosed in Kendrion’s consolidated financial statements
and is calculated by dividing the profit or loss attributable to
shareholders of Kendrion by the weighted average number of
shares outstanding during the relevant period, excluding ordinary
shares purchased by Kendrion and held as treasury shares.
Earnings are adjusted for changes in accounting principles
during the performance period.

The Supervisory Board sets the performance incentive zone
(threshold, target and maximum) annually by reference to the
mid-term plan as approved by the Supervisory Board in the year
of the grant date. Given that these targets are considered
commercially sensitive, EPS targets and the achieved
performance are disclosed in the Integrated Annual Report after
the relevant performance period.

The following performance incentive zone will be used to define
the vesting for this part of the conditional grant of shares:

< Threshold Target Maximum
EPS 0 100% 150%

Vesting is linear between threshold performance and on target
performance and between on-target performance and
maximum performance.

Sustainability/ESG

The Supervisory Board sets annually a sustainability target that
is aligned with Kendrion’s sustainability ambitions. The
Supervisory Board also sets the performance incentive zone
(threshold, target and maximum) annually. The achieved
performance will be disclosed in the Integrated Annual Report
after expiry of the relevant three-year performance period.

The following performance incentive zone will be used to define
the vesting for this part of the conditional grant of shares:

< Threshold Target Maximum
Sustainability/ 0O 100% 150%
ESG

Vesting is linear between threshold performance and on-target
performance and between on-target performance and
maximum performance.
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2025 long-term variable remuneration

Consistent with the applicable Remuneration Policy as adopted
by the General Meeting of Shareholders on 16 April 2024, the
members of the Executive Board were granted conditional
performance shares as described in the table below.

2025 annual Average share Conditional
gross base salary (actual) Target amount price Q4 2024 performance shares
CEO (J.A.J. van Beurden) EUR 601,800 EUR 361,080 EUR 10.87 33,218
(i.e. 60% of EUR 601,800)
CFO (J.H. Hemmen) EUR 357,000 EUR 178,500 EUR 10.87 16,421

(i.e. 50% of EUR 357,000)

In accordance with the applicable Remuneration Policy, the
vesting percentage of the performance shares is conditional to
the realization of the performance criteria Relative TSR, EPS
and a non-financial measure relating to sustainability/ESG. The
sustainability/ESG performance criteria for the 2025 long-term
incentive are related to the development of a data-driven Scope
3 emissions reduction framework and strategy as well as the
achievement of targeted Scope 1 and Scope 2 emission

2023 annual
gross base salary
CEO

(J.A.J. van Beurden) as of 1 December 2023)

EUR 590,000 (as of reappointment for 3rd term as per 1 December 2023)

CFO (J.H. Hemmen)
1 July 2023)

EUR 350,000 (as of reappointment for 2nd term as per 1 July 2023)

EUR 550,000 (1 January to 30 November 2023, until reappointment for 3rd term

EUR 335,000 (1 January to 30 June 2023, until reappointment for 2nd term as of EUR 167,500

reduction on a pro rata basis ensuring consistency towards the
company’s ESG plan.

Based on the contents and quality of the actions taken and
strategies developed, the Supervisory Board shall determine
the actual performance at the end of the performance period
along the lines as described above.

Target amount

Target amount
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Performance period
Performance period 2025-2027

Expiry holding period
End of 2029

Performance period 2025-2027 End of 2029

2023 long-term variable remuneration

Pursuant to the 2023 long-term incentive scheme, 22,030
conditional performance shares have been granted to Mr. Van
Beurden and 11,363 conditional performance shares have
been granted to Mr. Hemmen. The number of conditional
performance shares has been calculated as follows:

Average share Conditional

price Q4 2022 performance shares

EUR 330,000 EUR 302,500 EUR 15.07 22,030
(i.e. 60% of EUR 550,000)  (i.e. 11/12 of EUR 330,000)
EUR 354,000 EUR 29,500
(i.e. 60% of EUR 590,000)  (i.e. 1/12 of EUR 354,000)
Total EUR 332,000
EUR 83,750 EUR 15.07 11,363
(i.e. 50% of 335,000) (i.e. 6/12 of EUR 167,500)
EUR 175,000 EUR 87,500
(i.e. 50% of EUR 350,000)  (i.e. 6/12 of EUR 175,000)
Total EUR 171,250
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Consistent with the Remuneration Policy governing the 2023 long-term variable remuneration, the vesting percentage of the
performance shares is conditional upon the achievement (during the performance period 2023-2025) of performance measured as:

Weight Performance measure

40%  Relative total shareholder return (relative TSR)

40%  Basic earnings per share (EPS)

20%  Sustainability (i.e. environmental, social and/or governance)

A summary description of the performance measure in the area of sustainability for the performance period 2023-2025 has been

included in the table below.

Summary description sustainability performance measure 2023-2025
m  On target performance (i.e. 100% vesting)

Creation of a supplier database, standardize the

collection of supplier data, and expand the scope/ m Max. performance (i.e. 150% vesting)
area of supplier data (where required) in support of m  Min. threshold performance (i.e. 0% vesting)

sustainable sourcing objectives.

Vesting is linear between min. threshold performance and
on-target performance and between on-target performance
and max. performance.

TSR and EPS

When measuring the relative TSR, the position of Kendrion
within the predefined TSR performance peer group, as
stipulated in the Remuneration Policy for the 2023 long-term
incentive plan, is 16. As per the Remuneration Policy governing
the 2023 long-term variable remuneration, the 16t position
leads to a 0% vesting.

Based on the EPS performance incentive zones determined by
the Supervisory Board by reference to the 2023 mid-term plan,
the actual 2025 EPS falls below the predetermined minimum
threshold performance level and therefore leads to a 0%
vesting.

Sustainability/ ESG

The sustainability / ESG performance measure entailed the
creation of a supplier database, the standardization of supplier
data collection, and the expansion of data scope where
needed, supported by supply-chain mapping and evaluation of
existing supplier data and processes.

As per the end of 2025, our approach with respect to supplier
data collection has been enhanced significantly. We moved
from obtaining high-level CSR information through on-site visits
only to operating a structured and comprehensive supplier-data
collection approach. A formal framework has been developed
over the past two years, defining the information to be collected
and the process for supplier engagement. This enables access
to significantly more detailed data, including but not limited to
data regarding greenhouse gas emissions and renewable
energy, social elements (including information on supplier’s
employees and subcontractors), materials and recyclability, and
the quality of supplier disclosures.
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This achievement results in a maximum performance under the
2023 long-term incentive scheme for the sustainability/ESG
performance measure and thereby results in 150% vesting of
the 20% of the target-value. As a result, 6,609 performance
shares have vested for Mr. Van Beurden, and 3,409
performance shares have vested for Mr. Hemmen for this
performance measure.

Summary 2023 long-term variable remuneration

This means that under the 2023 long-term incentive plan, a
total number of 6,609 shares have vested for Mr. Van Beurden
and a total number of 3,409 shares have vested for Mr.
Hemmen. The vested shares remain subject to a holding period
until the end of 2027.

In accordance with the long-term incentive plan, Mr. Van
Beurden and Mr. Hemmen will be entitled to accrued dividends
for each of the 6,609 and 3,409, respectively, vested shares.
Accrued dividends will be paid in cash.
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Development long-term incentive

The table below provides an overview of the development of
the conditional share awards under the long-term incentive plan
for the Executive Board members during previous financial
years. The table also specifies the expiry of vesting periods and
holding periods for conditional shares awarded.

2024 Expiry 2023 Expiry
Long-term number vesting holding number vesting
incentive of shares period period  of shares period
CEO (J.A.J. 30,596 Endof Endof 22,030 End of
van Beurden) 2026 2028 2025
CFO (J.H. 15,125 Endof Endof 11,363 End of
Hemmen) 2026 2028 2025

2018: not applicable for the CFO, as his effective date of
appointment to the Executive Board was 1 July 2019.

Pension arrangement and other benefits

Members of the Executive Board participate in the defined
contribution pension scheme. Kendrion N.V. will pay: (i) the cost
of contributions for participation in the defined contribution
scheme; (ii) the risk premium for the surviving dependents’
pension (nabestaandenpensioen) and (jii) the cost of
contributions for participation in the occupational disability
insurance (including WIA excedentverzekering) (collectively

the “Pension and Disability Insurance Contribution”). In addition,
members of the Executive Board are entitled to an annual gross
allowance to compensate for the loss of accrual of pension
benefits because of the Dutch Wage Tax Act, provided that the
sum of the Pension and Disability Insurance Contribution and
such annual allowance shall annually not exceed an amount of
EUR 75,000. This amount may be adjusted based on market
developments.

holding
period
End of
2027
End of
2027
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2022 Expiry 2021 Expiry 2020 Expiry 2019 Expiry 2018* Expiry
number vesting holding number vesting holding number vesting holding number vesting holding number vesting
of shares period period  of shares period period of shares period period  of shares period period  of shares period
16,144 Endof Endof 20,245 Endof Endof 16,533 Endof End of 11,669 End of Endof 6,960 End of
2024 2026 2023 2025 2022 2024 2021 2023 2020
8,194 Endof Endof 9,533 Endof Endof 6,769 Endof Endof 2,409 Endof Endof
2024 2026 2023 2025 2022 2024 2021 2023

No schemes have been agreed for the voluntary early
retirement of members of the Executive Board.

Kendrion maintains a car lease policy for members of the
Executive Board. The lease budget (including fuel) is EUR 2,000
per month. Alternatively, members of the Executive Board are
entitled to a monthly gross car allowance of EUR 2,000.

In addition, Kendrion pays a monthly expense allowance to
Executive Board members of up to EUR 450, to cover costs
that are not suitable for individual reimbursement.

The amount of the car allowance and the expense allowance
are not included as a basis for calculation of the Pension and
Disability Insurance Contribution, or any other (variable)
remuneration or allowance, severance amount or benefit.

Kendrion has arranged for a directors’ and officers’ liability
insurance. The costs for this insurance are for the account of
Kendrion.

The Executive Board participates in the defined contribution
plan of Kendrion. The pension contribution in 2025 was EUR
71,885 (2024: EUR 78,115) for the CEO and EUR 69,242
(2024 EUR 80,758) for the CFO. These pension contribution
amounts include the correction of overpayments from 2024.

In 2025, a monthly car allowance of EUR 2,000 gross was
provided to the CFO.
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Share ownership guideline

An objective of the Remuneration Policy is to appropriately align
the interests of the members of the Executive Board with the
interests of shareholders by encouraging share ownership. As
per the Remuneration Policy adopted by the General Meeting
of Shareholders on 15 April 2024, Kendrion applies a share
ownership guideline for Executive Board members of 200% of
the annual fixed gross base salary for the CEO and 100% of the
annual fixed gross base salary for the CFO. This shareholding
must be gradually built up with performance shares earned
under the long-term incentive plan, although it is permitted to
sell shares to finance taxes due at the date of vesting of the
performance shares, and by purchasing shares with at least
50% of the net amount of the pay-out of the short-term
incentive.

Policy in case of change of control

Unvested performance shares awarded shall be deemed
vested as per the date of the change of control assuming on
target performance, subject to: (i) pro rating to reflect the
proportion of the normal performance period that has elapsed
as per the date of the change of control, and (ji) the
discretionary authority of the Supervisory Board to determine
otherwise, should such deemed vesting of performance shares
result in unreasonable or unequitable remuneration.

Adjustment and claw back

The Supervisory Board is authorized to adjust the amount of
the short-term and long-term variable remuneration to an
appropriate level should payment thereof result in unreasonable
or unequitable remuneration. In addition, a so-called claw-back
provision applies pursuant to which the Supervisory Board has
the authority to recover in whole or in part short-term and long-
term variable remuneration awarded to members of the
Executive Board should it transpire that such variable
remuneration was unjustifiably awarded based on incorrect
information.

Other key elements

Term and termination

Management agreements with Executive Board members are
entered for a definite period of four years. The management
agreement may be terminated with due observance of a notice
period of six months. Kendrion is entitled to terminate the
management agreement with immediate effect for cause (i.e.
seriously culpable or negligent behavior on the part of the
Executive Board member).

Termination fee

In the event of termination of the management agreement on
Kendrion’s initiative, the termination fee for members of the
Executive Board shall not exceed 100% of the annual fixed
gross base salary (i.e. excluding short-term and long-term
incentive and other elements such as pension contributions).

The members of the Executive Board are not entitled to a
termination fee if the contract is terminated for cause on the
part of the Executive Board member or if the contract is
terminated at the initiative of the Executive Board member.
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Pay ratio

The Executive Board to employee pay-ratio is approximately 19
(2024: 21). This pay ratio is based on the remuneration of the
CEO including pensions and other expenses and the average
wage costs per FTE in 2025 as disclosed on page 62 of this
Integrated Annual Report.

Remuneration Policy Supervisory Board

Objectives

The remuneration policy of the Supervisory Board serves to
recruit and retain diverse, qualified, and experienced members
to supervise the manner in which the Executive Board
implements Kendrion’s long-term value creation strategy.
Considering the nature of the supervisory responsibilities of the
Supervisory Board, the remuneration is not linked to Kendrion’s
performance, and therefore includes a fixed component only. In
line with good corporate governance, Supervisory Board
members will not receive a share-based incentive.

The annual remuneration levels of the Supervisory Board are
described in the table below. The base fee and committee fee
levels in the table below are the same as determined by the
General Meeting of Shareholders on 11 April 2022.

Base fee

Chairman Supervisory Board EUR 59,000
Member Supervisory Board EUR 41,800
Committee fee

Chair Audit Committee EUR 7,200
Member Audit Committee EUR 6,000
Chair HR Committee EUR 7,200
Member HR Committee EUR 6,000
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Expenses

All reasonable and documented expenses incurred by the
Supervisory Board members in the course of performing their
duties are reimbursed.

Benefits and loans

Members of the Supervisory Board are not eligible to participate
in any benefits scheme offered by Kendrion to its employees,
nor shall Kendrion provide loans.

The aggregate amount of the remuneration of the Supervisory
Board members in 2025 was EUR 210,800 (2024: EUR
212,850). The table below gives a breakdown of the
remuneration per Supervisory Board member.

Supervisory Board member 2025
F.J. van Hout (Chairman) EUR 65,000
M.H.C. Baijens EUR 49,000
E.M. Doll EUR 47,800
E.H. Slijkhuis EUR 49,000
Total EUR 210,800

Advisory vote remuneration report 2024

The remuneration report 2024 has been discussed with the
shareholders and put to the General Meeting of Shareholders
for an advisory vote during the Annual General Meeting of
Shareholders held on 14 April 2025. Of the votes cast, 99.93%
voted in favor of the 2024 remuneration report. Supported by
this advisory vote, the Executive Board and the Supervisory
Board considered that no substantive changes are needed
relevant to the application of the Remuneration Policy.

The voting results of the General Meeting of Shareholders held
on 14 April 2025 can be found on the corporate website at
www.kendrion.com.

Taking account of the content of this Remuneration Report
pertaining to financial year 2025, it is determined that the
aggregate amount of remuneration awarded is in line with the
Remuneration Policy and contributes to the performance of
Kendrion and the execution of its long-term value creation
strategy.

This 2025 Remuneration Report will be discussed with
shareholders and put to the General Meeting of Shareholders
for an advisory vote during the upcoming Annual General
Meeting of Shareholders to be held on 13 April 2026.

Remuneration components 2025

(in EUR) CEO % CFO
Base salary 601,800 48.49 % 357,000
Short term incentive 469,404 37.82% 209,380.50
Long term incentive 92,626 7.46 % 47,726
Pension contribution 71,885* 5.79 % 69.242*
Other 5,400 0.44 % 27,600
Total compensation 1,241,015 100% 710,948.50

These amounts include the correction of overpayments from 2024.

%

50.21 %
29.45 %
6.71 %
9.74 %
3.88 %
100%
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Executive Board remuneration comparative

EUR Thousand 2025 2024 2023 2022 2021
J.A.J. van Beurden, CEO 1,241.0 998.8 951.4 1,153.0 1,118.0
J.H. Hemmen, CFO 710.9 605.2 555.0 632.0 565.8
Pay ratio 19 17 18 19 20
Company performance

Revenue (EUR million) 245.5 301.5 518.6 519.3 464.0
Normalized EBITDA (EUR million)’ 38.1 37.0 53.1 57.4 55.8
Normalized EBITDA margin 15.5% 12.3% 10.2% 11.1% 12.0%

7 Non-IFRS financial measure. For the definition and reconciliation of the most directly comparable IFRS measures, refer to reconciliation of

non-IFRS information, starting on page 219.

Supervisory Board remuneration comparative

2025 2024 2023 2022 2021
Base fee
Chairman Supervisory Board EUR 59,000 EUR 59,000 EUR 59,000 EUR 59,000 EUR 45,000
Member Supervisory Board EUR 41,800 EUR 41,800 EUR 41,800 EUR 41,800 EUR 35,000
Committee fee
Chair Committee EUR 7,200 EUR 7,200 EUR 7,200 EUR 7,200 EUR 6,000
Member Committee EUR 6,000 EUR 6,000 EUR 6,000 EUR 6,000 EUR 5,000

Total Supervisory Board remuneration EUR 210,800 EUR 210,800 EUR 210,800 EUR 210,800 EUR 172,000
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