This is a non-official translation of the Swedish original wording. In case of differences between the English
translation and the Swedish original, the Swedish text shall prevail.

REMUNERATION REPORT 2025

Introduction

This report describes how the guidelines for executive remuneration of HEXPOL AB (publ), adopted
by the annual general meeting 2022, were implemented in 2025. The report also provides information
on remuneration to the CEO and the deputy CEO and information on share-related and share price-
related incentive programs. The report has been prepared in accordance with the Swedish Companies
Act and the Remuneration Rules issued by the Swedish Corporate Governance Board (now managed
by the Stock Market Self-Regulation Committee (ASK)).

Further information on executive remuneration is available in note 4 (Employees and personnel costs)
on pages 108-109 in the annual report 2025. Information on the work of the remuneration committee
in 2025 is set out in the corporate governance report available on pages 32-37 in the annual report
2025.

Remuneration of the board of directors is not covered by this report. Such remuneration is resolved
annually by the annual general meeting and disclosed in note 4 on page 108 in the annual report 2025.

Key developments 2025

The CEO summarizes the company’s overall performance in his statement on pages 4-5 in the annual
report 2025.

The company’s remuneration guidelines: scope, purpose and deviations

A prerequisite for the successful implementation of the company’s business strategy and safeguarding
of its long-term interests, including its sustainability, is that the company can recruit and retain
qualified personnel. To this end, the company must offer competitive remuneration. The company’s
remuneration guidelines enable the company to offer executives a competitive total remuneration.
Under the remuneration guidelines, executive remuneration shall be on market terms and may consist
of the following components: fixed cash salary, variable cash remuneration, pension benefits and other
benefits. The variable cash remuneration shall be linked to individually adapted predetermined and
measurable criteria. The criteria shall be designed to contribute to the company’s business strategy and
long-term interests, including its sustainability, by for example being clearly linked to the business
strategy or promote the executive’s long-term development.

The guidelines are found on pages 41-42 in the annual report 2025.

During 2025, the company has complied with the applicable remuneration guidelines adopted by the
general meeting. The auditor’s report regarding the company’s compliance with the guidelines is
available on HEXPOL’s website www.hexpol.com. No remuneration has been reclaimed. In addition
to remuneration covered by the remuneration guidelines, the company has no outstanding incentive
programs.



2(3)

Table — Total remuneration to CEQ and the deputy CEO during 2025 (TSEK)'

1 2 3 4 5 6
Name of director Fixed remuneration Variable remuneration
(position) Base salary Other benefits® One-year Multi-year Extraordinary Pension expense Total Proportion of fixed
variable variable? items remuneration and variable
remuneration®
Klas Dahlberg 11,000 328 3,740 - - 3,858 18,926 80% /20%
(CEO)

Peter Rosén 6,557 323 1,836 - 3,278 1,839 13,833 63% /37%

(Deputy CEO)

! Except for Multi-year variable remuneration, the table reports remuneration earned in 2025. Multi-year variable remuneration is reported if vested in 2025. Disbursement of any payments may or may not
have been made the same year.

? Example: Company car
LTI

* Pension expense (column 4), which in its entirety relates to Base salary and is premium defined, has been counted entirely as fixed remuneration.

Share-based remuneration

The company has no outstanding share-related or share price-related incentive programs.

Application of performance criteria

The performance measures for the CEO’s and the deputy CEO’s variable remuneration have been
selected to deliver the company’s strategy and to encourage behaviour which is in the long-term
interest of the company. In the selection of performance measures, the strategic objectives, and short-
term and long-term business priorities for 2025 have been taken into account.

The variable remuneration consists of three parts. The first part, annual variable cash remuneration,
shall be linked to individualised predetermined and measurable criteria and shall be based on earnings
and working capital. The second part, cash remuneration paid in accordance with the company's long-
term cash-based incentive program (LTI), shall be based on increased earnings per share. The third
part shall be based on the reduction of carbon dioxide emissions.

For cash remuneration according to LTI, conditions apply that payment of the remuneration shall take
place with half the second year after the end of the measurement period and with the remaining half
the third year after the end of the measurement period. The design of the criteria for variable cash
remuneration and the conditions for payment contributes to the company's vision and business strategy
as well as long-term interests and sustainability.

Table — Performance of the CEO and the deputy CEO in the reported financial year: variable cash
remuneration

1 2 3
Name of director Description of the criteria related to the remuneration Relative weighting of the performance a) Measured performance and
(position) component criteria b) actual award/remuneration outcome
Profit after tax 2025 0% a) MSEK 1,943
b) TSEK 0
Klas Dahlberg Working capital 2025 1% a) 7.6 %
(CEO) b) TSEK 2,640
Carbon dioxide emissions accumulated 2025 29% a)-80 %

b) TSEK 1,100

Improved shareholder return 2025 (LTI) 0% a) 5.64
b) 0*
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1 2 3
Name of director Description of the criteria related to the remuneration Relative weighting of the performance a) Measured performance and
(position) component criteria b) actual award/remuneration outcome
Profit after tax 2025 0% a) MSEK 1,943
b) TSEK 0
Working capital 2025 64% a) 7.6 %
b) TSEK 2,640

Peter Rosén

(deputy CEO) Carbon dioxide emissions accumulated 2025 36% a) -80 %
b) TSEK 1,100

Improved shareholder return 2025 (LTI) 0% a) 5.64
b) 0*

* Variable remuneration within the framework of LTI. Payment of remuneration takes place with half the second year after the end of the measurements period and with the remaining half the third year
after the end of the measurement period.

Comparative information on the change of remuneration and company performance

Table — Change of remuneration and company performance over the last five reported financial
years (RFY) (TSEK)

RFY-4 vs RFY-5 RFY-3 vs RFY-4 RFY-2 vs RFY-3 RFY-1 vs RFY-2 RFY vs RFY-1 RFY 2025
CEO remuneration* 422,981 (+200.4%)? +5,376 (+15,6%) 9,858 (-24.8%) -17,964 (-60.0%)6 +566 (+3.1%) 18,926
Remuneration to acting +8,889 (+1 415.4%)} +1,086 (+11.4%) +1,022 (+9.6%) +1,096 (+9.4%)7 7,473 (+117.5%) 13,833
CEO*
Group operating profit +1,139 (+58.9%) +216 (+7.0%) +286 (+8.7%) -404 (-11.3%) -381 (-11.3%) 2,791,000
Average remuneration on a +17 (+1.8%) +67 (+6.7%) +33 (+3.1%) -20 (-1.8%) +236 (21.7%) 1,319

full time equivalent basis
of employees*** of the
parent company

! Excluding members of the group executive management.

? Mikael Fryklund was CEO until 16 February 2020. Peter Rosén was acting CEO from 17 February 2020 through 19 November 2020 and Georg Brunstam was CEO as from 20 November 2020. Georg
Brunstam acted as working Chairman of the Board from 17 February 2020 through 19 November 2020 and received TSEK 10,924 as remuneration, which amount is not included in the amount stated in
the table. Georg Brunstam has not received board fees during this period.

3 Peter Rosén was deputy CEO as from 20 November 2020. The company has not previously had a deputy CEO.

* Georg Brunstam was CEO until 1 September 2023. Peter Rosén was acting CEO as from 1 September 2023.

* Peter Rosén was deputy CEO until 1 September 2023.

¢ Klas Dahlberg was CEO as from 1 July 2024.

7 Peter Rosén was acting CEO until 30 June 2024. Peter Rosén was deputy CEO as from 1 July 2024.

Description of how opinions expressed when the general meeting addressed an earlier remuneration
report have been taken into consideration

No remarks on previous remuneration reports have emerged.

Malmé in April 2026
HEXPOL AB (publ)
The Board of Directors



