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Thisremunerationreport for executive management of the group has been prepared by the
board of directors of SentiaASAinaccordance with section 6-16b of the Norwegian Public
Limited Liability Companies Actand the associated regulations on guidelines andreports
onremunerationforleading persons. Thisreportis submitted to the general meetingforan
advisory vote andis published onthe company’s website.

Forthe purposes of thisreport, leading persons are defined as executive management
of the group (group managementin Sentia) and the members of the board of directors
of Sentia ASA. The Sentia Group, whichwas listed on Euronext Oslo Bgrsin June 2025,
deliveredsolidresults during the year. Revenue in 2025 amounted to NOK 11 772 million
(NOK 10531 million),and profitbefore taxwas NOK 731 million (NOK 640 million),

correspondingto aprofitbefore taxmargin of 6.2 percent (6.1 percent). Profit forthe year
amounted to NOK 571 million (NOK 484 million). The group has an orderbacklog of NOK 18
billion(NOK 16 billion)and a strong financial position. Overall, this provides the basisfora
proposeddividend forthe 2025 financial year of NOK5.50 pershare (96 per cent of profit
fortheyear).

NOTE: The Sentia Group was established at the end of 2024 and has in practice operated
asagroup fromthe beginning of 2025. None of the current members of executive
managementheld a group-levelrolein2024. Accordingly, thisreport does not present
figures forthe current executive management for 2024 orearlier,nordoesitinclude an
analysis of changes.

1. Principles for determining salary and otherremuneration of executive managementin the group

The board of directors has established guidelines forthe remuneration of group
managementand the board of directors of the parent company. These were adopted at the
extraordinary generalmeetinginMay 2025.

The guidelines state that, in orderto successfullyimplement the company’s strategy and
safeguarditslong-terminterests, the company must be able torecruit, develop andretain
executivesand board memberswithrelevant competence, expertise andleadership
capabilities. Itisthereforeimportant that the company offers executives and board
membersterms and conditions that provide motivationand areinline with market levels.
Totalremunerationshallbe wellbalanced and based onthe competence, responsibilities
and performance of the executives and board members.

ltisfundamental forthe company that the guidelines for executive remuneration
supportfinancial sustainability, and that the overalllevel of remuneration does not place
anunreasonable strain onthe company’s liquidity and equity. Inthe company’s view,
remuneration forexecutives and board members shallbe competitive, but not excessive,
andis determined by the remuneration committee.

Totalremuneration shouldincentivise executive management to work towards achieving
the company’s strategic and financial objectives and, as ageneralrule, beinline with

remunerationforsenior executivesincomparable industries, companies androlesinthe
regionwhere each executiveisbased. Theremuneration structure should place greater
emphasis onperformance-basedincentivesratherthanhigherfixed remuneration.

Remuneration of executive management shall be structured to drive motivationand
encourageimprovementsinperformance and shareholdervalue. Theremuneration system
should be transparentand notunreasonably difficult to explain to the public, and should
notinvolve disproportionate administrative complexity. In orderto offer competitive
remuneration, the company must maintain a flexible system that canadapt to changes as
the company and the markets evolve.

“Remuneration”includes all salary and benefitsreceived by executive management,
including fixed and variable remuneration, pension arrangements and other specific
remuneration elements.

Ingeneral, Sentia’'sremuneration framework includes base salary, annual bonus, pension
benefits, agreed benefitsinkind, andlong-termincentive schemesinthe formof ashare
option programme and anemployee share purchase programme. Employmentterms also
govern,among otherthings, pensionage and provisionsrelating to termination.
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2.1. Totalremunerationto the board of directors

Atthe annual generalmeetingon 17 March 2025, anew board of directors with external

Untilthe GeneralMeeting heldinMarch 2025, the board of directors of Sentia ASA consisted memberswas elected. Inconnectionwith the election, remuneration for the period until the
of internalresourcesfromRatos ABand management fromHENT. Noremunerationwas nextannual generalmeetingwas communicated. The remunerationwillbe finally approved
paidto thisboard. attheannualgeneralmeetingtobeheldon12May 2026.

Board elected at the annual generalmeetingon 17 March, 2025

Committeeremuneration®

Boardremuneration Chairof Memberin

Amountsin NOK thousand 2025-2026Y committee committee Total fee
Name Position

FinnBjarnRuyter Chairof theboard of directors, chair of the remuneration committee 750 100 - 850
Gyrid Skallebergingerg Director, chairof the auditcommittee 500 150 - 650
GunnarHagman Director, chair of the project committee 500 150 - 650
JacobLandén Director,memberof theinremuneration committee 500 - 50 550
Matilda Vinje Director,member of theinremuneration committee 500 - 50 550
Total 2750 400 100 3250

1) Nopartoftheremunerationto the board of directors was paidin2025.

Inthe 2025 financial statements, anamount of NOK 2.4 millionhas beenrecognised.

The entire boardis amember of the audit committee and the project committee, butno
remunerationis provided beyondwhatis statedinthe table.
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2.2. Totalremunerationto executive management
The table provides anoverview of salary and remuneration paid to executive management
during the 2025 financial year.

Variable
Amountsin NOK thousand Fixedremuneration remuneration Share of total
Othercom- Bonuses Total
Salary pensation? Pension paid out remuneration Fixed Variable

Name Position
Jan Jahren Chief executive officer 4309 260 422 2159 7150 70% 30%
ChristianWieland Deputy CEO and EVP Sentia Sweden 3132 248 910 461 4751 90% 10%
Sverre Heerem EVP & chief financial officer 2391 15 101 26402 5147 49 % 51%
MayHelen Dahlstrg EVPHENT?) 1700 58 97 0 1854 100% 0%
lven OpsahlJebsen EVP & chief communications and public affairs officer4) 901 63 38 0 1002 100% 0%
Totalremunerationto executive management 12433 644 1568 5260 19904 74% 26%

1) Thisincludes benefitsinkindsuchasITequipmentandtelephone, newspapers, insurance and otherbenefits provided by the employer, as wellas coverage of carexpenses and other taxable benefits.

2) IPO-relatedbonus.
3) Memberof Group executive management from 1 July 2025 (amounts apply from date of appointment).
4) Memberof Group executive management from1June 2025 (amounts apply from date of appointment).

3. Bonus scheme for executive management

The board of directors established abonus scheme forexecutive managementin 2025. The
scheme wasintroducedinthe spring of 2025 and provides for the accrual of bonus for the
2025financialyear. No part of suchbonuswas paidin 2025, and accordingly no part of this
bonusisincludedintheremunerationdisclosedfor2025.

3.1. Generalinformation about the scheme

Bonusis calculatedbased onthe achievement of predefined measurable parameters and
financialresults, with targets designedto supportthe company’s strategy and encourage
behaviourthatisinthe company’slong-terminterest. The selection of measurable
parameters and theirrelative weighting are approved by the board of directors, following
preparationandrecommendation by theremunerationcommittee. As ageneralrule, the
bonusisbasedonreportedfigures.

The annualbonus forthe chief executive officer, the deputy chief executive officerand the
chief financial officermay amount toup to 200 per cent of their fixed annual base salary,
while forothermembers of executive managementitmay amounttoup to 100 percent of
fixed annualbase salary.

The guidelines state anintention forthe scheme to be applied and maintained consistently
inthe comingyears. However, the board of directorsreserves theright to adjust the

bonus arrangements and calculation methodology asrequiredin connection with
reorganisations, acquisitions, general market conditions, and other circumstances outside
normal operations. The board has also specified that IPO-related costsin 2025 shallbe
considered extraordinary itemsin this contextand shallnotbeincludedinthe basis for
bonus calculations. The board may decide ontemporary deviations from the guidelines,
and any such deviations shall be explainedin the annualremunerationreport.
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3.2. Furtherdetails onthe bonus calculation
Bonusis calculated foreachindividual based onthe following formula: Bonus = Base salary
* growth multiple * performance bonus (percent).

The growthmultiple is determined by the achieved growthinthe group ortherelevant
segment. Revenue growthbelow 2 percentresultsinagrowth multiple of 1. Forexample,
achievinganambitious growthrate of 10 percentresultsina growth multiple of 2. The
group achievedrevenue growthof 11.78 percentin 2025, resultingin a growth multiple of
2.22.

The performance bonusis determinedbased onthe achieved EBITmarginin the group or
intherespectivereporting segment, multiplied by 10 and the applicable share of results
includedintheindividual’'sbonus arrangement. If the EBIT marginisbelow 3.5 percent, no
bonusispayable. AnEBITmargin of 5 percentresultsinaperformance bonus of 50 percent
at 100 percent participationintheresults. The calculated bonusincludes holiday pay and
doesnotformpart of pensionableincome.

3.4. Accruedbonusfor 2025

Sentia | Remunerationreport 2025 5

The group achieved an EBITmargin excludingIPO costs of 5.2 percentin 2025. Thisresulted
inaperformance bonusof 51.9 percentat 100 percent participationinthe group’sresults.

3.3. Individualremunerationarrangements

The EVP & chief communications and public affairs officerjoined group management
asof 1 June 2025 andis subjecttoanindividualbonusagreement. The bonusislinked to
individual performance and the company’sresults.

The EVPHENT joined group managementin Sentiaas of 1 July 2025 andis subjecttoapre-
existingindividualbonus agreement.

Following the changesingroup management during the year, these arrangements willbe
alignedandincorporatedinto updated guidelines onremunerationforleading personsto
be adoptedatthe upcoming general meeting.

Salary Growth Performance/ Calculated
Amountsin NOK thousand 2025Y multiple EBIT-share - percent bonus 20252
Name Position
Jan Jahren Chief executive officer 4500 2.22 55.3% 5520
ChristianWieland Deputy CEO and EVP Sentia Sweden? 3283 2.22 46.3% 3381
Sverre Haerem EVP & chief financial officer 2751 2.22 51.9% 3175
MayHelen Dahlstrg EVPHENT# 3400 Individualassessment 1500
lven OpsahlJebsen EVP & chief communications and public affairs officer® 1850 Individual assessment 324
Total 13900

1) Attheendoftheyear, basis forbonus calculation.

2) Tobepaidin2026

3) Salaryandbonusare paidin SEK, here convertedto NOK.

4) Bonus fromjoining the corporate managementteamon 1 July 2025
5) Bonus fromjoining the corporate managementteamon1June 2025
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4. Long-termincentive schemes
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4.1. Share optionprogramme

Skilled employees are Sentia’s mostimportantresource forsuccess. The company
dependsonrecruiting andretaining competentemployees to supportitsbusiness
strategy, long-terminterests and sustainability. The group’sremuneration guidelines for
executives and employees state that the group shall establish a share option programme to
support this objective.

Accordingly, the board of directors established a share option programme for executives
and key personnelinthe groupinthe spring of 2025, inline with the guidelines. The first
grantunderthe programme was approvedinJune 2025 and comprised atotal of 1 530000
options.

As atthe end of 2025, the share option programme comprises atotal of 40 employees.
Following this grant, alloption holders are entitled to acquire a specified number of shares
overthe nextthreeyearsat NOK50 pershare (exercise price). For subsequent grants,

the exercise price willbe based on an average share price overaperiod prior to the new
grant. The exercise price shallbe adjusted foraccumulated dividends paid from the grant
date untilexercise. Each optionholderhas beenallocated a fixed number of options. The
options must be exercised within five years. One third of the options vest afteroneyear,
onethird vest overtwo years fromthe grantdate, and one third vest overthree years from
the grantdate. The options may first be exercised during an exercise window, normally
lasting two weeks following the publication of the first-quarterreport (first time in 2026).
Suchreportsare normally publishedinMay. A corresponding exercise applies to one third
of the optionsineach of the two subsequent years.

Optionsthathave beengrantedbut notyetvestedwilllapseif the optionholderresigns or
isterminated.

The company may, atits discretion, settle the options byissuing shares orby cash
settlement.

The board of directors has been authorised toissue new shares oracquire treasury sharesin
connectionwiththe programme.

Executive management and options

Number of Exercise period
share  Redemption
options rate (NOK) From To
Name Position
JanJahren Chief executive
officer 100000 50,00 May2026 May2030
Christian Wieland? Deputy CEO and
EVP Sentia Sweden 100000 50,00 May2026 May2030
Sverre Haerem EVP & chief financial
officer 70000 50,00 May2026 May2030
May Helen Dahlstrg EVPHENT 70000 50,00 May2026 May2030
lven OpsahlJebsen EVP &chief
communicationsand
public affairs officer 70000 50,00 May2026 May2030
Total 410000

1) Relatedpartieswho have 20000 options are notincludedinthe table.

4.2. Share purchase programme

The board of directors has, inthe adopted guidelines for salariesandremunerationin the
group, alsoresolved to establish a share purchase programme that willinclude allemploy-
eesinthe group.The programmeisintendedto be along-termarrangement thatenables
employeesto purchase shares atacertaindiscount to marketvalue, subjectto atwo-year
lock-up period. The programme shall not exceed five per cent of the total number of shares
outstanding.

ltisintendedthat suchaprogramme willbe establishedin2026.
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a) Notice periods
The chief executive officer, the deputy chief executive officerand the group’s chief
financial officerhave anotice period of sixmonths.

Othermembers of executive management have anotice period of three months.

b) Severanceterms
The chief executive officeris entitled to 12 months’ severance payin the event of
termination by the company.

The deputy chief executive officerand the group’s chief financial officer are entitled to six
months’ severance pay inthe event of termination by the company.

c) Righttorecovervariable remuneration
The group’s guidelines and established arrangements do not specifically address the right
torecovervariable remuneration. No suchmeasures have beenapplicablein 2025.

d) Derogationsfromthe process for determining the guidelines and deviations from
the guidelines

The group’s guidelines forremuneration of executive management and employeeswere

adoptedbefore the board of directors established the remunerationcommittee, and the

remunerationcommittee has held ameeting priorto the payment of bonuses for2025.

Theresponsibility foroverseeing the application of the guidelines, whichrests with the

Committee, hasinpractice beenexercised by the board during 2025.

Forthe 2025 financial year, the bonus awarded to two members of executive management
deviates fromthe group’s existing guidelines (see section 3.3). These individualsjoined
executive management during 2025. Both arrangements are within the existing limits for
executive management of amaximum of 100 per cent of base salary.

e) Totalremunerationisinaccordance with the guidelines

Remuneration paidin2025is based onagreements establishedin2024. The remuneration
underthese agreementsis neverthelesswell aligned with the guidelines subsequently
adoptedbythe group. Bonus payments made in 2025 relate to performance achieved
in2024, and the IPO bonus paid to the group CFOis specifically linked to the successful
execution of thelisting, whichwasimportant forthe group andits shareholders.

Bonusearnedin 2025 and payablein 2026 is based onthe principles setoutinthe
guidelinesand giventhe group’s strong growth and solid resultsin 2025, the bonus scheme
provides appropriate rewards forexecutive managementinline withitsintentions. Since
thelistingandupto 31 December2025, the share has delivered areturn of 26 percent.

The bonus arrangements forthe EVP HENT and the EVP & chief communications and public
affairs officerwill be aligned with those of the othermembers of executive managementin
2026.

The guidelines provide thatanemployee share purchase programme with a discount willbe
established during 2026.

f) Annualchangeinremunerationis notrelevantfor thisreport

2025is Sentia’s first full year of operationsasanindependent group.In 2024, the business
was managed and organised as a division within Ratos AB. Group executive management
in Sentiawas established at the turn of the year 2024/2025, and none of itsmembers held
any group-levelresponsibilitiesrelated to Sentiain 2024. Accordingly, acomparison of
remunerationwith prioryearsis notrelevantandis therefore notincludedinthisreport.
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Finn Bjgrn Ruyter
Chair

6. Board statement

Theboard of directorshastoday consideredandapprovedtheremuneration
report of Sentia ASA for the financial year 2025. The remunerationreporthas
been preparedinaccordance with section 6-16b of the Norwegian Public
Limited Liability Companies Actand the associated regulations.

This report will be presented to the annual generalmeetingon 12 May 2026
foranadvisoryvote.

Thereporthasbeenreviewed by the auditor, who has verified thatit contains
therequiredinformation.

Oslo,26 March 2026 - theboard of directors of Sentia ASA

JacobLandén Gyrid SkallebergIngera GunnarHagman

Director Director Director

Sentia | Remunerationreport2025

Matilda Vinje
Director
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